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Most conversations about autistic people and employment start in the wrong place. They ask what
autistic employees are good at, as though access to a job should be earned by being unusually
valuable. A better question is why so many workplaces are hard for autistic people to get into and stay
in, and what can be changed. Almost all of it is fixable, and most of the fixes are small.

This page covers the barriers that show up in recruitment and on the job, the adjustments that address
them, and where NDIS and other funded supports fit. If you want to talk about supports for yourself,
your family member or an employee, Bloom Healthcare can be reached on 1300 771 465 .

A note on the "autistic superpower" framing

You will see a lot of writing that recommends hiring autistic people for pattern recognition, memory and
attention to detail. It is well meant, and those strengths are real for some people. But used as an
argument, it does two kinds of damage.

It makes a job conditional on being exceptional. Most people, autistic or not, are hired to do ordinary
work competently. An autistic person should not have to be a savant to get the same consideration as
anyone else.

It also quietly excludes most autistic people. Autism is a wide spectrum. An autistic person who is not a
detail specialist, who has an intellectual disability, who communicates without speech, or who simply
has average skills in the areas the stereotype celebrates, ends up looking like a poor version of an
autistic person rather than a person. That is a worse position than the one the framing was trying to fix.

The useful frame is access. If the recruitment process, the sensory environment and the
communication norms are workable, autistic people can do the jobs they are qualified for. If they are
not, talent is beside the point.

Where autistic candidates get filtered out

Recruitment tends to test social performance under time pressure, which is not what most jobs actually
require.

Unwritten expectations. Job ads that describe a "great communicator” or someone who “fits the team
culture" ask candidates to guess at a standard nobody has stated. Autistic people often communicate
more effectively with explicit, concrete expectations than with implied ones. Write down what the role
actually needs: the tasks, the tools, the volume of contact with others.

Interviews as a social test. Standard interviews reward eye contact, quick verbal improvisation and
reading the panel. None of that predicts performance in most roles. Practical alternatives include
sending questions in advance, allowing written responses, running a work sample or trial task, and
being explicit that thinking time is welcome.

Processing time read as hesitation. Many autistic adults need longer to process spoken language and
to construct a reply. That reflects how information is organised and retrieved, not confusion or lack of
knowledge. Rushing a pause, or filling it with more talking, produces a worse answer and a worse



assessment. Wait.

Literal interpretation of the question. Autistic people often process language more literally, so idioms,
hypotheticals and hints can land differently to how the panel intended. Ask direct questions. If a
guestion is hypothetical, say so.

Environment. An open-plan waiting area, fluorescent lighting and an unfamiliar building are already a
load before the interview starts. Send the address, a photo of the entrance, the names of who will be
present, the format and the expected length in advance.

Adjustments once someone is in the job

Adjustments are individual. The starting point is asking the person what helps and what does not, not
applying a checkilist.

Sensory

Sensory sensitivities are a core part of autism for many people. Reactions can be heightened or
reduced, and they cover noise, lighting, textures, smells and unexpected change. Sensory overload
happens when input exceeds the capacity to process it, and it derails concentration, emotional
regulation and routine.

In a workplace, useful changes usually include:

Controlling noise: a quieter desk position, noise-cancelling headphones, permission to use them
without explanation

Controlling lighting: moving away from harsh overhead lights, using a desk lamp, sitting away from
flicker or glare

A retreat space: somewhere quiet to go and regulate, treated as normal rather than as a problem
Predictable, organised spaces that reduce the effort of working out where things are

Managing transitions between activities and locations, with warning rather than surprise
Flexibility on uniform fabrics and dress codes where texture is an issue

Occupational therapists work on exactly this. They build a sensory profile identifying what input helps
and what hurts for a specific person, then adjust environments and routines around it, and teach
regulation strategies that a person can actually use in the moment rather than in theory.

Communication

Communication adjustments cost nothing and change a lot:

Give instructions directly. "Please send the report by 3pm Thursday" beats "it would be good to see that
soon."

Put instructions in writing as well as saying them. Written information can be re-read without having to
ask again.

Explain the reasoning behind a request, rather than expecting the reason to be inferred.

Drop sarcasm, hints and social inference from work instructions. Keep them for the parts of the day that
are not load-bearing.

