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Conventional storyteller Me (AuDHD)



What is 
Neurodiversity?

“Neurodiversity (ND) refers to the virtually infinite neuro-
cognitive variability within the human population.  It points to 
the fact that every human has a unique nervous system with a 
unique combination of abilities and needs.” – Judy Singer (1999)

https://www.neurodiversityhub.org/what-is-neurodiversity 

https://blog.mighty-well.com/2020/09/what-is-neurodiversity/ 
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~80% Neurotypical
Thinking and behaviours align with societal norms. 
Differences may exist, but are usually less frequent 
or intense.

~20% Neurodivergent (neurominorities)
Thinking and behaviours differ from the 
predominant neurotype. Brings unique strengths 
but can face challenges in neurotypical 
environments.

Doyle (2020)

Neurotypical vs Neurodivergent



 Sensory overload
 Rigidity and structure
 Communication mismatches
 Context blindness: the difficulty in 

understanding or applying the meaning of a 
situation because its context is not automatically 
recognised

Doyle (2020); Craddock (2023)

• Autism spectrum disorder: social communication and 
interaction with others; sensory sensitivities; a dislike of 
change, and unfamiliar situations.

• Attention deficit hyperactivity disorder (ADHD): focus and 
organisation; hyperactivity; impulsivity.

• Dyslexia: related to reading and writing.

• Dyscalculia: related to basic arithmetic.

• Dyspraxia: related to physical coordination.

Notman (2025)

Neurodiversity challenges

https://www.chemistryworld.com/features/rethinking-workplaces-for-neurodivergent-staff/4022113.article


https://sunwardjourneys.com/audhd/ 

About me

https://sunwardjourneys.com/audhd/


About me
• 2005  Arrived at SU for Marion Island (MSc)
• 2013  PhD
• 2014 – 2018  Postdoctoral Research Fellow
• 2019 – Present  Lecturer and Researcher

• 2022  Diagnosis = AuDHD [autism AND attention 
deficit hyperactivity disorder (inattentive) ] 

• 2022 – 2025  Journey to getting reasonable 
accommodations

• 2022 – Present  Journey to self-discovery and 
being my authentic self

https://thrivingmindseducation.com/products/audhd-
iceberg-visible-and-invisble-aspects-of-audhd 
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More about my diagnosis

• Many years of burnout, misdiagnosed as depression  Nov 2021 
referred to Neurodiversity Centre  Diagnosed in January 2022

• Did I acquire autism? No, I’ve been AuDHD all along
• Why the late diagnosis?
• My presentation of autism  Asperger’s Syndrome (before 2013)

“Better understanding and diagnosis of females with autism is required to ensure 
the access to the support and treatment they need. Professionals must apprehend 
the sex/gender clinical differences to prevent the frequent misdiagnosis or missed 
diagnosis of females with autism”



More about my diagnosis
• Autism presents very differently in each 

person
– Differences are especially marked 

between males and females
– Research shows many girls/women mask 

or camouflage their difficulties
– Leads to misinformed expectations that 

they respond and   engage socially like 
neurotypical peers



• Focuses on neurodivergent faculty, 
complementing existing research on students

• There is growing recognition of neurodivergence, 
yet systemic barriers remain in academia

• Neurological makeup is inseparable from identity
• Leads to experiences of both inclusion and 

discrimination

Neurodiversity in academia

• ND likely make up a significant portion of faculty
• Face multiple employment challenges:

• Navigating systemic barriers daily
• Accessing accommodations
• Extra labour in communication and engagement
• Masking as neurotypicals
• Deciding whether and how to disclose 

neurodivergence
• Balancing multiple marginalised identities



Ableism “is a set of beliefs that guide 
cultural and institutional practices 
ascribing negative values to individuals 
with disabilities whilst deeming able-
bodied and able-minded individuals as 
normal, therefore superior to their 
disabled counterparts” (Annamma et al., 2013).

