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INTRODUCTION

WHO IS THIS MATERIAL FOR?

This handbook is designed for trainers, facilitators, educators, HR professionals and
leaders who aim to make their training sessions more inclusive and neuro-aware.

It supports both those who already know that neurodivergent participants may be
present, and those who apply inclusive practices proactively, as part of a conscious and
responsible facilitation approach.

The purpose of this material is to provide a structured and self-guided understanding of
the key principles and practical methods that support safe, effective and inclusive group
processes, regardless of how participants function.

THE BLUE FOREST FOUNDATION AND NEUROOFFICE

The Blue Forest Foundation has been working since 2017 to support neurodivergent
children and their families in developing within more accepting environments. Our work in
shaping perspectives extends to education, family systems and the training of
professionals. Alongside pedagogical, psychological and life management support, we
place strong emphasis on the practical implementation of inclusion.

The neurOffice is the organisational extension of this work: a project built on the
understanding of neurodiversity as a value. Our goal is to support workplaces, training
environments and organisational cultures in becoming more inclusive, while enabling
trainers to respond consciously to neurodivergent presence. The neurOffice acts as a
bridge between professional expertise and empathy, where the key to change is often in
the hands of the trainer.




MODULE 1- WHAT IS NEURODIVERSITY?

Neurodiversity is an approach that says human brains and nervous systems can
naturally function differently - and this is not a flaw, but part of human diversity.
Neurodiversity is therefore not a diagnosis, but a framework that includes, for example:

e Autism (ASD)

e ADHD

e Dyslexia, dysgraphia, dyscalculia

e Sensory Processing Disorder (SPD)

e Tourette syndrome

e Bipolar spectrum, OCD and other atypical cognitive patterns

WHAT DOES THIS MEAN FOR A TRAINER?
Neurodivergent participants in a training may:

e be sensitive to noise or light, disturbed by a fan, fluorescent lighting, or group
murmuring,
e process instructions more slowly, especially when delivered verbally, quickly, and in
context,
e become more easily fatigued, and struggle with long continuous sessions,
e find it difficult to connect with unfamiliar people, or may become overactivated and
impulsive.
What can a trainer do if they know (or suspect) that a neurodivergent participant is
present?

e First, itis important to understand: the trainer is not a therapist, not a diagnostician,
not a psychologist, but a space holder.

e Their role is not to understand the full life story, but to create an environment where
any type of functioning can feel safe.




The first step: | want to understand, not solve. Neurodivergent functioning is not a
flaw, not a problem, but a different nervous system pattern.

The trainer's role is not to fix this, but to:

see functioning instead of symptoms,

look for needs instead of disruptive behaviour,
provide structure instead of discipline,

create a safe space.

This means a framework that allows participation for everyone. Creating safety is the most
important, because this is when the nervous system can shift into a more flexible mode of
functioning.

The second step: recognizing when something is not behavior, but functioning.

The functioning of neurodivergent participants may often seem unusual or even
confrontational from the outside:

e Does not look at you - not because they are disrespectful, but because eye contact
can feel painfully intense.

e Talks too much - because their nervous system uses it to maintain focus.

e Moves, fidgets - because their body regulates sensory overload this way.

e Does not engage - because they first need to feel safe, and that takes time.

The trainer can do the most here: interpret in a way that does not exclude anyone.

Planning should be inclusive, not adaptive afterwards. If you know there will be a
neurodivergent participant, do not create a separate program - instead, design the entire
structure so it is accessible for everyone. Even better, if you build it in a way that works
even when you do not know in advance that you are entering a neurodiverse group. |
personally always assume that there is a neurodivergent person in the group, because
research and statistics show that the number of neurodivergent people is increasing in
any given community. In certain corporate environments, this ratio is clearly even higher.




Some tips you can already prepare with:

e Use avisual agenda, norms, and structure from the beginning

Allow space for silent responses and written engagement
Do not force anyone to speak, but do not leave anyone out either, especially at the

beginning of the training
Communicate clearly, simply, and share information in advance

If you support even one person with this, everyone benefits, because a structured training

environment is safer for all.

Most neurodivergent people will never say in a group that they function differently.
They do not know, they do not dare, or they have already had negative experiences.

This is why it is worth designing and facilitating training in a way that does not require
personal disclosure in order for someone to feel safe, and does not force them to explain
why they engage differently.

