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ABOUT
DUNGARVAN & WEST

WATERFORD CHAMBER

The Dungarvan & West Waterford Chamber is an award-winning and pioneering
business representative organisation, working to support, connect and advocate
for businesses of all sizes and sectors across the region. Representing more than
300 member businesses and over 5,000 employees, the Chamber works
collaboratively with employers, state agencies, education providers and
community stakeholders to help create a strong, sustainable and forward-looking
business environment for West Waterford.

The Chamber’s work spans business support, workforce development, tourism,

economic advocacy, networking, training, promotion and regional collaboration.

Through practical initiatives, events and employer resources, the Chamber helps

businesses navigate change, strengthen resilience and identify opportunities for
growth.

Recognised for its innovative and collaborative approach, the Chamber has led
and supported a number of impactful initiatives including Menopause in the
Workplace, Jobs for Ukrainians, Get Greenway Ready and a growing programme
of inclusive employment and workforce support projects. The Chamber is proud
to be leading the conversation around Neurodiversity in the Workplace and
developing practical supports that can assist employers locally and nationally.

Dungarvan & West Waterford Chamber believes that strong businesses and
strong communities are interconnected — and that practical collaboration, shared
learning and accessible support are essential to regional success.
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Neurodiversity is becoming an increasingly important consideration for employers
of all sizes. Across workplaces, more employees are disclosing ADHD, Autism and
other neurodivergent profiles, while businesses are recognising the value that
different ways of thinking, problem-solving and processing information can bring
to teams and organisations.

At the same time, many employers — particularly SMEs — are looking for practical
guidance on how best to support neurodivergent employees in a way that is realistic,
proportionate and effective.

This Support Pack has been developed by Dungarvan & West Waterford Chamber to
provide clear, practical and accessible guidance for employers. The aim is not to
overwhelm businesses with policy or theory, but to provide straightforward tools,
templates and approaches that can help create workplaces where employees can
perform at their best.

The pack includes practical adjustment guidance, manager supports, legal snapshots,
workplace templates and resources designed specifically with Irish employers and
SMEs in mind.

This initiative reflects a broader commitment to supporting inclusive employment,
workforce sustainability and positive workplace culture across the region. It is
intended as a living resource that can continue to evolve alongside employer needs
and best practice.

Inclusive workplaces are not about lowering standards — they are about
enabling people to meet them.

Acknowledgements: Dungarvan & West Waterford Chamber would like to sincerely thank
all those who supported the development of this initiative. In particular, we acknowledge
the support of our sponsors:

e Waterford Local Enterprise Office ¢ David Walsh Office Supplies
¢ Buion Phort Lairge ¢ Taylor & Associates

Taylor & Associates, part of Strategic HR contributed professional insight and valued
contribution to the development of this booklet, including the Implementation, Culture &
Sustainability Guide.
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UNDERSTANDING NEURODIVERSITY &

e Other cognitive or processing differences

Not all neurodivergent individuals will identify as having a disability, and experiences vary
significantly from person to person.
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People think, process information, communicate and experience the world in different 3 (7,

ways. Neurodiversity is the term used to describe this natural variation in how human o ;
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The term neurodivergent is commonly used to describe individuals whose brain functions 22z

differ from what is considered “typical” or “neurotypical”. This may include people with: 9 E
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Neurodivergence is not a reflection of intelligence, capability or potential. Many
neurodivergent individuals bring significant strengths to the workplace, including creativity,
innovation, problem-solving ability, attention to detail, pattern recognition and deep focus.

At the same time, some individuals may experience workplace challenges linked to
communication styles, organisation, sensory environments, time management or processing
information.

This is why practical workplace supports, clear communication and flexible approaches can
make a meaningful difference.

Importantly, many adjustments that support neurodivergent employees also improve
workplace effectiveness for wider teams.

The aim of this Support Pack is not to encourage employers to become clinical experts. It
is to provide practical guidance that helps create workplaces where employees can
perform at their best.

Neurodiversity The natural variation in how people think and process information
. A person whose thinking or processing style differs from what is
Neurodivergent P sorp f.; Y
considered typical
Neurotypical A person whose thinking style is considered more typical or expected
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PRACTICAL WORKPLACE SUPPORTS

SMALL ADJUSTMENTS CAN MAKE A BIG DIFFERENCE

Many neurodivergent employees bring significant strengths to the workplace,
including creativity, innovation, problem-solving ability, attention to detail, loyalty
and deep focus. However, some may also experience challenges linked to
communication styles, sensory processing, organisation, time management or
workplace environments.

In many cases, relatively small workplace adjustments can have a significant
positive impact on confidence, wellbeing, productivity and performance.
Importantly, most adjustments are low-cost or no-cost and often improve clarity,
communication and efficiency for wider teams — not just neurodivergent
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employees.

There is no “one size fits all” approach. Neurodivergence presents differently from
person to person, and the most effective supports are those developed through
open conversation, practical understanding and flexibility where possible.

The following sections outline practical workplace supports and adjustments that

employers may wish to consider. These examples are intended to guide discussion
and help businesses identify realistic, proportionate approaches that support both
employee wellbeing and operational effectiveness.

The focus should always remain on enabling people to perform at their best while

maintaining clear expectations, accountability and positive workplace culture.
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1. COMMUNICATION ADJUSTMENTS

Clear, structured communication is one of the most effective and cost-free
workplace supports an employer can provide.

For some neurodivergent employees, vague instructions, unclear expectations or
inconsistent communication can create unnecessary stress, confusion or reduced
productivity. Small changes to how information is communicated can greatly
improve clarity, confidence and performance.

Practical Steps:

Provide Written Follow-Up
¢ Follow verbal instructions with a short written summary.
e Confirm deadlines and key actions in writing.
e Share meeting notes promptly.
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Be Explicit
e Avoid vague phrases such as “ASAP” or “soon”.
e Give specific deadlines and expected outcomes.
e Clarify what “good” looks like.

Break Tasks into Stages
e Divide complex projects into smaller milestones.
e Provide clear sequencing where tasks have dependencies.
e Use checklists.

Use Structured Meetings
e Share agendas in advance.
e Keep meetings focused and time-bound.
¢ |dentify actions and responsibilities clearly at the end.

Encourage Clarification
e Create an environment where asking for clarification is welcomed.
e Avoid assuming understanding.
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2. ORGANISATION & TIME MANAGEMENT SUPPORTS

Some neurodivergent employees may experience executive functioning
challenges, including prioritisation, sequencing, planning and time awareness. This
does not reflect ability or intelligence, but rather differences in how tasks and
information are processed and organised.

