Chapter two: Literature Review
[bookmark: _Toc193981699]2.1 Introduction


The purpose of this chapter is to critically analyse current research available on the topic, which seeks to identify the support and guidance that police officers with neurodiversity receive. The chapter aims to highlight the void in the studies surrounding neurodiversity and the police force and to identify research which is up to date and aligned with current practices. 
It will review the legislation already in place to support officers in the force and consider if the legislation provides adequate support and guidance. 
This chapter investigates objective one of the dissertation: To identify the support available to police officers and police staff who are neurodiverse.

The key literature in the review has been scoped from secondary sources which have been obtained from the University of Wales Trinity Saint David’s (UWTSD) library which has been accessed online and google scholar. The sources obtained for the literature review are recommended academic resources and are obtained from academic journal articles, books and government reports. 


2.2 What is Neurodiversity? 
The term neurodiversity refers to the neurocognitive functioning of an individual (Chown, 2021), which is regarded substantially different from what is regarded as ‘normal’ by society. 
Attention Deficit Disorders, Autism, Dyslexia and Dyspraxia are neurological conditions (Bewley, 2016) that fall under the umbrella term of neurodiversity. Individuals with these characteristics, especially with Autism (ASD), usually present as exhibiting difficulty with communication and social skills and repetitive behaviours (Morrison, 2024). Furthermore, neurodiversity can be associated with negative effects such as depression, burn out and post-traumatic stress disorder (PTSD) (Dijk, 2025). There seems to be no set guidelines for what neurodivergent conditions fall into the boundaries of neurodiversity, it is unclear of the precise characteristics that fall under the terminology. There is discussion surrounding what neurodiversity entails and how we can perceive what is ‘normal’ cognitive behaviour and what is not. 
[bookmark: _Toc193981700]2.2.1 The neurodiversity movement 

Disorders such as autism, ADHD, dyslexia and other neurological variances should not be perceived as deficiencies but rather as a natural part of the human experience. Nevertheless, legal protections and rights for neurodiverse people, especially in the areas of employment, education and healthcare, have been implemented as a result of this increased awareness. 
Ensuring that neurodiverse people receive equitable treatment and equal opportunity, is largely dependent on neurodiverse legislation, which refers to laws and regulations created to safeguard and assist people with neurological problems. 
E. Finke (2025) states that, The Neurodiversity movement which was founded in the early 1990’s, it aimed to prioritise research into neurodiversity and focused on reshaping narratives about autism. However, S. Kapp states that the “Term ‘neurodiversity’ originates from the autism rights movement in 1998, from Judy Singer” (Kapp, 2020). There appears to be some confusing surrounding the formulation of neurodiversity as research does not seem to outline a set time or date for the findings of the term. Rebeca Bayeh states that journalist Harvey Blume first used the term neurodiversity in print in the late 1900s (Bayeh, 2022). Given that the term neurodiversity has only come to light in the last 30 years, the research surrounding it appears vague. 

Legislation such as the Neurodiversity Movement, which is a worldwide movement and not specifically linked to South Wales Police, is essential and utilises several benefits. It guarantees that people with neurodiverse conditions are not subjected to prejudice.  
 Kapp states that the criteria for the eligibility for the Neurodiversity movement remains unclear and studies of the movement display that participants are uncomfortable about posing limits (Kapp, 2020). The limits for the term ‘Neurodiverse’ are not structured guidelines but we establish from the umbrella term as stated by Clouder (2020) in the beginning of this paper, ADHD, Autism and Dyslexia are included. Nobuo Masataka states that this may include other categories such as learning disabilities, which widens the gap for research into neurodiverse and neurotypical individuals. Masataka further highlights the importance of biodiversity, cultural diversity and brain diversity and states that neurological development is a normal human difference (Masataka, 2017). Despite Kapp highlighting the unclear eligibility for neurodiversity guidelines, The World Health Organization (WHO) defines neurodiversity as a disability and “Anyone who has a problem in body function or structure, an activity limitation, or has difficulty in executing a task or action with a participation restriction” (Miranda‐Ojeda, 2025).



2.2.3 The Equality Act 2010
Regardless of legislation to protect neurodiverse and disabled individuals, implemented legislation on the topic may not be sufficient to assist individuals that face discrimination. 
The Equality Act 2010 is a piece of legislation with the purpose of protecting individuals against discrimination. The act seeks to protect individuals with protected characteristics such as – 
· Age
· Disability
· Gender reassignment 
· Marriage and civil partnership 
· Race (Wadham, 2010)
This legal framework protects individuals in day-to-day life in addition to whilst in their place of work. The term ‘Neurodiversity’ falls under the disability category. 