This is real inclusion: when we do not ask for justification, but create space for
differences without needing them to be explained. The trainer does not need to know
more about neurodiversity, but needs to ask and observe differently. If someone in the
group does not behave as expected, it can be a signal, not a challenge. The trainer helps
the most when they do not react quickly, but remain open. “l do not know exactly what
is happening in you, but you are here, and that is enough.” This sentence was said to
me during a training in Cyprus. It touched me deeply and immediately created a sense of
safety within me.

The acceptance of neurodiversity does not mean that the trainer becomes an expert in
diagnoses. It means being able to open interpretation towards different ways of
functioning.




EXAMPLE: SAME BEHAVIOUR, DIFFERENT MEANING

Neuro-sensitive

Behaviour Traditional interpretation . .
interpretation

Does not make eye contact Closed off, not paying attention Eye contact is overwhelming

Fidgets with a pen, moves

Not concentrating Needs self-regulation
around

Speaks quietly, does not speak

. Passive Overstimulated or anxious
up in the group

Asks questions constantly,
interrupts

Seeking information,

Disruptive, dominant Lo
maintaining focus

The neurodiversity movement aims for both typically and atypically functioning nervous
systems to feel like full members of a community. Neurodivergent conditions include
many different forms, and here we only highlight a few briefly. In most cases, sensory
processing is also affected. In fact, sensory processing differences can also appear in
people with a typical, average nervous system. That is why we treat sensory processing as
a fundamental layer when understanding how people function.




STATE

ADHD (attention deficit /
hyperactive functioning)

ASD / autism spectrum

Dyslexia / dysgraphia /
dyscalculia

SPD - Sensory Processing
Disorder

Tourette-syndrome

OCD - compulsive
functioning

SHORT DESCRIPTION

Impulsive, sensitive to
stimuli, high internal tension
in nervous system
functioning

Communication and social
difficulties, sensory
sensitivity, need for
structure, repetition

Differences in information
processing (reading, writing,
counting)

The brain has difficulty
filtering or integrating
sensory input

Tics, involuntary movements
or vocalisations

Thought or behavioural
cycles that reduce internal

anxiety

TRAINING CONTEXT
MANIFESTATION

Losing focus, need for
movement, interrupting,
restlessness

Attachment to structure,
withdrawal, over-precision or
literal interpretation

Difficulties with note-taking,
weaker verbal memory,
anxiety around written tasks

Sensitivity to noise, light,
touch or crowds, over-
movement, “outbursts”,
withdrawal

Less controllable
movements, periodic
attention shifts, increased
tension

Need for order, repeated
checking, seeking
reassurance, safety-seeking




STATE

Dyspraxia (coordination
difficulty)

Tic disorder / anxiety
spectrum

Auditory processing
disorder

REFLECTION QUESTIONS

SHORT DESCRIPTION

Challenges in body
movement, sequencing, and
spatial planning

Hard-to-regulate
physiological responses,
motor symptoms

Difficulty interpreting spoken
information

TRAINING CONTEXT
MANIFESTATION

Uncertainty in drawing or
organising tasks, physical
clumsiness, difficulty with
note-taking

Restlessness, over-talking,
silence, stuttering, apparent
withdrawal

Does not understand verbal
instructions, asks back,
needs visual support

1 What personal judgments or automatic interpretations do | notice when
observing others’ behaviour?

How do | function as a trainer: do | prefer fast, verbal processing, or

5 slower, more visual ways?
When was the last time in a training | felt that someone “did not
3 understand” what | was saying - and is it possible that they were not

“slow"?




MODULE 2 - THE BASICS OF SENSORY PROCESSING

The trainer does not diagnose, but interprets. Empathy is not pity, but curious attention:

- What might they be experiencing differently right now?
- What might be behind their different reactions?

Observation is not control. It is more like a sensitive radar that notices overload,
withdrawal, unusual behaviour, and does not punish it, but gives it a framework. The
trainer observes who always sits in the same place, who needs to draw or fidget during
theoretical parts, who does not engage, who tends to overcommit, and who regularly
drops out of tasks.

The trainer’s acceptance means that they do not judge what they do not understand, and
they leave space for those who are present in a different way. If needed, validation
techniques can be used to support this.

neurodiverzitas
értée’




WHAT IS A SENSORY PROFILE?

Every person perceives and processes incoming stimuli from the external world
differently: sounds, lights, touch, smells, movement. Some people love noise, while for
others even one hour of it can be exhausting. This individual way of functioning is
called a sensory profile: the pattern of how a person reacts to stimuli, whether it is
sounds, lights, smells, touch or even social presence. Some seek intense input, others
avoid it, and some do not respond strongly enough to it.

This is especially important in training, where many stimuli are present at the same time.