Structured supports can help employees manage workload more effectively,
reduce overwhelm and improve consistency.

Practical Steps:

Task Prioritisation
¢ |dentify “must do”, “should do” and “nice to do” tasks.
e Agree weekly priorities in writing.

Use Visual Planning Tools
e Kanban boards (digital or physical).
e Shared task management platforms.
e Calendar blocking.

Short Check-Ins

e 10-15 minute structured weekly check-ins can prevent issues escalating.
e Focus on progress, blockers and next steps.

Clear Performance Metrics
e Define measurable outputs.
e Avoid relying on ambiguous behavioural expectations.

Reduce Last-Minute Changes Where Possible
e Provide advance notice of deadlines.
e Flag changes clearly.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

3. SENSORY & ENVIRONMENTAL ADJUSTMENTS

Busy, noisy or highly stimulating work environments can be overwhelming for
some neurodivergent individuals and may impact concentration, stress levels and
overall performance.

Sensory needs vary greatly between individuals. Some employees may be highly
sensitive to noise, lighting or interruptions, while others may seek more
movement or stimulation within their working environment. Most environmental
adjustments are straightforward, practical and low cost.

Practical Steps:

Noise Management
e Provide access to quiet workspace areas.
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e Permit noise-cancelling headphones where appropriate.
e Avoid unnecessary background music.

Lighting Adjustments
e Reduce harsh fluorescent lighting where possible.
o Offer desk lamps as alternatives.
e Consider natural light positioning.

Flexible Workspace
e Allow flexibility in desk or seating location where operationally feasible.
e Provide quieter meeting spaces for focused work or conversations.
e Consider hybrid or remote working options where suitable for the role.

Structured Breaks
e Encourage regular short breaks.
e Allow brief decompression periods if needed.
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4. FLEXIBLE WORKING ARRANGEMENTS

Flexibility can have a significant impact on employee wellbeing, productivity and
retention. For some neurodivergent employees, rigid working structures can
create unnecessary barriers, while modest flexibility can improve concentration,
energy levels and performance.

Flexibility does not mean removing structure or expectations. In many cases, it
involves making small adjustments to when or where work is completed while
maintaining clear responsibilities and operational needs. The most effective
arrangements are those that balance employee needs with business requirements.

Options to Consider:

Flexible start and finish times

Hybrid working arrangements
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Reduced sensory exposure days

Clear remote working structures

Flexibility should always be proportionate and role appropriate, but even small
adjustments can have a meaningful impact.

5. RECRUITMENT & INTERVIEW ADJUSTMENTS

Creating an inclusive recruitment process helps employers access a broader talent
pool and reduces the risk of unintentionally excluding strong candidates.

Traditional recruitment approaches can sometimes favour communication style
over capability. Small changes to process and structure can help ensure candidates
are assessed fairly on their skills, experience and potential.

Practical Steps:

Before Interview
e Provide clear job descriptions.
e Share interview format in advance.
e Offer reasonable notice of interview questions where appropriate.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

During Interview
* Avoid over-reliance on eye contact as a performance indicator.
e Focus on skills and experience.
e Provide clear, structured questioning.

Alternative Assessments
o Skills-based tasks instead of purely conversational interviews.
e Practical demonstrations where relevant.

Remember: strong communication style and strong job performance are not
always the same thing.

6. PERFORMANCE MANAGEMENT ADJUSTMENTS

Performance expectations should remain clear and consistent for all employees.
However, traditional performance systems can sometimes unintentionally
disadvantage neurodivergent individuals if they rely heavily on assumptions, vague
feedback or informal expectations. Effective performance management focuses on
clarity, regular communication and measurable outcomes.

Practical Steps:

Clear Expectations
e Define outputs and measurable results.
» Avoid relying on social fluency as a proxy for performance.

Regular Feedback
e Provide frequent, structured feedback.
e Avoid annual surprises.

Constructive Framing
e Focus on behaviours and outcomes.
e Avoid personal interpretations.

Strength-Based Approach
e ldentify areas of excellence.
» Alignroles to strengths where possible.

Regular feedback and clear expectations help create better outcomes for everyone.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

/. SOCIAL & TEAM INTEGRATION

Social communication styles vary widely and differences in communication
preferences or behaviours can occasionally lead to misunderstandings within
teams.

Creating a culture where differences are understood and respected helps build
stronger relationships and improves team effectiveness.

The objective is not to expect everyone to communicate or interact in the same
way, but to create an environment where people can contribute comfortably and
confidently.

Practical Steps:

Clarify Workplace Norms
e Make implicit expectations explicit.
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e Provide examples where helpful.

Avoid Public Criticism
e Address concerns privately and constructively.

Educate Teams
e Promote awareness of neurodiversity.

e Reinforce that fairness does not mean identical treatment.
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8. DISCLOSURE & CONFIDENTIALITY

Employees are not required to disclose a diagnosis or neurodivergent profile.

However, some employees may choose to share information if they feel it will help
them access support or improve their working experience.

If disclosure occurs, it should be treated sensitively and professionally.

Employer Response Framework

1. Thank the employee for sharing
e Acknowledge that disclosure can be difficult.

2. Ask what support would help
e Focus on practical workplace needs.

3. Agree reasonable adjustments
e Discuss realistic options together.

4. Document agreed steps
e Keep aclear record of supports.

5. Review after 6-8 weeks
e Check what is working and whether changes are needed.

6. Maintain confidentiality
¢ Only share information on a need-to-know basis and with consent
where appropriate.

Avoid:

e Seeking unnecessary medical details
e Making assumptions
e Sharing information without consent

The focus should remain on support and performance, not diagnosis.
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9. LOW-COST / NO-COST ADJUSTMENTS SUMMARY

Many effective workplace supports involve little or no financial investment.

Simple changes to communication, structure and management practices can often
make the greatest difference.

Examples include:

e Clear written communication

e Structured meetings

e Defined deadlines

e Regular check-ins

e Flexible hours

e Quiet workspace access

e Breaking larger tasks into stages
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In many cases, the cost of inaction — including reduced productivity, absenteeism,

turnover and recruitment costs — is significantly higher than the cost of
reasonable accommodation.

10. THE MOST IMPORTANT PRINCIPLE

The most effective adjustment is a conversation.

Every neurodivergent individual is different. Avoid assumptions or stereotypes
and focus instead on understanding what helps that person work, communicate
and perform at their best.