[bookmark: _Toc193981701]2.3 Neurodiversity and employment

The Neurodiversity Movement in place to protect individuals, neurodiverse people still confront major obstacles, for example, Autistic adults face multiple barriers to accessing and retaining employments (Morris, 2025), resulting in significant rates of underemployment amongst the neurodiverse community. Cynthia May states that even when qualified, neurotypical individuals are more likely to be hired than candidates with autism spectrum disorder (ASD) (May, 2025). Jantje Schuurmans solidifies May’s theory of underemployment amongst the neurodiverse community by stating that the “Employment rate for individuals on the spectrum is significantly lower than for persons without disabilities” (Schuurmans, 2024). However, Krzeminska states that “The last decade has seen a remarkable opening of new job opportunities for people who are neurodiverse” (Krzeminska, 2019).
To mitigate the publics negative perception of neurodiversity, research is required to encourage recognition of neurodiversity among employees, which may effectively counter pathologizing views of neurodivergent adults and foster inclusive employment for neurodiverse adults (Morris, 2025). In January 2025, The UK Government launched a panel – founded by Professor Amanda Kirby, as part of the Governments Plan for Change, as recent figures demonstrate that the employment rate for disabled people is 54.7%, however, the employment rate for disabled people with autism is 31%, highlighting the gap (Government, 2025).
The National Autistic Society 2016 have undertaken a survey which highlights a significant employment gap, with 77% of autistic people want to work and that the employment rates for autistic individuals are low (Ashworth, 2025). Dawn Moore has stated that, 29% of adults with autism are currently employed but her figures differ from the National Autistic Society’s figures as she provides a higher figure of 99% of young autistic people expressing a desire to work (Moore, 2023). 
A significant change needs to be implemented to mitigate employment gaps and enforce equal opportunities for those with Neurodivergent mindsets. To ensure that individuals with neurodiverse thinking have equitable opportunities, more studies are required to bridge the gap. Neurodiverse legislation can enforce inclusion and can guarantee that appropriate adjustments are provided at work, enabling individuals to flourish professionally and share their special skills. 

[bookmark: _Toc193981702]2.4 Diversity statistics for Police Officers in the UK

Statistics into the percentage of neurodiverse police officers in South Wales Police is unknown. Unfortunately, a search into neurodiversity and the police revealed no related results.
Human Resources (HR) in South Wales Police have stated that no such data of neurodiversity amongst officers is known. As this information is unknown, research has been conducted as part of this chapter to collect any known data regarding neurodiverse Police Officers in the UK. 
The UK Government states that the data collection regarding diversity and protected characteristics amongst UK officers, is self-reported to HR, however, the systems are not up to date and data is not currently complete (Government, 2022).
This data demonstrates the gap in statistics and the need for additional research to assist neurodiverse individuals. The outcomes of the study reveal the lack of emerging evidence regarding police officers and neurodiversity. There is little to clarify specific reasons for high levels of non-disclosure rates for neurodiversity in the police force, resulting in a lack of understanding as to why officers would wish to share this information. 
Miranda – Ojeda Rual states that neurodivergent individuals may ‘mask’ their neurodiverse traits, this is due to the belief that their neurodivergent behaviours are not understood or accepted. Masking demands both cognitive and emotional exertion which have been linked to stress, depression and anxiety (Miranda‐Ojeda, 2025). 

[bookmark: _Toc193981703]2.5 The current support in place for neurodiverse police officers within South Wales Police.

A qualitative approach study into police education undertaken by Michael Mathura, displayed a need for ‘pedagogical change’ due to the ‘one size fits all’ approach. This approach presented as counterproductive for individuals as each had different learning styles and needs (Mathura, 2024). Mathura’s study displays the need for increased adaptability in the workplace to assist officers, not only in the recruitment process but also to support each individual to their own working needs. 
South Wales Police demonstrate that they recognise neurodiversity within the police force regularly participating in raising awareness. Material relevant to Neurodiversity support is found on the policing website along with support networks, inclusion days and reasonable adjustments. Links to advocates and contact details are displayed for members of the organisation. 
The Neurodiversity Staff Support Network (ND SSN) has been formed within South Wales Police to raise awareness of neurodiversity. The network is tailored to the force and is aimed at individuals who either have neurodiverse needs themselves or for colleagues who may care for neurodiverse individuals in their family. Regular meetings are held for the network and support is provided for anyone within South Wales Police.  