PEOPLE

NOLSE /

NEW
— ENVIRONMENT
SMELLS ——
/ INSTRUCTIONS
GROUP \
SITUATIONS

MOVEMENT




The human nervous system’s primary task is to continuously receive, filter, interpret and
regulate incoming stimuli from the external world. These stimuli reach the brain through
the senses: vision, hearing, touch, smell, taste, and there are also less known but equally
important sensory systems, such as:

e Proprioceptive system - information from muscles and joints about body position
and movement
e Vestibular system - balance and postural regulation

A healthy nervous system is able to filter out unnecessary information and respond only
to what is relevant in the moment.

For example: in a training situation, a participant may simultaneously hear speech, feel
the hardness of the chair, notice the projector noise, see the light, and sense that
someone is sitting too close. The nervous system has to select between these inputs. A
well-functioning sensory system can filter and regulate this.

A training becomes a real learning space when participants feel safe, and this includes not
only physical, but emotional and nervous system safety as well. A trainer’s role is not only
to transfer knowledge or manage group dynamics, but also to ensure that each participant
is in a state where they are able to receive, connect and reflect.

The baseline state of the nervous system determines whether a person can learn, connect
or cooperate in a given situation. When a participant feels safe, the brain operates in a
learning mode: the prefrontal cortex is active, self-reflection, creativity, empathy,
reasoning and flexible thinking become available. In this state, the nervous system is
regulated, breathing is calm, muscles are relaxed, and the participant can focus.

If, however, the training environment feels threatening, unpredictable or overwhelming,
the nervous system shifts into survival mode. This can be hyperarousal or hypoarousal. In
such cases, learning becomes practically impossible, because the brain focuses on survival
rather than thinking.




Safety therefore is not only about the absence of harm, but about a sense of calm at the
level of the nervous system. The participant knows that:

they will not be shamed or forced into something unexpectedly
they have choices about where they sit and how they participate
instructions are understandable

the structure is clear and predictable.

This state is psychological safety: the experience that | can be myself here, | can make
mistakes, withdraw if needed, and still remain valuable.

A neuroinclusive trainer works consciously to create this. Because real participation only
happens where safety comes first, and real learning only happens where there is first
presence, acceptance and being heard. Safety is not kindness, it is a condition of effective
training.

Sensory overload occurs when the brain is no longer able to properly filter and integrate
incoming stimuli. Too much or sometimes too little input reaches the system, and the
brain cannot process it efficiently. This can happen to anyone, but for neurodivergent
individuals it often happens faster, at a lower threshold and with stronger consequences.
Neurodivergent participants may reach this state more quickly, especially if they are
constantly addressed, do not have enough time to process instructions, or do not have the
possibility to withdraw or be in silence.




In training this may appear as:

someone withdraws more often

continuous fidgeting with hands

closing their eyes if the room is too bright

becoming deeply absorbed in a task

dropping out of activities

going to the restroom more frequently

stepping out to make a phone call

appearing tired or sleepy

seeming inattentive or not following tasks

becoming overstimulated by a playful activity and unable to reconnect

MAIN TYPES AND MANIFESTATIONS OF SENSORY PROCESSING DIFFERENCES

1. Sensory hypersensitivity (hyperreactivity)

The nervous system experiences incoming stimuli as too intense

Typical behavioural patterns:

sounds or lights can feel physically painful, even in everyday situations
avoids touch, does not like being physically contacted

rejects certain materials or textures

prone to quick fatigue, withdrawal or defensive reactions

2. Sensory hyposensitivity (hyporeactivity)

The nervous system has difficulty detecting stimuli, a higher threshold is needed for

activation

Typical behavioural patterns:

does not respond to their name, may not notice touch
seeks stronger, more intense input
appears tired, scattered, loses focus

often sleepy, not fully present in the space




3. Sensory seeking (input seeking functioning)

Actively seeks intense input to regulate the nervous system.

Typical behavioural patterns:

o fidgets, moves objects, climbs, touches everything

e stands up without speaking, walks around, moves frequently

e impulsive in social interaction

e engages with higher intensity

e cannot listen calmly to others, not out of rudeness, but due to nervous system need

4. Sensory discrimination difficulties
Difficulty accurately interpreting the source or quality of stimuli.

Typical behavioural patterns:

e cannot identify where a sound comes from or where their body is in space
o difficulty following multi-step instructions

e attention is scattered, movements are uncoordinated

e uncertain in writing, reading or spatial orientation

If the nervous system cannot manage incoming stimuli, the person will respond
with self-regulation strategies:

e withdraws (goes to the bathroom, walks around, falls silent)
e zones out (stares into the distance, “isn't paying attention”)
e overreacts (outburst of anger, sudden argument)

e shuts down (doesn't engage with tasks)

e escapes through movement (pacing, fidgeting)

e isolates themselves (“I'd rather do it alone”)

These are not problematic behaviours, but attempts of the system to return to balance.