Supporting neurodivergent employees is not about lowering standards or creating
special treatment. It is about removing unnecessary barriers and creating
conditions where people can contribute effectively.

Workplaces that support neurodivergent employees often become better
workplaces overall — with stronger communication, clearer expectations and
more effective management practices for everyone.
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Practical Adjustment Checklist for Employers

This checklist is designed to support practical conversations between employers
and employees. Not every adjustment will be appropriate in every role.

Adjustments should always be tailored to the individual and operational context.

1. Communication Adjustments

O
O
O
O
O
O
O
O

Provide written follow-up after verbal instructions
Confirm clear deadlines (avoid “ASAP” or vague timeframes)
Break larger tasks into smaller, defined stages

Provide meeting agendas in advance
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Summarise actions at the end of meetings

Encourage clarification and questions

Avoid ambiguous or implied expectations

Provide examples of what “good” looks like

2. Organisation & Time Management Supports
O
O
O
O
O
O
O
O
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Agree weekly priorities in writing

Identify “urgent” vs “important” tasks clearly
Use shared task management tools

Implement visual task boards (digital or physical)
Schedule short, structured weekly check-ins
Set clear, measurable performance expectations
Give advance notice of deadline changes

Avoid last-minute task reallocations where possible

Local Enterprise Office d&.P - P

L ART | CRAFT | OFFICE | SCHOOL TAYLOR & ASSOCIATES
CHAMBER OF THE YEAR 2071 | Watorford 2 1 3
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3. Sensory & Environmental Adjustments

Provide access to quieter workspaces

Permit use of noise-cancelling headphones where appropriate
Reduce unnecessary background noise

Adjust lighting (desk lamps, natural light positioning)

Allow flexibility in desk location

Provide hybrid or remote options where feasible

Encourage structured short breaks

OO0O0O0O0OO0O0O0O0O0

Offer decompression time if needed during high-stress periods
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4. Flexible Working Options

Flexible start and finish times
Hybrid or remote working arrangements
Reduced exposure to high-sensory environments

Clear structure for remote work expectations

O 0O0O0O0O

Adjusted workload during periods of high pressure

5. Recruitment & Interview Practices

Provide clear and detailed job descriptions

Share interview format in advance

Offer reasonable notice of interview topics

Focus on skills and competencies rather than social style
Avoid over-weighting eye contact

Provide alternative assessment formats where appropriate

OO0OO0O0O00OO0

Clearly explain next steps and timelines
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

6. Performance Management Adjustments

Define outputs clearly

Provide regular structured feedback

Avoid annual-only performance conversations
Address issues privately and constructively

Use strength-based role alignment where possible

Avoid vague behavioural criticism

OO0O00O00O0

Document agreed development actions

7. Team & Workplace Culture

O
O
O
O
O

Clarify workplace expectations explicitly

Promote awareness of neurodiversity among managers
Reinforce that fairness does not mean identical treatment
Avoid public correction or criticism

Encourage psychological safety within teams

8. Disclosure & Confidentiality

If an employee discloses a diagnosis:
Thank them for sharing

Ask what support would help
Discuss practical adjustments

Agree and document next steps

Set a review date (6-8 weeks)

Maintain confidentiality

OO0OO00O00OO0

Avoid requesting unnecessary medical detail

#“7%» Dungarvan & G'Z‘; gb - =
=) West Waterford Difig Fiontair Aiticil BU|on . m & w\
= Chcmber Local Enterprise Office é“?P‘ Short Lairce DﬂUId WGISh b‘x k?
CHAMBER OF THE YEAR 2071 | waterford J -

ART | CRAFT | OFFICE | SCHOOL TAYLOR & ASSOCIATES

o
A
>
0
=
0
>
-
2
o)
A
A
U
-
>
(8]
m
)
c
o
-0
o)
A
-
n

15



UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

9. Review & Follow-Up

Review adjustments after agreed timeframe

Ask what is working well
Adjust supports if necessary

Reconfirm expectations

O0O0O0O0

Maintain open communication

Quick Reference: High-Impact, Low-Cost Adjustments

Many effective supports require no financial investment:

Clear written communication
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Structured meetings

Defined deadlines
Regular check-ins
Flexible hours

Task breakdown

OO0OO0O0O00OO0

Quiet workspace access

Employer Reflection Prompt

Have we:

() Focused on enabling performance rather than managing difficulty?
(O Asked the employee what helps them work at their best?

(O Ensured adjustments are proportionate and reasonable?

() Created a culture where disclosure feels safe?
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Workplace Adjustment Agreement

Micro Business Version

This short agreement records practical workplace supports discussed between

employer and employee. It is not a medical document. It focuses on enabling the
employee to perform at their best.

Employee Details

Employee Name:
Role:

Manager/Business Owner:
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Date of Discussion:

Summary of Discussion

The employee has indicated they would benefit from workplace adjustments
relating to their working style and/or neurodivergent needs. (Functional
summary - no medical detail required)

Agreed Adjustments - Tick or note what has been agreed:

Clear written follow-up to instructions
Defined deadlines and task priorities
Breaking larger tasks into stages

Weekly short check-in (10-15 mins)

Access to quieter workspace where possible

OO00OO00O0O

Permission for headphones
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

(O Flexible start/finish time (if operationally feasible)
(OO Hybrid / remote day (if suitable for role)

O Adjusted workload planning during busy periods
(O Other agreed support:

Start & Review
Start Date:
Review Date (recommended 6-8 weeks):

Adjustments may be updated by agreement if needs or business
circumstances change.

o
A
>
0
=
0
>
-
2
o)
A
A
U
-
>
(8]
m
)
c
U
o
o)
A
-
wn

Confidentiality

Information shared will remain confidential and only discussed on a
need-to-know basis.

Agreement

This document reflects a shared understanding of practical workplace
supports.

Employee Signature:

Date:

Employer Signature:

Date:

Important Note for Employers

Under Irish employment equality legislation, employers must provide reasonable
accommodation unless it imposes disproportionate burden. In most cases, effective
adjustments are low or no cost and relate to communication, structure or flexibility.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

Legal Snapshot

Neurodivergence & Employer Responsibilities (Ireland)

What Law Applies?

Employment Equality Acts 1998-2015

These Acts require employers to provide reasonable accommodation to
employees with disabilities, unless doing so would impose a disproportionate
burden.

Irish law defines “disability” broadly and may include conditions such as ADHD,
Autism, dyslexia and other neurodivergent profiles.

What Must Employers Do?