Focus: Experiences of autistic academics in UK universities
Challenges: Systemic ableism in academic institutions
Barriers: Present at all career stages – funding, recruitment, bureaucracy
Impact: Discrimination, job precarity, limited promotion opportunities
Proposed solutions: Universal Design principles for inclusive employment
Collaborative approach: Working with non-autistic allies to improve 
conditions

Neurodiversity in academia



Neurodiversity in academia: Day-to-day challenges

Kattari and Erickson (2025) 



Neurodiversity in academia: Systemic challenges

Kattari and Erickson (2025) 



Neurodiversity in academia: Post-disclosure challenges
“My department refused to accommodate my needs as a 
neurodivergent staff member. I was in limbo for two 
years, “working from home” with full pay. My job is very 
practical and requires me to be present at the workplace. 
I was asked to consider early retirement – I was 53 at the 
time”.

“I was sent for a functional capacity evaluation,  and 
when they found that I am completely capable of 
conducting my job, I was asked to consider leaving 
the University… they called it “mutual separation”.

“I’ve been overlooked for a promotion, even though I 
outperform my peers. 
Is it because I disclosed my neurodivergence?” 

“I now have to inform my line manager of my 
psychologist appointments.” Is this ethical?

Kattari and Erickson (2025) 

“I was not “allowed” to go overseas on a collaborative visit 
under the auspices of the employer because of my “illness”.” 



Neurodiversity in academia: Post-disclosure challenges. Any positives?
“I disclose my ADHD to students, but not staff members”

“I find that students are more accommodating when I go off 
on a tangent, and often assist me in getting back to the 
point”

Kattari and Erickson (2025) 

Inclusion is not just about policies and 
procedures. It is about culture, relationships, 
and the willingness to see value in differences 



Reasonable accommodations under 
South African law
Key legal frameworks
• Constitution (1996) – Equality (s9) and fair labour practices (s23).
• Employment Equity Act (EEA, 1998) – Requires reasonable 

accommodation unless it causes unjustifiable hardship for the 
employer.

• Code of Good Practice (2002), linked to EEA – Practical guidance: 
flexible hours, assistive devices, task restructuring, adapted 
training.

• Labour Relations Act (LRA, 1995) – Protects employees from unfair 
dismissal due to disability.

• Promotion of Equality and Prevention of Unfair Discrimination Act 
(PEPUDA, 2000) – Aims to promote a democratic society united in 
its diversity.

• The employer must maintain the 
confidentiality of disability 
information. 

• Consultation with the employee is 
advisable to determine suitable 
accommodation. 

• A refusal of accommodation must be 
provided in writing with reasons.

“HR disclosed my disability 
(neurodivergence) to my line manager 
without my consent”.

If reasonable accommodation is unfairly denied, individuals 
may pursue legal remedies under the Employment Equity Act, 
PEPUDA, or the Labour Relations Act. 

• Many have chosen not to. Not because there 
are no legal grounds, but because of burnout 
(and often limited resources to sue a large 
organisation).

“My line manager refused reasonable 
accommodations as drafted by the 
employer’s own OT and my psychologist”. 



Accommodations for ND 
are mostly affordable

Low-cost adjustments can have a high impact
• Changes often cost little or nothing but can 

significantly improve productivity and reduce 
stress for neurodivergent employees.

Technological solutions are increasingly accessible
• Digital collaboration platforms allow clear 

communication and reduce reliance on 
ambiguous verbal instructions.

Productivity gains offset minor costs
• Supporting neurodivergent employees can 

increase efficiency, reduce errors, and 
decrease absenteeism.

Doyle (2020)



Autoethnographic reflections at SU

Late diagnosis of 
AuDHD reframed 

personal and 
professional 
experiences

Experiences highlight 
systemic and 

individual challenges 
at SU

Policies/support 
structures exist but 

often insufficient for 
non-visible disabilities

Inclusion requires 
more than individual 

adaptation – it 
demands institutional 

transformation

Opportunities for SU 
to shift from 

legislative 
(non)compliance to 

culture change

Goal: make neuro-
inclusion a lived, day-

to-day reality “…the right of different
groups of people to receive
the same treatment”
dictionary.cambridge.org 

“…the situation in which 
everyone is treated fairly 
according to their needs”
dictionary.cambridge.org 



Autoethnographic (and others’) reflections at SU
Theme Reflection Implications for inclusion and 

access
Implications for Transformation 
at SU

Diagnosis and 
identity

Late AuDHD diagnosis after years 
of misdiagnosis shaped my self-
understanding and professional 
journey.