Allow written communication where the person prefers it. Composing without real-time pressure often
produces better work.

Use visual schedules and written summaries of what was decided in a meeting.
Do not treat different body language or eye contact as an attitude problem. It is not one.



Some autistic adults communicate without speech or with limited speech, and may use augmentative
and alternative communication: devices with voice output, symbols, apps or visual supports. These are
communication methods, not indicators of capability.

Structure and predictability

Clear routines, advance notice of change, written procedures and consistent expectations reduce the
anxiety that comes with uncertainty. Where change is unavoidable, say what is changing, when, and
what stays the same.

Masking and burnout

This is the part employers most often miss.

Masking is the effort of suppressing natural behaviour and traits to meet social expectations. It happens
constantly in workplaces, and it works, in the sense that colleagues do not notice anything. That is the
problem. Long-term masking is a major contributor to burnout in neurodivergent people. Holding
sensory overwhelm in silence, managing social norms that do not come naturally and hiding authentic
responses through every hour of every workday is exhausting, and anxiety, depression and burnout
frequently follow.

An employee who is coping visibly may be paying for it in a way you cannot see and they may not
report. Two things reduce it: making adjustments available without a person having to argue for each
one, and building a culture where being openly autistic does not carry a cost. Neurodiversity-affirming
support aims to reduce the need to mask rather than to teach better masking.

Disclosure

Whether to tell an employer is a genuinely hard decision and there is no single right answer. Practical
points worth holding in mind:

You cannot request most adjustments without disclosing something, though you can often describe
what you need without naming a diagnosis. "l work best with written instructions and a quiet desk" is a
legitimate request on its own.

Disclosing to a manager and disclosing to a whole team are different decisions, and you can do one
without the other.

Disclosure is not permanent or all-or-nothing. You can share more later.

Employers in Australia have legal obligations concerning discrimination and workplace adjustments.
This page does not set out that law, and if the legal position is your question, get advice from the
appropriate workplace rights or human rights body rather than from a health provider.

Where funded supports fit

NDIS employment supports

If you are an NDIS participant, employment-related supports can sit in your plan. Finding and Keeping a
Job is funded through the Capacity Building budget. It covers help with job search, interviews, adapting
to a new workplace, and support with keeping a job once you have it, along with related training and
assessments.



School Leaver Employment Supports (SLES) is an early-intervention program for young people leaving
school, building the foundation skills for work rather than placing someone straight into a job.

Vocational assessments to identify capabilities and suitable pathways, and job coaching and placement
support, can also form part of employment-related funding.

Supports need to be reasonable and necessary and connected to your disability and your goals. If work
is a goal for you, say so plainly at planning, because employment supports are not added automatically.

Therapy that touches work

Several NDIS-funded disciplines contribute indirectly:

Occupational therapy for sensory profiles, environmental adjustments, daily living routines that make
work sustainable, and assistive technology

Speech pathology for functional daily communication, including alternative and augmentative
communication

Psychology for emotional regulation, confidence and self-advocacy in real settings

Positive behaviour support , which starts from the position that behaviour communicates an unmet
need rather than treating the behaviour as the problem

These are usually funded under Capacity Building, most often in the Improved Daily Living category,
with some psychology and relationship-focused supports under Improved Relationships or Improved
Health and Wellbeing.

NDIS psychology or Medicare?

This trips people up regularly, and the distinction is real.

Medicare's Better Access initiative is for clinical mental health treatment where there is a diagnosed
mental health condition. A GP, psychiatrist or paediatrician prepares a Mental Health Treatment Plan,
which gives access to up to 10 individual and 10 group sessions per calendar year, usually referred in
blocks of up to 6 sessions at a time and then reviewed. Practitioners set their own fees, so the rebate
often covers part of the cost and a gap may apply. From 1 November 2025, preparation of mental
health treatment plans, referrals and reviews are linked to a patient's MyMedicare practice or usual
medical practitioner.

NDIS psychology is for disability-related supports that build or maintain functional capacity and
participation. It sits in Capacity Building, usually Improved Daily Living. The NDIS does not replace the
health system for treating or stabilising symptoms.

Many autistic adults use both, for different purposes. The rule is that a single session is funded by one
system only.