Employers must:
e Take appropriate measures to enable a person to access, participate in and
advance in employment
e Explore practical workplace adjustments
e Engage in areasonable, good-faith discussion
e Prevent discrimination, harassment or victimisation

What Counts as Reasonable?

Reasonable accommodation may include:
¢ Adjustments to communication or supervision
e Flexible working arrangements
e Workspace or environmental adjustments
e Structured performance supports

Most reasonable accommodations are low or no cost.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

What Is a “Disproportionate Burden”?

This depends on:
e The cost involved
e The size and financial resources of the business
e Availability of external supports

Micro and small businesses are not expected to implement measures that are
financially or operationally unmanageable — but they must demonstrate genuine
effort to consider solutions.

Good Practice for SMEs

V' Listen

v Discuss

v Agree practical steps

v Review after 6-8 weeks

v Keep information confidential
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Clear communication and structured management often satisfy both legal duties
and good business practice.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

Frequently Asked Questions

Neurodivergence & the Workplace (Ireland)

1. Do | need medical proof before making adjustments?

Not always.

In many cases, reasonable adjustments can be agreed based on a conversation
about functional needs (for example, difficulty with prioritisation or sensory
overload).

Medical evidence may be appropriate where:
¢ Adjustments are significant or high-cost
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e Thereis uncertainty about capability for a safety-critical role
e Formal occupational health input is needed

For most SMEs, simple communication or structure adjustments do not require
formal medical documentation.
2. What if an employee does not want to disclose a diagnosis?

Employees are not obliged to disclose. Focus on:
e The work impact
¢ What support would help performance

You can agree practical adjustments without recording medical detail.

3. What if other employees complain about “special treatment”?
Reasonable accommodation is about fairness, not identical treatment.

A helpful response is:
“We provide support to enable all employees to perform at their best. Adjustments are
part of good management practice.”

Avoid sharing personal details. Maintain confidentiality.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

4. What if the adjustment affects operational capacity?

You are required to make reasonable accommodations unless they create a
disproportionate burden.

If an adjustment:
e Creates safety risk
e Causes significant financial strain
e Undermines essential job functions

You may explore alternative adjustments. The key is demonstrating that you
considered solutions in good faith.

5. What if performance issues continue?

Adjustments do not remove performance standards. If performance concerns
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remain:
e Review whether supports are working
e Clarify expectations again
e Continue standard performance processes fairly and consistently

Documentation and structured feedback are important.

6.1s ADHD or Autism considered a disability under Irish law?

Irish employment legislation defines disability broadly and may include ADHD and
Autism where they have a substantial impact on day-to-day functioning.

Employers should approach discussions with this in mind and focus on reasonable

support rather than diagnostic labels.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

7.Can | refuse a request?

You may refuse a request if it:
e Is not reasonable
e Fundamentally changes the nature of the role
e Creates disproportionate burden

However, you should:
e Explain your reasoning
e Explore alternative solutions
e Document the discussion

8. How formal does the process need to be?

For most micro and small businesses:
¢ A documented conversation
e Asimple agreement template
e Areview date

is sufficient.

Over-complication can discourage open discussion.

Practical Reminder

Most workplace adjustments involve:
e Clearer communication
e Better structure
e Flexibility where possible

These often improve performance for the whole team - not just one individual.
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

Manager Quick Guide

Supporting Neurodivergent Employees

You do not need to be an expert to support neurodivergent employees effectively.

Good management principles - clear communication, fairness, consistency and
openness to practical adjustments - can make a significant difference.

This guide outlines a simple and structured approach.

Step 1: Focus on Supporting Performance

Focus on:
e What is working well
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e Where challenges may be arising

e What could help the employee perform at their best

Avoid:
e Making assumptions
e Tryingto identify or “diagnose” a condition
e Focusing unnecessarily on labels rather than practical supports

Step 2: Have a Supportive Conversation

A simple opening might be:
“I want to make sure you have what you need to work at your best. Is there anything
about how we structure work that could better support you?”

Helpful questions to ask:
e What parts of your role feel energising?
e Which tasks feel more challenging?
e What changes would make a practical difference?
¢ |sthere anything that has worked well for you previously?

Listen carefully and allow time for reflection.

% Dungarvan &

o~z Cy I . 7,
N Cw;;s:n Waterford Oifig Fiontair Aitiil & oC BUlon David Walsh m C_ﬁ‘#@

Lacal Enterprise Office P Pho ART | CRAFT | OFFICE | SCHOOL TAYLOR & ASSOCIATES 24

CHAMEER OF THE YEAR 23 m



UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

Step 3: Agree Practical Adjustments
Keep adjustments proportionate, realistic and appropriate to the role.

Examples:
e Clear written follow-up to instructions
e Defined deadlines and priorities
e Breaking larger tasks into stages
e Weekly 10-15 minute check-ins
e Access to aquieter workspace
e Flexible start times (where operationally feasible)

Document what has been agreed and set a review date (typically 6-8 weeks).

Step 4: Review and Refine

At review, ask:
e What is working well?
e What could be improved?
e Are expectations clear?
e Arethe supports helping?

Workplace supports are often adjusted over time and may evolve as needs change.

Step 5: Maintain Standards

Reasonable accommodation does not remove:
e Performance expectations
e Behavioural standards
e Accountability

Its purpose is to ensure employees have a fair opportunity to meet them.

If concerns continue:
e Reconfirm expectations
e Provide clear and structured feedback
e Follow normal performance processes fairly and consistently
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

Step 6: Protect Confidentiality

Do not:
e Share personal or medical information
e Discuss agreed adjustments with colleagues unnecessarily

If questioned, a simple response might be:
“We support employees in different ways to help everyone perform at their best.”

When Additional Support May Help

Consider seeking HR or professional advice if:
e Safety concerns arise
¢ Adjustments become complex or high-cost
e Team conflict develops
e You are unsure about legal responsibilities or next steps
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Key Reminder
Clarity + Structure + Flexibility = Better Performance

Many workplace adjustments improve management practice and workplace

effectiveness for everyone — not just neurodivergent employees.
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Case Studies

Example 1: The Park Hotel Dungarvan

“In small ways we made some adaptations in terms of accommodating
employment, for a person on the neurodiversity spectrum, for example by making
sure we are giving clear, concise instructions, allowing a little extra time for tasks
to be completed, checking in regularly, responding to queries in a prompt and
direct fashion to avoid confusion or upset.

Overall, it has been a positive and enjoyable experience for us all and we hope our
valued staff members will be here with us for a long to come.”