Greater awareness that staff and 
students may live undiagnosed 
for years, which impacts 
performance and wellbeing.

Transformation requires SU to 
move beyond deficit views of 
disability, recognising 
neurodiversity as a valid identity 
and source of strength.

Access to support Support structures are geared 
toward visible/physical 
disabilities. Neurodivergent 
needs (sensory, cognitive, 
emotional) are less recognised.

Limited access reinforces 
exclusion and heightens stigma, 
especially when support is 
reactive rather than proactive.

SU must mainstream 
neurodiversity in policy and 
practice, ensuring institutional 
resources are inclusive of non-
visible disabilities.

Reasonable 
accommodation

Accommodations like flexible 
deadlines, alternative 
communication modes, and 
quiet workspaces are not 
standardised, and requesting 
them often feels like “asking for 
special treatment.”

Lack of clarity or consistency 
discourages disclosure and 
perpetuates silence.

Embedding reasonable 
accommodation into HR and 
academic practices will shift SU 
toward being a truly inclusive 
employer and learning 
environment.



Theme Reflection Implications for inclusion and 
access

Implications for Transformation at 
SU

Culture of 
excellence

SU’s culture of high 
performance and competition 
sometimes leaves little room 
for neurodivergent ways of 
working and being.

Creates pressure to mask 
difficulties, leading to employee 
burnout.

Transformation requires 
broadening the definition of 
excellence to value diverse 
contributions, promoting 
belonging over conformity.

Disclosure and 
stigma

Fear of being labelled or 
misunderstood often prevents 
open disclosure of 
neurodivergence.

Without disclosure, individuals 
cannot access support, 
reinforcing cycles of exclusion.

A culture of psychological safety 
must be cultivated at SU, where 
disclosure is met with 
understanding and support rather 
than stigma.

Institutional 
transformation

My lived experience shows 
that inclusion is not just policy 
but lived culture, which often 
lags behind official 
commitments.

True access requires everyday 
practices that reflect inclusion, 
not just compliance.

SU can position itself as a leader 
in transformation by embracing 
neurodiversity as part of its 
broader diversity, equity, and 
inclusion agenda.

Autoethnographic (and others’) reflections at SU



Exemplary universities
• UJ is a prominent leader in this area, having established the 

Centre for Neurodiversity and launched the Mpedi Family 
Scholarship for Neurodiversity Studies (by Vice-Chancellor, 
Professor Letlhokwa Mpedi). 

• Their mandate and efforts highlight the university's commitment 
to creating a more inclusive environment for neurodivergent 
individuals, which includes both staff and students.

• UJ is the only one explicitly shown to be actively embracing 
neurodiversity within its staff and research cohort, making it the 
most prominent example in South Africa. 

Other Universities

CPUT is actively involved in creating a more inclusive and supportive environment for staff with neurodiverse conditions and 
other mental health challenges.

CPUT is taking the lead in the WC to actively create a more inclusive and 
supportive environment for staff with neurodiverse conditions and other 
mental health challenges.
“For CPUT, this represents an important milestone in its journey toward 
becoming an inclusive university, where all staff and students are 
acknowledged, provided reasonable accommodations, and empowered.”

In collaboration with:

https://www.cput.ac.za/component/rsblog/reflecting-on-neurodiverse-and-disability-conditions 
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Transformation means everyone counts – Seen and unseen

“I have a seat at the table, but I am not comfortable because I do not feel like I belong”
 - Dr George Rugare Chingarande -



https://hdsunflower.com/ 

About the sunflower 
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