What can the trainer do?

e Provide choice options: seating, group selection, task variations
e Plan short, predictable breaks

e Use simple, visual tools

e Create a neutral zone in the room where someone can withdraw

The most important task of the trainer is not to take things personally, but to observe.
Behind every tension there is a real need, which is not always immediately visible.
Sometimes a few minutes of silence can be more effective than a quick reaction.

It is useful to offer choice in how participants use the space. For example, allowing
someone to sit in a corner or near a window, or to change places if it helps their comfort.
During pair or small group work, some may benefit from stepping outside. Access to
natural light can be especially important.

It is also important not to insist on speaking as the only form of participation. Writing,
drawing, movement or even using a card can all be valid ways of engaging. Not everyone
participates visibly. The greatest support a trainer can offer is to allow space for self-
regulation and accept that everyone finds balance in their own way.




PRACTICAL TIPS: HOW CAN WE SUPPORT?

Environmental adaptations:

quieter space or corner, with back to the wall

adjustable lighting

physical rest area

option for headphones or personal note-taking

Communication adaptations:
e written instructions
e avisual schedule (agenda on the board or slide)
e tasks presented in short, simple steps
¢ time allotted for answering (“Now think about it on your own for 2 minutes...")

Organisational tools:
e optional activities
e providing an “observer role” for more introverted or overwhelmed participants
e more short breaks
e announced segments (“we’ll now have 15 minutes of group work, followed by quiet
reflection”)

WHAT DOES THIS MEAN?

A trainer can do a lot to ensure that neurodiversity appears not as a challenge, but as an
opportunity in a group. Thoughtfully designed environmental, communication and

organisational tools support this.




ENVIRONMENTAL ADAPTATIONS

First, it is important to create a physical space where participants can feel safe. A good
solution is to have a quieter, more protected area within the group, for example a corner
where someone can sit with their back against the wall. This reduces sensory overload and
increases the sense of safety. Lighting should be adjustable, preferably warm and non-
flickering light sources. It is also useful to designate a physical rest zone where participants
can withdraw for a few minutes. It is important to allow the use of headphones or
earplugs, as well as personal note-taking, so everyone can process information at their
own pace.

COMMUNICATION ADAPTATIONS

Verbal information alone is not accessible for everyone. It is therefore useful to present
instructions in written form as well, for example on a board, slide or printed handout. A
visual agenda can help, showing the structure of the training, what is happening, how long
it lasts and what comes next. When giving tasks, always aim for short, simple, step-by-step
instructions and allow time for processing. For example, even a simple sentence can help
a lot: now take two minutes to think about this question on your own before we respond.
This in itself reduces pressure and creates space for internal work.

ORGANISATIONAL TOOLS

Forms of participation should be optional. Not everyone feels comfortable with front-
facing introductions or continuous social interaction. It can be useful to allow someone to
remain in an observer role, especially at the beginning of a training or in new types of
situations. This is not passivity, but a conscious search for safety. The rhythm of the
training should also be adjusted: more frequent, shorter breaks often help distribute
tension better than one long block. Always signal transitions in advance, for example now
we move into group work for fifteen minutes, then there will be a quiet individual
reflection phase. This provides safety, especially for those who struggle with
unpredictability. These small, intentional steps help ensure that the training becomes a
truly inclusive space, not only for those we know function differently, but for anyone who
is sensitive, tired, introverted or simply learns in a different rhythm.




REFLECTIVE QUESTIONS

1 When did | feel as a trainer that | lost a participant? Could there have been a sensory
reason behind it?

2 How does my training affect the senses? Is it rather low-stimulation or
overstimulating?

3 When have | myself been sensory overloaded in a training situation?
4 When did | ignore signals because | interpreted them as bad behaviour?
5 What environmental elements could | change immediately in my own trainings?

6 What kind of sensory input affects me in a disturbing way? Can | relate to it?




MODULE 3 — NEUROINCLUSIVE TRAINING DESIGN

THE TRAINER AS A CREATOR OF SPACE AND PROCESS

A training is not only about content, but also about how it is delivered.
Neuroinclusive training design means the following:
flexible

¢ visually understandable

e predictable

o clear

e provides choice in participation.