Louise Young, HR Manager, The Park Hotel, Dungarvan
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Example 2: TOTEM

TOTEM have engaged with the following at various stages to support staff in their
workplace.

e Work from home

e Adaptive software for skills - i.e. Grammarly/ reading software/ Al driven
checks for spelling etc.

e Appropriate Computer speakers/ screen adaption

e Personal agreed breaks in the day

e Agreed quiet work time each day - i.e. no meetings / calls before 11am

e Or Quiet afternoons with no meetings

e Flexible working hours

e Camera off during meetings (pre agreed)

/~\THE PARK
'HOTEL

PUNGARVAN
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UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

Example 2: McDonalds Dungarvan

Some examples of how McDonalds Dungarvan support Neurodiverse staff.

e Employees have a choice of Learning options when completing training, all
training modules are available in three formats; Read, Watch or Play. They can
read the content, watch a video explaining it or play an interactive game to
understand the content better. It gives employees a learning journey
experience that is flexible and more inclusive.

e Choice of uniform, there are three options for uniforms giving the employee
the choice of material, style and fit.

e Flexible scheduling - employee can manage their own availability and
preferred shift length/ work days and day parts, for some employees it can be
extremely difficult to work during peak hours so they will only be scheduled
during quieter times if they need this.
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e Recruitment process, first question is if there are any accommodations that
need to be made, perhaps an interview at a quiet time or on line rather thanin
person.

e Fixed Routines; we can assign stable, predictable tasks rather than rapid
multitasking, allowing employees to focus on their core strengths and not
become overwhelmed with multiple tasks at once.

case study
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Supports

Employment Supports

Work and Access - Workplace Adaptation Grant

The Workplace Adaptation Grant is part of the Work and Access employment
programme, designed to help people with disabilities find or keep a job by removing
or reducing workplace barriers.

Work and Access - Workplace Equipment Grant

The Workplace Equipment Grant is part of the Work and Access employment
programme, designed to help people with disabilities find or keep a job by removing
or reducing workplace barriers.
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Work and Access - In-Work Support Grant
The In-Work Support Grant is part of the Work and Access employment programme,

designed to help people with disabilities to find or keep a job by removing or
reducing workplace barriers.

www.citizensinformation.ie/en/employment/employment-and-disability/work-and-access-
programme/

Support Inclusive Employment with the WorkAbility
Programme

Looking to build a more inclusive workplace? The WorkAbility Programme
supports employers who hire people with disabilities by funding organisations that
provide tailored pathways into employment — including training, education, skills
development, and in-work supports.

With WorkAbility, you benefit from:
e Access to job-ready candidates with strong potential
e Ongoing support to help ensure successful employment outcomes
e Connections with expert services who understand inclusive hiring
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This is a powerful way to grow your team while making a real difference.

Learn more about the programme:
gov.ie/WorkAbility

For further information for your Waterford contact:

Jamie Power - jpower@buion.ie or phone 086206 7840

Build an Inclusive Workforce with the Wage Subsidy Scheme
(WSS)

The Wage Subsidy Scheme (WSS) provides financial incentives for employers who
hire people with disabilities. It’s a valuable support for businesses committed to
inclusion, accessibility, and equal opportunities.
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Employers can receive:
e Upto€10.75 per hour as a wage subsidy
e Support for employees working 21+ hours per week
e Additional top-ups for team-based hires

Hiring inclusively makes sense — socially and economically.

Find out more: gov.ie/WSS

www.gov.ie/en/service/37c057-wage-subsidy-scheme/
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ADDENDUM A: IMPLEMENTATION, CULTURE &
SUSTAINABILITY GUIDE

Neurodivergence in the Workplace Support Pack (2026)

This addendum has been developed to support organisations in effectively

V ANAN3AAav

implementing, embedding, and sustaining the Neurodivergence Support Pack in
a practical and structured way.

While the main policy outlines:
e What neurodivergence is

e Employer responsibilities under Irish law
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¢ Examples of reasonable workplace adjustments

This document focuses on the operational side of implementation, including:
e How to prepare leadership, managers, and teams before rollout
e How tointroduce the approach in a clear and practical way
¢ How to ensure consistent application across teams
¢ How to maintain and improve practices over time
¢ How to align company culture with inclusive and performance-focused

principles

It also aims to reduce uncertainty for managers by providing clear guidance,
practical examples, and structured processes.

This document is intended for internal use by leadership, HR, and management
teams and should be reviewed before integrating into formal policy or procedures.

This addendum translates policy into practice. It provides clear, step-by-step
guidance to ensure that workplace supports are applied consistently, fairly, and
effectively across the organisation.
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1.COMPANY CULTURE & ALIGNMENT

Why Culture Matters

Company culture plays a critical role in determining whether this initiative will
succeed in practice. Even where strong policies & tools exist, outcomes will depend

V ANAN3AAav

on how people behave, communicate, and respond to change on a day-to-day basis.

If the workplace culture is unclear, overly rigid, or lacks trust:
e Employees may feel uncomfortable asking for support
e Managers may avoid conversations or apply guidance inconsistently
¢ Adjustments may be misunderstood or resisted by others

In contrast, a supportive and structured culture:
e Encourages open communication
e Reduces misunderstandings and conflict
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e Supports consistent management practices
e Enables employees to perform at their best

L

What an Aligned Culture Looks Like

An aligned culture does not require large-scale change. It is built through
consistent, practical behaviours across the organisation.

Clear communication means:
¢ Instructions are specific, structured, and easy to understand
e Deadlines and expectations are clearly defined
e Managers check for understanding rather than assuming it

This reduces confusion, improves efficiency, and ensures employees can focus on
completing tasks effectively.

INFANODITV B F4NLTND ANVJINOD

Psychological Safety

Psychological safety exists when employees feel comfortable:
e Asking questions
e Admitting when they do not understand something
e Requesting support without fear of negative judgement
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This is essential for identifying challenges early & preventing issues from escalating.

Fairness Over Sameness

Fairness means recognising that different employees may require different types
of support to perform effectively.

V ANAN3AAav

This does not mean lowering standards. Instead, it ensures:

e Everyone has a fair opportunity to meet expectations
e Adjustments are based on need, not preference

Focus on Performance

An aligned culture focuses on:
e QOutputs and results
e Quality of work
e Achievement of objectives
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Rather than:
e Communication style

L

e Personality traits
e Social behaviours that are not directly related to performance

Openness to Flexibility

Flexibility may include:
e Adjusting how tasks are structured
e Allowing different working patterns where possible
e Making small environmental changes

These adjustments are typically low-cost but can significantly improve
performance and engagement.
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Roles & Responsibilities

Leadership - Leaders are responsible for:
e Setting clear expectations
e Communicating the purpose of the initiative
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e Reinforcing consistent messaging
e Supporting managers in applying the approach

Leadership behaviour strongly influences how seriously the initiative is taken.