[bookmark: _Toc193981704]2.6 Career advancement in South Wales Police for neurodiverse officers

In November 2021, South Wales Police conducted a survey into Neurodiversity in the police force, where 321 responses were received. 85% of the respondents stated that promotion and development within in the force was most often seen as a disadvantage for individuals with neurodiversity (Police, 2021). This statistic highlights the significant need for strengthened opportunities for career progression within the force and the need for an inclusive workforce which recognises neurodiverse leadership. Furthermore, “More than a third (44%) of respondents in the survey, felt that people with an ND condition were disadvantaged in the force” (Police, 2021). The figures display that there is a disadvantage for neurodiverse individuals across the force with career progression being the most disadvantaged. 
Neurominority refers to the group representation of individuals who share a type of neurodiversity. A study into the representation in leadership positions within South Wales Police explore the risks surrounding the lack of neurominority representation in leadership positions. The report states that the lack of awareness can hinder cohesive collaboration and awareness of a neurominority strengths they can offer (Bird, 2024).
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2.7 The benefits of a neurodiverse workforce.

The concept of neurodiversity requires the understanding that it is part of the natural variation of human neurocognition. Organizations need to harness the potential of a neurodiverse workforce and identify ways to adapt to altered needs (Brinzea, 2019).
The police force serves a diverse community, it is imperative to uphold a united front to demonstration that officers recognise and respect equality and inclusion. This is also the case when recruiting individuals with neurodiverse needs. Neurodiverse individuals are “Uniquely skilled individuals” (Whelpley, 2021) who often think differently and approach issues from unique angles. This diversity can lead to innovative solutions in investigations and crisis management. Neurodivergent individuals excel at recognition and memory recall which are key skills in analysing evidence, these skills would be beneficial to all roles in the police force but particularly major Crime, CID (Criminal Investigation Dept) and intelligence where their ability to hyperfocus can ensure meticulous evidence collection. 

Employer Assistance and Resource Network (EARN), state that due to their detailed knowledge, persistence and reliability, neurodiverse teams are more effective than those without neurodiverse representation (Ortiz, 2020). Moreover, Ortiz states that “Research identifies a consumer preference for doing business with organizations that employ people of all abilities” (Ortiz, 2020), this highlights the importance for a neurodiverse representation within the police force and the preference of a neurodiverse organisation for the public that the police serve. 
A neurodiverse police force can assist with bridging the gap with neurodiverse communities, and can foster organisational creativity, enhancing the social and economic well-being of the communities that the police serve (Moore, 2023). Officers who understand the neurodivergence are better equipped to manage individuals in crisis, reducing escalations and displaying empathy. It is paramount to destigmatizing neurodiversity and encourage individuals to display their strengths within the condition (Hunt, 2024), not just in the police force, but in all walks of life. 

[bookmark: _Toc193981706]2.8 The disadvantages of a neurodiverse workforce.

A neurodiverse police force has many benefits, but there can also be challenges that individuals employed by the organisation may encounter, by addressing these issues in the first instance may mitigates any potential disadvantages they may experience. 
Neurodivergent individuals may face challenges whilst undertaking daily tasks, as they may experience difficulties with maths, reading or writing or suffer anxiety or chronic fatigue (Mahony, 2024). Police officers partake in writing, reading and communicating with the public daily and often carry a high workload. It is likely that a neurotypical individual would experience pressure from these elements and must maintain resilience, therefore, these factors may increase a neurodivergent individual’s stress and anxiety levels and lead to depression. 
Stian Orm states that there is little knowledge of the link between anxiety and depression for neurodiverse individuals however people with neurodiversity do experience these symptoms (Orm, 2025).
[bookmark: _Toc193981707]2.9 Conclusion 

This chapter has attained the objectives of point one - To identify the support available to police officers and staff and to understand the gap in research. 
To conclude, the literature review highlights the clear gap in studies surrounding neurodiversity within the police force. It is apparent that no data is held for neurodiverse police officers or staff within South Wales Police, it is down to the individual to report any neurodiverse needs at their own discretion. Research has found that high levels of non-disclosure rates for neurodiversity may be due to fear of discrimination and neurodiverse individuals may ‘mask’ their diverse needs to avoid this. Furthermore, primary data collected from previous surveys within South Wales Police establishes that 85% of the respondents have stated that they feel that career progression for neurodiverse individuals is a disadvantage. 
Statistics obtained from the UK Government have displayed that the current systems are not up to date regarding diversity and protected characteristics within the UK police force. This displays, not only a gap in research within South Wales Police, but the entire UK police force. 
light and which author founded the term. 
The next chapter of this dissertation explores the methodology and seeks to conduct primary research into the gaps that have been identified within the literature review. 
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