1. Establishing norms as the foundation of safety
At the beginning of the training, it is useful to create shared rules together. These can
include:

e “You can stay silent at any time.”

e “Feedback isn't required, but you're always welcome to provide it.”

e “You can also submit your question in writing.”

e “If you're tired, let us know and take a short break.”

Tip: use visual norm cards, for example an icon with a sentence, and ask the group to
choose which ones matter to them.

2. Structure and rhythm

For neurodivergent participants, predictability is often important. This may be because
they have difficulty sensing time and without structure they can get lost in space and time,
or because not knowing the flow of the training creates anxiety. This can even reach the
level of stress. Therefore:

e Post the training schedule (including a visual version)

e Hold breaks at the same times

e Announce changes in structure in advance (“Next up is group work, followed by a
discussion”)

e Allow for breaks (e.g., “If it gets to be too much, feel free to step away for a moment.”)




3. Communication and task giving

What you give to a neurodivergent participant, you give to everyone. This is not extra
work, it is simplification and clarity. What works for a neurodivergent person works for a
neurotypical person as well.

Principles of task giving:
e one instruction equals one sentence

first the goal, then the how

use examples and models

after the sentence, allow silence, do not overexplain
what you say also appears in written form, for example projected or shown on a prepared
flipchart.

4. Flexibility of participation and engagement
Not everyone wants to participate in the same way. Offer options:
e drawing, writing or verbal processing

e active or passive participation

individual, pair or small group work
movement-based or seated tasks

The safest structure is always built on validating and affirmative communication. Everyone
has the right to feel as they feel, and we can give space to that without it disrupting others
or the flow. At the same time, it is often necessary to communicate boundaries more
clearly so that the overall safety remains understandable and stable. As trainers, we need
to think through these boundaries in advance and stay aligned with them.

MODULE CLOSING QUESTIONS FOR SELF-REFLECTION

Where do | tend to run trainings on autopilot, and where am | truly

1

attentive?
2 What is one thing | could already do differently in my next training?
. What type of information processor am I, and how does this help me

understand others?




MODULE 4 - GOOD PRACTICES: WHAT CAN WE DO DIFFERENTLY?

1. INTERNATIONAL GOOD PRACTICES

The international corporate sector is at the forefront of developing neuroinclusive
approaches. These examples do not only provide awareness, but also concrete adapted
training practices and organisational models.

SAP - Autism at Work program

SAP has played a pioneering role in integrating employees on the autism spectrum.
Within the Autism at Work program, they created work environments and selection
processes that build on the strengths of neurodiversity. Instead of traditional interviews,
they use playful, project-based introduction formats that reduce social stress and allow
individual strengths to emerge. Trainings include pre-structured agendas and instructional
videos, as well as clear vocabulary that supports tasks. Special attention is given to quiet
zones, for example dedicated silent rooms and the presence of stress-management
coaches. The key lesson is to prevent misunderstandings through clear information and
offering choices.

Microsoft - Inclusive Learning Toolkit

Microsoft created a learning support system that takes different learning styles and
nervous system functioning into account. Trainers consistently use dual channels,
meaning that everything spoken is also available in written form. Feedback is not only
verbal, but can also be expressed using check-in and check-out cards or visual emotional
scales. Visual matrices and colour coding reduce the pressure of speaking publicly. The
main insight is that participation is not equal to speaking, and multiple ways of expression
should be offered.




EY - Employee Resource Groups (ERG)

At EY, internal support networks called Employee Resource Groups were created for
neurodivergent employees. These groups function as safe spaces and also provide
feedback channels to the organisation and trainers. Trainings include flexible break times
and structured rest areas, such as puzzle corners, relaxation zones or low-stimulation
areas. A recurring facilitator question is what do you need right now to be present. This
practice highlights that sustainable presence is not built on maximising activity, but on
creating space aligned with individual rhythm.

2. DOMESTIC EXPERIENCES - REAL-WORLD EXAMPLES (BLUE FOREST,
NEUROFFICE, CORPORATE TRAINING SESSIONS)

Through the work of the Blue Forest Foundation, the neurOffice project and corporate
trainings in the civil sector, more and more neurodivergent participants are appearing.
These experiences show that sensitivity, personalised space and flexibility benefit
everyone, not only those directly affected.

Case study - art-based training with neurodivergent participants

In an art-based training, several neurodivergent participants were present, yet the process did not
focus on compensation, but on offering multiple ways of participation. During the introduction
phase, visual inspiration, different materials and non-verbal questions were used, allowing
everyone to connect to the topic through their own internal world. Participants could choose how
they wanted to process the task, through movement, drawing or discussion. One participant, who
initially appeared withdrawn, spoke up during the third exercise, even though they had barely
engaged before. This was not an expectation, but the result of creating space and time.