Managers - Managers play a key role in day-to-day implementation.
They should:

e Provide clear and structured communication

e Encourage questions and clarification

e Respond constructively to requests for support

¢ Apply adjustments fairly and consistently

V ANAN3AAav

Employees - Employees contribute to culture by:
¢ Respecting different working styles
¢ Focusing on outcomes rather than assumptions
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e Communicating openly and constructively

Common Barriers & Practical Responses

L

Barrier Explanation Recommended Response @)

O

e . . Reinforce that support %
This is special Employees may perceive . >
” . . enables performance and is =

treatment adjustments as unfair <
part of good management N

C

Fear of saying Managers may avoid Encourage simple, respectful, g
the wrong thing conversations work-focused discussions 20
=

Qo

Resistance to Staff may be hesitant to Start with small, visible ,32
change adopt new approaches improvements )

zZ

<

Inconsistent Different managers apply Introduce clear systems and E
application guidance differently expectations —

A strong and aligned company culture ensures that this initiative is understood,
accepted, and applied consistently. It creates the conditions needed for employees
and managers to succeed.

0ifig Fiontar Aid d D"b‘ Buion David Walsh -.-,;- )
gy ae PhortLairge  amicueriomceiscroo: TAYLOR & ASSOCIATES
CHAMBER OF THE YEAR 7073,24 | Waterford 2

7




UNDERSTANDING NEURODIVERGENCE IN THE WORKPLACE (O

2 .PRE-IMPLEMENTATION: ENVIRONMENT PREPARATION

2.1 Leadership Alignment

Before implementation begins, leadership must be aligned on the purpose and
importance of the initiative.

V ANAN3AAav

This includes understanding that:
e The goal is to improve performance and clarity
e Adjustments are practical and often low-cost
e Consistency across teams is essential

Key Actions
e Assign a programme lead responsible for coordination
¢ Identify internal champions to support rollout
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e Agree aclear and consistent message

Suggested Message

“This approach is designed to improve clarity, reduce misunderstandings, and support
all employees in performing at their best.” Leadership alignment ensures the
initiative is taken seriously and applied consistently across the organisation.

2.2 Manager Preparation (Critical)

Managers must feel confident and supported in applying the approach. Without
this, implementation is likely to be inconsistent or avoided.

Manager Briefing (Recommended: 60 Minutes)
The briefing should:

e Focus on practical application

e Use clear, simple language

¢ Include real-life examples

Topics should include:
e Understanding workplace challenges
e Applying practical adjustments
e Having structured conversations
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Scenario-Based Practice

Managers should practice handling situations such as:
e Supporting an employee with performance challenges
e Respondingto adisclosure
e Managing team concerns about fairness

This helps build confidence and reduces uncertainty.

V ANAN3AAav

Manager Mindset Shift
Managers should move towards:
e Providing clarity rather than assumptions
e Focusing on outputs rather than behaviours
Using regular check-ins instead of infrequent reviews
Allowing flexibility where appropriate

Manager preparation is essential. Confident managers are more likely to apply
adjustments effectively and consistently.
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2.3 Team Preparation

Employees should be informed about the purpose and benefits of the initiative.

Key Messages
e Fairness does not mean identical treatment
e Support helps employees perform at their best
e Many improvements benefit the entire team

Psychological Safety
It isimportant to communicate that:
e Employees can request support without a diagnosis
e Conversations will remain respectful and confidential

Clear communication helps build trust, reduce resistance, and encourage
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2.4 Systems & Process Readiness

Simple, consistent systems support effective implementation.

What to Define
e Task management tools
e Meeting structures

V ANAN3AAav

e Communication standards

Weekly Check-In Example
e What are your priorities?
e What progress has been made?
e What challenges are you facing?
e What support do you need?

Structured systems improve clarity, consistency, and overall productivity.
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2.5 Risk & Escalation

Managers should understand when to seek additional support.

Escalation Triggers
e Complex adjustment requests
¢ Ongoing performance issues
e Legal concerns
e Team conflict

Clear escalation pathways protect both the organisation and employees.
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3. IMPLEMENTATION PHASE

3.1 Pilot Approach

[ J
[

Starting with a pilot allows organisations to:
e Test the approach in a controlled way

V ANAN3AAav

¢ Identify challenges early
¢ Make improvements before wider rollout

Pilots reduce risk and improve overall effectiveness.

3.2 Introduction Strategy

Introduce the initiative as a performance and clarity improvement, rather than
focusing only on neurodiversity. This increases acceptance and reduces stigma.
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3.3 Adjustment Without Disclosure

Focus on:
e Work-related needs
e Practical solutions

Avoid requiring medical information unless necessary. This approach encourages
openness and reduces barriers.

3.4 Keep It Simple

dSVHd NOILVLINIWITdINI "€

Use a straightforward process:
1.Conversation
2.Trial
3.Review
4.Document

Simple processes encourage engagement and reduce avoidance.
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4. POST-IMPLEMENTATION: FOLLOW-UP & SUSTAINABILITY

4.1 Structured Review (6-8 Weeks)

Regular reviews ensure adjustments remain effective.

V ANAN3AAav

Key Questions
e What is working well?

e What is not working?
¢ What should be adjusted?

Reviews help refine and improve workplace supports.

4.2 Measuring Impact

Tracking simple metrics helps demonstrate value.
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Examples
e Performance improvements
¢ Reduced absenteeism
e Employee retention
e Feedback

Measurement supports continuous improvement.

4.3 Manager Feedback Loop

Managers should have opportunities to:
e Share experiences
e Seek advice
e Improve consistency

Ongoing support improves confidence and effectiveness.

4.4 Continuous Adjustment

Workplace needs may change over time.

Adjustments should:
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e Be flexible
e Bereviewed regularly
e Be updated where needed

Flexibility ensures long-term success.

V ANAN3AAav

4.5 Culture Reinforcement

Embed the approach into:
e Onboarding
e Training
e Performance processes

Reinforcement ensures the approach becomes part of everyday practice.
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FINAL KEY MESSAGE

Clarity with structure and flexibility allows for better performance.