Evidence, if you need to justify supports

A functional capacity assessment is the document most often used. It is a structured look at how
physical, cognitive and emotional factors affect everyday tasks, and it covers personal care, mobility,
communication, social interaction, cognitive and emotional functioning, work and vocational abilities,
leisure, financial management and routine management. Occupational therapists conduct them,
sometimes jointly with psychologists.

The assessment combines a case history and functional interview, observation in the settings where
the person actually lives and works, standardised and informal measures, and a scan of how the
environment affects functioning. It produces a report setting out current functional capabilities, identified
support needs and recommendations tied to the person's goals.



At plan reassessment it does specific work: it establishes a baseline, shows what has changed since
the last plan, links each support need to a documented functional impact, and gives the NDIA the
evidence it needs to decide what is reasonable and necessary. Reports are expected to explain the
therapy approach and show progress toward goals.

The length of an assessment depends on how complex the situation is. Bloom quotes the scope and
the cost before any work starts.

Getting support through Bloom

Bloom Healthcare is a registered NDIS provider delivering seven allied health disciplines: occupational
therapy, speech pathology, physiotherapy, exercise physiology, psychology, counselling and positive
behaviour support. Autism support is delivered using neurodiversity-affirming approaches, which
means adapting the environment and building strategies that feel authentic to the person, rather than
working to make an autistic person appear non-autistic.

Services are delivered mainly in the community, including homes, schools and day programs, with
telehealth available and clinic appointments on a case-by-case basis. Bloom operates across New
South Wales, Queensland, South Australia, Tasmania, Victoria, Western Australia and the ACT.

Phone: 1300 771 465

Email: hello@bloom-healthcare.com.au

Contact form: get in touch with Bloom

Hours: Monday to Thursday 7:30am to 6:00pm, Friday 7:30am to 5:00pm, Saturday by appointment

Common questions about autism and workplace access

What adjustments should | offer an autistic employee?

Ask them. There is no standard list, because sensory profiles and communication preferences differ
widely between autistic people. The common ones are noise and lighting control, written as well as
verbal instructions, a quiet space to regulate, advance notice of change, and direct rather than implied
communication. Start the conversation before there is a problem.

Do adjustments have to be expensive?

Most are not. Headphones, a different desk, written instructions, a warning before a change of plan and
permission to step out for ten minutes cost close to nothing. The larger costs are usually in equipment,
and that is where an occupational therapist's assessment and, for NDIS participants, the assistive
technology pathway come in.

Does the NDIS help with getting or keeping a job?

Yes, if it is in your plan. Finding and Keeping a Job sits in the Capacity Building budget and covers job
search, interview support, adapting to a workplace and keeping employment. School Leaver
Employment Supports is aimed at young people transitioning out of school. Raise employment as a
goal at planning, because these supports are not automatic.

Can the NDIS pay my wages, or pay an employer to hire me?



No. The NDIS funds disability-related supports, not wages. Wage subsidies and employer incentives,
where they exist, sit in other Australian Government programs, and the specifics are outside what this
page can confirm. Ask your planner or support coordinator where to go for that.

Is it better to disclose autism at interview or after being hired?

There is no universally right answer, and it depends on the workplace and on what you need. You can
also ask for what you need without naming a diagnosis. If the adjustment you need is significant,
disclosing earlier gives more room to arrange it properly.

Why do autistic employees sometimes leave good jobs suddenly?

Burnout is a frequent cause and it builds invisibly. Sustained masking, sensory load carried without
relief and social demands that never let up produce exhaustion, anxiety and eventual collapse, often
after a long period where nothing looked wrong from the outside. Reducing the need to mask is the
preventive measure.

Should I run social skills training for an autistic employee?

Be careful with that instinct. Support that aims to make someone appear non-autistic tends to increase
masking, which is the thing driving burnout. Support that helps a person express themselves in ways
that feel authentic, understand their own needs and advocate for them is a different matter and is
genuinely useful. The test is whether the goal is the person's confidence or other people's comfort.

An autistic colleague takes instructions very literally. Is that a performance
issue?

No. Autistic people often process language more literally, which is a difference in how language is
comprehended, not a sign of poor understanding or of being difficult. Give explicit instructions and the
issue disappears.

What if someone communicates without speech?