Case study - communication training with ADHD participants

In a corporate communication training, based on participant feedback, the session was structured
into short blocks of maximum ten minutes. Instead of traditional group work, visual mind
mapping was used, and both seated and standing zones were available. The facilitator followed
the movement of participants instead of expecting them to remain seated. When someone stood
up and moved, the facilitator approached them there and continued the interaction. Presence
replaced control, and this significantly improved the quality of connection.




These examples show that the trainer’s focus is not on diagnosis, but on the person.
When structure, rhythm and communication adapt to multiple ways of functioning,
participation becomes genuinely inclusive. Inclusion is not about exemptions, but about
expanding possibilities.

3. EXERCISE: WHAT CAN YOU ALREADY PUT INTO PRACTICE?

Ask yourself as a trainer:

Is there a part of your training that you always run the same way, and could now

question?

Can you introduce one new tool that you read about here?

Can you think of one type of participant who would benefit from it?

Traditional method

Verbal feedback round

Long instruction

Single way of task delivery

Standard introduction where everyone
speaks

MODULE CLOSING QUESTIONS

Neuroinclusive alternative

Visual evaluation using icons or colour cards

Three-step written template with visual example

Writing, drawing, silent presentation or movement-
based board

Visual introduction card with optional no response
choice

1 Where do | lead trainings on autopilot, and where am | truly present?
2 What is one thing | could already do differently in my next training?
3 What type of information processor am I, and how does this help me

understand others?




MODULE 5 — SUMMARY AND SELF-REFLECTION

Neuroinclusion is not a one-time training technique, but a shift in mindset. It is highly likely
that in your previous trainings there were participants who invested significant energy into
masking their neurodivergent way of functioning. This module helps the trainer
consciously reflect on:

1 where they are now,

2  what they have developed in,

3 what they would like to try and how.

Answer for yourself, without judgement. Your response can be:
Yes- Partly- No

Statement, Response

e Before every training | think about who might be present as neurodivergent, even if |
do not have explicit information about it.

e | consciously observe signs of overload such as movement, withdrawal or impulsive
reactions.

e | give simple, clear and visually trackable instructions.

e | do not expectimmediate responses from everyone.

o | offer multiple ways of feedback such as writing, drawing, silence or visual tools.

e We create group norms together and they remain flexible.

e |am able to adjust the agenda flexibly if | see that a participant is overloaded.

e | am aware of my own sensory sensitivities and | know what drains me.




SUMMARY ACTION PLAN - FOR YOUR INDIVIDUAL DEVELOPMENT

You can fill this in with text or simply reflect on it silently. This is your trainer radar.

1. What | already do well:

------------------------------------------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------------------------------------------------




Neuroinclusion does not work because we know everything about every participant. It
works because we design the environment in a way that makes it possible for everyone to
feel safe without us needing to know everything.

The work of the Blue Forest Foundation initially focused on early intervention, inclusive
mindset shaping and teacher training. Through everyday experience, it became clear that
neurodiversity is not only a childhood topic. These young people grow up and appear in
the labour market as employees, where they often encounter invisible barriers.

In response to this, the neurOffice project was created. It focuses on supporting
neurodiversity in the workplace, increasing awareness among leaders and trainers, and
developing practical tools. The goal is not only individual change, but the spread of a
neuroinclusive culture at the organisational level.




The neuroinclusive approach is not only beneficial for individuals, but also creates a
competitive advantage for organisations:

e Greater engagement: Neurodivergent employees are more likely to stay long-term in
environments where their way of functioning is understood and supported.

e Stronger team performance: Team dynamics become more balanced when everyone
can build on their own strengths.

¢ Innovation and diversity: Different ways of thinking, when given space, lead to new
solutions and creative ideas.

e CSR and employer branding: An inclusive organisational culture is no longer only a
moral issue, but an economic one. Neuroinclusive operation represents social value
that is appreciated by both clients and future employees.

True inclusion is not extra attention, but a conscious professional approach. With this
material, neurOffice aims to support corporate trainers in seeing neurodiversity not as a
difficulty, but as an opportunity. An opportunity that leads to more effective collaboration,
better performance and a stronger organisational culture.

This publication was created with the support of the European Union’s Small-scale Partnerships programme
Project ID: 2023-2-HU01-KA210-ADU-000175492
The European Union's support for the production of this document does not constitute an endorsement of the
contents, which reflect the views only of the authors, and the Union cannot be held responsible for any use which
may be made of the information contained therein.