This approach:
e Supports employees
e Strengthens management practices

e Improves organisational effectiveness
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ADDENDUM B: IMPLEMENTATION CHECKLISTS

PRE-IMPLEMENTATION CHECKLIST

9 ANNAN3IAaav

Leadership Preparation

() Aprogramme lead has been clearly assigned with responsibility for
coordinating implementation

() One or more internal champions have been identified to support
communication and engagement
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(O Aclear and consistent message has been agreed and is ready to be shared
with managers and employees

Manager Readiness

() Managers have attended a structured training or briefing session

Managers understand how to apply practical adjustments in day-to-day work

O

() Managers have practised real-life scenarios and feel confident having
conversations

O

Expectations regarding consistency and fairness have been clearly
communicated

Team Preparation

LSITIDIHD NOILVLININITdINI-Tdd

() Employees have received clear communication explaining the purpose of
the initiative

() Key messages around fairness and performance have been reinforced

(O Psychological safety has been encouraged and clearly communicated
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Systems & Processes

() Task management tools have been selected and communicated

() Astandard weekly check-in structure has been agreed
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() Expectations for communication and task clarity have been defined

Risk & Governance

() Aclear escalation pathway has been defined

() Managers know when and how to seek HR or leadership support
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POST-IMPLEMENTATION CHECKLIST

Review & Follow-Up

() 6-8 week reviews have been completed for all agreed adjustments

9 ANNAN3IAaav

(O Adjustments have been assessed for effectiveness and practicality
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Performance & Impact

() Performance trends have been reviewed
() Attendance and retention patterns have been monitored

(O Any improvements or concerns have been identified

Manager Support

() Feedback has been gathered from managers on what is working and
what is challenging

(O Additional support or guidance has been provided where needed

Employee Experience

() Employees have been given the opportunity to provide feedback

(O Adjustments have been refined based on feedback

LSIIMD3IHD NOILVLININITdINI-1LSOd

Continuous Improvement

() Lessons learned have been identified and documented
(O Improvements have been implemented

(O Culture reinforcement actions have been carried out
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ADDENDUM C: EMPLOYEE WORKPLACE PASSPORT

Supporting Effective Working Conversations

Purpose

J NNAN3Iaav

This Workplace Passport is designed to support clear and constructive
conversations between employees and managers about how work can be
structured to enable the employee to perform at their best.

It allows employees to:
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¢ Reflect on how they work most effectively
¢ Identify any challenges they may experience in the workplace
e Highlight practical supports that may improve their performance

This document:
¢ |scompletely optional
¢ Does not require medical information
e Focuses on practical, work-related needs

Employee Details

Employee Name:
Role: Date :

1. How | Work Best
Please indicate the conditions or approaches that help you work effectively:

(O | benefit from clear, written instructions that | can refer back to
(O l'work best when tasks are prioritised and structured

(O [find it helpful to have clear and specific deadlines

O | perform well with a consistent routine or structure

(O Iwork best in a quiet or low-distraction environment

Other (please describe)
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2. Challenges | May Experience
Please indicate any areas that may sometimes be more difficult:

(O Managing multiple tasks or competing priorities

(O Time awareness or estimating how long tasks will take

J ANAN3aav

(O Processing verbal instructions without written follow-up

(O Sensory distractions such as noise, lighting, or busy environments

(O Adjusting to unexpected changes or last-minute requests

Other (please describe)
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3. Helpful Supports
Please indicate supports that would help you perform more effectively:

(O Written summaries after meetings or instructions

(O Breaking larger tasks into smaller, manageable steps

(O Regular short check-ins to review priorities and progress
(O Flexible start and finish times where possible

(O Access to a quiet workspace or permission to use headphones

Other (please describe)

4. Communication Preferences
Please indicate how you prefer to receive and process information:

(O Clear and direct communication

(O Written communication where possible

(O Time to process information before responding
(O Advance notice of meetings or changes

Other (please describe)
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5. Additional Information (Optional)

Please include any other information that may help your manager understand
how to support you effectively:

J ANAN3aav
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6. Review

Review Date:

This document can be updated at any time to reflect changes in role, workload, or
personal working preferences.

Note

This Workplace Passport is intended to support practical, respectful, and
constructive discussions. It is not a formal or medical document, and it should be
used as a flexible tool to support effective working relationships.
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ADDENDUM D: GDPR & DATA PROTECTIONIIN

SUPPORT OF NEURODIVERGENT EMPLOYEES

Purpose

This addendum ensures that all personal data collected in the course of supporting
neurodivergent employees is handled in compliance with GDPR, while reinforcing
the organisation’s commitment to a safe, inclusive, and structured workplace.

It clarifies the responsibilities of all roles in protecting privacy, maintaining
confidentiality, and using data to provide meaningful support.

1. KEY GDPR PRINCIPLES IN NEURODIVERSITY SUPPORT

1.1 Data Minimisation
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e Collect only the information necessary to provide support, reasonable
adjustments, and monitor wellbeing.

¢ Avoid storing unnecessary or sensitive personal information unless explicitly
consented.

1.2 Lawful Basis

e Processing personal data must be based on:

e Explicit consent from the employee
e Legal obligations (e.g., health & safety, equality law)
e Legitimate interests related to providing workplace support

1.3 Confidentiality & Security

e Data must be stored securely:

e Digital files encrypted
¢ Physical records locked and access restricted

e Only authorised personnel (HR, direct managers, or leadership with a need-to-
know) can access sensitive information.
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1.4 Transparency
e Employees must be informed of:

e What datais collected
e Why itis collected
e How it will be used

e Written consent must be obtained when sharing or storing sensitive personal
information.

1.5 Data Retention & Rights

e Retain data only as long as necessary for the stated purpose.
e Employees have the right to:

e Access their data

e Correctinaccuracies

e Request deletion where no longer required

2.ROLES & RESPONSIBILITIES IN GDPR COMPLIANCE

2.1 Director / Owner

e Sets organisational policy and tone for both neurodiversity support and data
protection.

e Ensures resources for secure data management are provided.

e Monitors organisational compliance with GDPR and inclusivity policies.

2.2 Management

Implements policies consistently in day-to-day operations.

Collects and uses personal data only when necessary for support purposes.
Provides clear instructions and ensures team members understand GDPR
responsibilities.

Escalates issues or breaches to leadership promptly.
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2.3 Team Members / Colleagues

e Respect the privacy of neurodivergent colleagues.
e Do not access or share personal data unless explicitly required and authorised.
e Support colleagues in a confidential, non-judgmental manner.

2.4 Employee (Neurodivergent Individual)

e Shares personal data voluntarily, with informed consent.

e Engages in support discussions and provides feedback while understanding
how data is used.