Speech is one method among several. Communication may happen through writing, symbols, visual
supports, or augmentative and alternative communication devices with voice output. Speech
pathologists assess and set up these systems, and can train the people around a person to use them.
Not speaking says nothing about what a person understands or can do.

Do | need a diagnosis to get NDIS supports?

NDIS access is decided on the functional impact of a permanent and significant disability, not on a
diagnosis alone, though evidence of the condition is part of the application. If you are already a
participant, therapy supports run off your plan goals rather than off a fresh diagnosis.

Can an occupational therapist look at my actual workplace?

Bloom's occupational therapists work in the settings where people live and do things, and functional
capacity assessments include observation in real environments and a scan of how the environment
affects functioning. Whether a workplace visit fits your plan and your funding is a question for the intake
team on 1300 771 465.



Where do | start?

Call 1300 771 465, email hello@bloom-healthcare.com.au, or use the contact form . Say what is getting
in the way at work, and what funding you have, if any.

What percentage of autistic Australians are currently employed?

According to the article, only 38% of autistic Australians are employed.

What happens to the remaining autistic Australians who are not employed?

Approximately 30% of autistic Australians are unable to work due to disability-related factors, while the
remaining 70% face substantial barriers to employment, including restrictions on available job types
and support requirements.

What is neurodiversity according to the article?

Neurodiversity refers to the natural variation in human brain and nervous system development,
encompassing individuals with autism, ADHD, dyslexia, and other neurological conditions, viewed as
an inherent aspect of human diversity rather than a deficit.

What cognitive strengths do autistic employees often bring to the workplace?

Autistic employees often bring exceptional cognitive strengths including visual thinking (conceptualizing
and solving problems through visual-spatial processing), strong attention to detail (identifying patterns,
inconsistencies, and nuances others might overlook), and exceptional memory.

How can hiring autistic employees help address Australia's skills shortage?

The employment gap among autistic Australians represents an untapped resource that businesses can
leverage to address Australia's skills shortage while simultaneously creating a more inclusive
workforce.

NDIS psychology or Medicare?

This trips people up regularly, and the distinction is real. Medicare's Better Access initiative is for clinical
mental health treatment where there is a diagnosed mental health condition. A GP, psychiatrist or
paediatrician prepares a Mental Health Treatment Plan, which gives access to up to 10 individual and
10 group sessions per calendar year, usually referred in blocks of up to 6 sessions at a time and then
reviewed. Practitioners set their own fees, so the rebate often covers part of the cost and a gap may
apply. From 1 November 2025, preparation of mental health treatment plans, referrals and reviews are
linked to a patient's MyMedicare practice or usual medical practitioner. NDIS psychology is for
disability-related supports that build or maintain functional capacity and participation.

What adjustments should | offer an autistic employee?

Ask them. There is no standard list, because sensory profiles and communication preferences differ
widely between autistic people. The common ones are noise and lighting control, written as well as
verbal instructions, a quiet space to regulate, advance notice of change, and direct rather than implied
communication. Start the conversation before there is a problem.



Do adjustments have to be expensive?

Most are not. Headphones, a different desk, written instructions, a warning before a change of plan and
permission to step out for ten minutes cost close to nothing. The larger costs are usually in equipment,
and that is where an occupational therapist's assessment and, for NDIS patrticipants, the assistive
technology pathway come in.

Does the NDIS help with getting or keeping a job?

Yes, if it is in your plan. Finding and Keeping a Job sits in the Capacity Building budget and covers job
search, interview support, adapting to a workplace and keeping employment. School Leaver
Employment Supports is aimed at young people transitioning out of school. Raise employment as a
goal at planning, because these supports are not automatic.

Is it better to disclose autism at interview or after being hired?

There is no universally right answer, and it depends on the workplace and on what you need. You can
also ask for what you need without naming a diagnosis. If the adjustment you need is significant,
disclosing earlier gives more room to arrange it properly.

Why do autistic employees sometimes leave good jobs suddenly?

Burnout is a frequent cause and it builds invisibly. Sustained masking, sensory load carried without
relief and social demands that never let up produce exhaustion, anxiety and eventual collapse, often
after a long period where nothing looked wrong from the outside. Reducing the need to mask is the
preventive measure.