This document was compiled by the Blue Forest Foundation, © Blue Forest Foundation 2025
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	The neurodiversity movement aims for both typically and atypically functioning nervous systems to feel like full members of a community. Neurodivergent conditions include many different forms, and here we only highlight a few briefly. In most cases, sensory processing is also affected. In fact, sensory processing differences can also appear in people with a typical, average nervous system. That is why we treat sensory processing as a fundamental layer when understanding how people function.

	STATE
	SHORT DESCRIPTION
	TRAINING CONTEXT MANIFESTATION
	ADHD (attention deficit / hyperactive functioning)
	ASD / autism spectrum
	Dyslexia / dysgraphia / dyscalculia
	SPD – Sensory Processing Disorder
	Tourette-syndrome
	OCD – compulsive functioning

	STATE
	SHORT DESCRIPTION
	TRAINING CONTEXT MANIFESTATION
	Dyspraxia (coordination difficulty)
	Tic disorder / anxiety spectrum
	Auditory processing disorder

	REFLECTION QUESTIONS
	MODULE 2 – THE BASICS OF SENSORY PROCESSING
	– What might they be experiencing differently right now? – What might be behind their different reactions?
	WHAT IS A SENSORY PROFILE?

	PEOPLE
	NOISE
	NEW ENVIRONMENT
	SMELLS
	INSTRUCTIONS
	GROUP SITUATIONS
	MOVEMENT
	The human nervous system’s primary task is to continuously receive, filter, interpret and regulate incoming stimuli from the external world. These stimuli reach the brain through the senses: vision, hearing, touch, smell, taste, and there are also less known but equally important sensory systems, such as:
	Proprioceptive system – information from muscles and joints about body position and movement
	Vestibular system – balance and postural regulation
	A healthy nervous system is able to filter out unnecessary information and respond only to what is relevant in the moment.
	For example: in a training situation, a participant may simultaneously hear speech, feel the hardness of the chair, notice the projector noise, see the light, and sense that someone is sitting too close. The nervous system has to select between these inputs. A well-functioning sensory system can filter and regulate this.
	A training becomes a real learning space when participants feel safe, and this includes not only physical, but emotional and nervous system safety as well. A trainer’s role is not only to transfer knowledge or manage group dynamics, but also to ensure that each participant is in a state where they are able to receive, connect and reflect.
	The baseline state of the nervous system determines whether a person can learn, connect or cooperate in a given situation. When a participant feels safe, the brain operates in a learning mode: the prefrontal cortex is active, self-reflection, creativity, empathy, reasoning and flexible thinking become available. In this state, the nervous system is regulated, breathing is calm, muscles are relaxed, and the participant can focus.
	If, however, the training environment feels threatening, unpredictable or overwhelming, the nervous system shifts into survival mode. This can be hyperarousal or hypoarousal. In such cases, learning becomes practically impossible, because the brain focuses on survival rather than thinking.
	Safety therefore is not only about the absence of harm, but about a sense of calm at the level of the nervous system. The participant knows that:
	they will not be shamed or forced into something unexpectedly
	they have choices about where they sit and how they participate
	instructions are understandable
	the structure is clear and predictable.
	This state is psychological safety: the experience that I can be myself here, I can make mistakes, withdraw if needed, and still remain valuable.
	A neuroinclusive trainer works consciously to create this. Because real participation only happens where safety comes first, and real learning only happens where there is first presence, acceptance and being heard. Safety is not kindness, it is a condition of effective training.
	Sensory overload occurs when the brain is no longer able to properly filter and integrate incoming stimuli. Too much or sometimes too little input reaches the system, and the brain cannot process it efficiently. This can happen to anyone, but for neurodivergent individuals it often happens faster, at a lower threshold and with stronger consequences. Neurodivergent participants may reach this state more quickly, especially if they are constantly addressed, do not have enough time to process instructions, or do not have the possibility to withdraw or be in silence.
	In training this may appear as:

	MAIN TYPES AND MANIFESTATIONS OF SENSORY PROCESSING DIFFERENCES
	If the nervous system cannot manage incoming stimuli, the person will respond with self-regulation strategies:
	What can the trainer do?
	PRACTICAL TIPS: HOW CAN WE SUPPORT?
	Environmental adaptations:
	Communication adaptations:
	Organisational tools:

	WHAT DOES THIS MEAN?
	ENVIRONMENTAL ADAPTATIONS
	COMMUNICATION ADAPTATIONS
	ORGANISATIONAL TOOLS
	REFLECTIVE QUESTIONS
	MODULE 3 – NEUROINCLUSIVE TRAINING DESIGN
	THE TRAINER AS A CREATOR OF SPACE AND PROCESS
	Principles of task giving:

	MODULE CLOSING QUESTIONS FOR SELF-REFLECTION
	MODULE 4 – GOOD PRACTICES: WHAT CAN WE DO DIFFERENTLY?
	1. INTERNATIONAL GOOD PRACTICES
	SAP – Autism at Work program
	Microsoft – Inclusive Learning Toolkit

	EY – Employee Resource Groups (ERG)
	At EY, internal support networks called Employee Resource Groups were created for neurodivergent employees. These groups function as safe spaces and also provide feedback channels to the organisation and trainers. Trainings include flexible break times and structured rest areas, such as puzzle corners, relaxation zones or low-stimulation areas. A recurring facilitator question is what do you need right now to be present. This practice highlights that sustainable presence is not built on maximising activity, but on creating space aligned with individual rhythm.


	2. DOMESTIC EXPERIENCES – REAL-WORLD EXAMPLES (BLUE FOREST, NEUROFFICE, CORPORATE TRAINING SESSIONS)
	Through the work of the Blue Forest Foundation, the neurOffice project and corporate trainings in the civil sector, more and more neurodivergent participants are appearing. These experiences show that sensitivity, personalised space and flexibility benefit everyone, not only those directly affected.
	Case study – art-based training with neurodivergent participants
	Case study – communication training with ADHD participants
	These examples show that the trainer’s focus is not on diagnosis, but on the person. When structure, rhythm and communication adapt to multiple ways of functioning, participation becomes genuinely inclusive. Inclusion is not about exemptions, but about expanding possibilities.

	3. EXERCISE: WHAT CAN YOU ALREADY PUT INTO PRACTICE?
	Ask yourself as a trainer: ✔ Is there a part of your training that you always run the same way, and could now question? ✔ Can you introduce one new tool that you read about here? ✔ Can you think of one type of participant who would benefit from it?
	Traditional method
	Neuroinclusive alternative


	MODULE CLOSING QUESTIONS
	Where do I lead trainings on autopilot, and where am I truly present?
	What is one thing I could already do differently in my next training?
	What type of information processor am I, and how does this help me understand others?

	MODULE 5 – SUMMARY AND SELF-REFLECTION
	SUMMARY ACTION PLAN – FOR YOUR INDIVIDUAL DEVELOPMENT You can fill this in with text or simply reflect on it silently. This is your trainer radar.
	1. What I already do well: ...................................................................................................................................................... ...................................................................................................................................................... ......................................................................................................................................................
	2. What I would like to improve: ...................................................................................................................................................... ...................................................................................................................................................... ......................................................................................................................................................
	3. What I will try in my next training: ...................................................................................................................................................... ...................................................................................................................................................... ......................................................................................................................................................
	4. What kind of support I need (knowledge, tools, feedback): ...................................................................................................................................................... ...................................................................................................................................................... ......................................................................................................................................................
	Neuroinclusion does not work because we know everything about every participant. It works because we design the environment in a way that makes it possible for everyone to feel safe without us needing to know everything.
	The work of the Blue Forest Foundation initially focused on early intervention, inclusive mindset shaping and teacher training. Through everyday experience, it became clear that neurodiversity is not only a childhood topic. These young people grow up and appear in the labour market as employees, where they often encounter invisible barriers.
	In response to this, the neurOffice project was created. It focuses on supporting neurodiversity in the workplace, increasing awareness among leaders and trainers, and developing practical tools. The goal is not only individual change, but the spread of a neuroinclusive culture at the organisational level.
	The neuroinclusive approach is not only beneficial for individuals, but also creates a competitive advantage for organisations:
	Greater engagement: Neurodivergent employees are more likely to stay long-term in environments where their way of functioning is understood and supported.
	Stronger team performance: Team dynamics become more balanced when everyone can build on their own strengths.
	Innovation and diversity: Different ways of thinking, when given space, lead to new solutions and creative ideas.
	CSR and employer branding: An inclusive organisational culture is no longer only a moral issue, but an economic one. Neuroinclusive operation represents social value that is appreciated by both clients and future employees.
	True inclusion is not extra attention, but a conscious professional approach. With this material, neurOffice aims to support corporate trainers in seeing neurodiversity not as a difficulty, but as an opportunity. An opportunity that leads to more effective collaboration, better performance and a stronger organisational culture.
	This document was compiled by the Blue Forest Foundation, © Blue Forest Foundation 2025