¢ Raises concerns if personal data is mishandled or misused.

3. PRACTICAL IMPLEMENTATION GUIDELINES

¢ Feedback & Performance: Record only relevant, factual information;
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anonymise where possible.

e Support Adjustments: Only share sensitive data with those who need it to
implement adjustments.

¢ Training: Managers and team members must be trained on GDPR in the
context of neurodiversity.

* Monitoring & Audit: Regularly review data practices to ensure GDPR
compliance and the effectiveness of support strategies.

4. GDPR COMPLIANCE NOTE FOR DISTRIBUTION / DIAGRAM

INTEGRATION

GDPR Compliance:

All personal data relating to neurodivergent employees must be handled securely,
shared only on a need-to-know basis, and processed in accordance with GDPR.
Leadership, managers, team members, and employees all share responsibility for
protecting privacy while supporting performance and well-being.
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DIRECTOR / OWNER

* Set vision & expectations
* Promote inclusive culture
* Allocate resources

* Ensure legal compliance

Support & Guidance ‘ GDPR Oversight

MANAGER

* Apply policies in practice
* Provide support & check-ins

* Monitor performance
* Handle data securely

Guidance & Resources ‘ Policy Implementation

TEAM MEMBERS

* Collaborate effectively
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* Respect confidentiality

* Follow data protection rules

Support & Communication ‘ Data Safeguards

EMPLOYEE
(Neurodivergent Individual)
+ Communicate needs
* Use supports provided
* Protect personal information

‘ s Support Flow  WIEl) GDPR Responsibilties
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www.strategichr.ie

\' info@strategichr.ie

TAYLOR & ASSOCIATES 087 1199198

Janice Taylor

HR leader and builder with a track record of establishing and

scaling people functions from startup to multinational level.
Experienced in designing policies, leading complex disciplinary
processes, mentoring HR leaders, and shaping high-performing
workplace cultures. Passionate about personal-hands-on
recruitment and building strong, engaged teams.

I’ve spent my career building HR functions from the ground up -
starting in my early 20s, launching my own business at 29, and
later shaping HR within a multinational environment. I thrive on
creating structure where there is none, developing people, and
building cultures that work in practice, not just on paper. I focus
on the hands-on side of HR by leading difficult conversations
and building cultures where people actually want to work.

David Walsh i Inli--v
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Providing quality service and excellent value to our
customers for over 40 years

e Office Furniture e Back to School Supplies
e Office Stationery e Teacher Resources
e Ink Cartridges/Toners e Art Supplies

Need office or computer supplies, contact us!

. WWW.DAVIDWALSHDUNGARVAN.COM

8 INFO@DAVIDWALSHDUNGARVAN.COM

@ 058-42786

e 40-42 LOWER MAIN ST.
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SUPPORTING PEOPLE & COMMUNITIES

ABOUT BUION PHORT LAIRGE

Buion Phort Lairge (formerly Waterford Area Partnership) is a not-for-profit, volunteer-led
Local Development Company dedicated to supporting people & communities across Waterford
City and County. We take a bottom-up approach to developing local services and programmes
that respond directly to the needs of the people we serve. Our work focuses on improving quality
of life, building thriving communities, and creating pathways to meaningful participation for all.

OUR COMMITMENT TO NEURODIVERSITY AND INCLUSION

We are proud to partner as a Main Sponsor of the Neurodiversity Pack, aligning with our strong
focus on inclusion, accessibility, and equitable opportunities. Through our flagship Workability
Programme, we support people with disabilities — including those who are neurodivergent — to
access and sustain paid employment. The programme also works closely with employers to build
awareness, capacity, and inclusive workplaces that value diverse talent.

THE WORKABILITY PROGRAMME DELIVERS:

« Personalised employment supports and immersion opportunities for jobseekers with disabilities

« Employer engagement and training to promote recruitment, retention, and progression of
neurodiverse and disabled talent

. Strong partnerships between people with disabilities, service providers, and businesses

This partnership directly complements the goals of the Neurodiversity Pack by fostering greater
understanding, breaking down barriers, and creating pathways for neurodivergent individuals to
contribute fully to society and the workforce.

WHY WE PARTNER

At Buion Phort Lairge, we believe everyone deserves the opportunity
to reach their potential. Supporting initiatives like the Neurodiversity CONTACT
Pack helps us amplify this message regionally, while strengthening
our networks with forward-thinking employers and community BUION.IE
stakeholders committed to real inclusion.

JAMIE 086 2067840
GETIN TOUCH CATHY 086 2032097

We welcome conversations with organisations interested JPOWER@BUION.IE
in inclusive employment practices, neurodiversity CEURNE e

awareness, or partnership opportunities. 64 O'CONNELL STREET
WATERFORD, X91 K757

DUNGARVAN ENTERPRISE
CENTRE, X35 FC60
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Local Enterprise Office (LEO)

Waterford is your first stop shop for

anyone looking to start, grow, or

develop a business in Waterford.

Whether you're an entrepreneur with a

new idea or an established business ready to
scale, we're here to support your journey.

We offer a wide range of supports tailored to
business needs, including:

e One-to-one Mentoring with
experienced business advisors

e Ayear-round calendar of high quality
Training Programmes & Events

e Financial Grant Aid to support start-
ups & growing businesses

Our Productivity Support Programmes

(Lean, Green, and Digital for Business)

are designed to help you save time, money,
and energy while making your business more
competitive and sustainable.

Unlock up to €10,000 to invest in energy-saving
measures with the Energy Efficiency Grant.

Access up to €5,000 to enhance your digital capabilities
with the Grow Digital Voucher.

Whether you're just starting out or scaling up, LEO Waterford is here
to help you take the next step.

Contact us today to see how we can support your business.

®05] 8499056 @ www.localenterprise.ie/Waterford 9 info@leo.waterfordcouncil.ie
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https://www.localenterprise.ie/Waterford/Financial-Supports/Lean-for-Business/
https://www.localenterprise.ie/Waterford/Financial-Supports/Green%20for%20Business/
https://www.localenterprise.ie/Waterford/Financial-Supports/Digital-for-Business/
https://www.localenterprise.ie/Waterford/Financial-Supports/Energy-Efficiency-Grant/
https://www.localenterprise.ie/Waterford/Financial-Supports/Grow-Digital/
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Advancing business together
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NEED TO GET IN TOUCH?

[
Call Website
058 45054 www.dungarvanchamber.ie
Email Address Office Address
info@dungarvanchamber.ie The Courthouse Building,

Bridge St., Dungarvan, Co.Waterford
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