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I had relatively little knowledge of what additional learning needs were and what this meant to the learner and to the organisation prior to my training role. I quickly realised that as a trainer it was my responsibility and duty to identify any additional learning needs and arrange essential one-to-one meetings with the learner to discuss how they can be supported by creating a personal learning plan and identify individual learning needs.  It is vital to ensure open lines of communication at the start and to build a rapport with the learner so that they feel listened to and supported throughout their learning journey. It is key to promote Inclusive practice and build an effective learning environment to ensure all additional needs are met where possible.  
Additional learning needs can be wide ranging from carer responsibilities, homelessness, financial or language difficulties to those specified as special education needs.  As a trainer it is crucial to understand of the Equality Act 2010 which determines legislation around diversity and discrimination as it places a ‘public sector duty regarding socio-economic inequalities’ (Equality Act 2010). Disability is one of the nine protected characteristics defined by the legislation, specifically, 
‘One key message is that teachers need to be sensitive to potential differences and keep reflecting on what these differences could mean for how each learner learns and the implications of this for their role as teachers’. (Gregson and Duncan, 2020 p.378)
This highlights that trainers need to understand the potential differences and to promote inclusivity in the classroom through culture and values, the physical environment and through the learning materials available to the learners. Inclusivity should include every learner and ‘involve the whole class working together and learning together where there are no outsiders, and different contributions are celebrated and valued’. (Avis, Fisher, and Thompson, 2019, p.74). 
I have trained many diverse groups that included learners from ethnic heritage backgrounds including Indian, Chinese, Malaysian and African descent and it is essential to create a team atmosphere at the start to ensure a comfortable and safe environment. It is important to use team bonding and ice breaker activities to break down barriers at the beginning to build a rapport and understanding with the learners. It is also important to mix groups when having discussions or group activities to gain wider views so that we can draw on and value diverse opinions and experiences that can assist with their learning. 
Language can also be included here as some learners do not speak English as a first language, therefore as Gwent Police policy states, that they are referred to the Positive Action Team that may enrol them on a course to develop their skills and achieve at least a level 2 in English.  I have used these strategies in every session and training course which has enabled the learners to feel comfortable and supported in the learning environment that has been reflected in the feedback both during and at the end of their course.
The inclusion plan is not always straight forward and there may be differing views from learners that could create conflict however, it is essential to challenge any inappropriate use of language or behaviour which can be assisted with the creation of a class contract at the start of the learning journey. Teachers must challenge when appropriate according to the standards for teachers to ‘value and promote diversity, equality of opportunity and inclusion, embrace diversity, advocate inclusion and challenge discrimination in all forms’ as part of the Professional Standards for Further Education Teachers and Work-Based Learning Practitioners in Wales. (Welsh Government, 2017). I would also challenge inappropriate behaviour as learners in Policing are bound by the Police Code of Ethics professional standards.
The Equality Act 2010 also places a duty on organisations to make ‘reasonable adjustments’ for the learner to have equal opportunities in the learning environment and to be supported where necessary.  Specifically, where disability is concerned, it does not exclusively mean only physical disabilities are included in the legislation but also defines a mental impairment as ‘a substantial and long-term effect on someone’s ability to carry out day-to day activities.’ (Gregson and Duncan, 2020, p.380).
I deliver several training courses to officers in operational roles within the Police, ranging from new recruits to experienced officers.  The process of identifying any additional learning needs is different in each case as for experienced officers they may not have had the dyslexia screening that is now offered routinely through the wellbeing policy, when joining the organisation, or ever been asked if they have any learning disabilities or additional learning needs. To ensure the learners are not at a disadvantage, I contact the participants of the course at least a week before the course to provide them with all the information required to attend including location, time, facilities etc. but I also ask if any of the learners have any specific learning requirements to contact me so that I can make arrangements beforehand to ensure every participant has equity and equal opportunity for learning.
Learners’ mental health can also be associated with additional learning needs and is not always beneficial for the learning environment, ‘there is also some evidence that participation in learning can sometimes have negative consequences; far from improving people’s wellbeing, it can actively damage it.’ (Field, 2009, p.17).
It is essential to have contact with the learner and understand their individual learning needs, make reasonable adjustments where necessary and importantly provide support to the learner. For example, an experienced officer contacted me prior to a course and explained that his stutter was part of his mental health anxiety disorder and that he would prefer not to be asked questions in front of the whole group but preferred smaller group tasks. I spoke to the learner and asked him how I could best accommodate his request and he explained that small group work is fine but whole group discussions made his stutter worse. I re-assured him that I would make those changes and although they were easy changes to make, they made a huge difference to the learner who voiced his appreciation in person and through the course feedback. 
There are many mental health conditions that can affect learning but with the right support learners can improve their well-being. Dyslexia is quite a common condition that can be a barrier for learning. ‘About 10 per cent of the population have dyslexia, 4 per cent of those will be severely affected’ (Duckworth, 2014, p60) so if a learner states that they have dyslexia, I ask them specific questions on what that involves for them and what adjustments I can make which also includes changing the learning materials. Some may need changes to colours, fonts, or simplified writing on the power points whereas some may need to use Dictaphones, narrated power points or a wide use of video-based learning materials. Recently a learner was highlighted as dyslexic through the screening process at the start of training and was given a laptop with assistive technology, but it was also identified that learning materials highlighted in red were difficult to read therefore all the written materials were amended to a different colour. A colleague also advised me that learners with additional learning needs also prefer to stick to routines so if any changes were to be made to the training programme, then it would be preferrable to give plenty of notice to reduce the anxiety and stress for the learner.
The process is different for new recruits as prior to the start of the training, the application form includes a question for the candidate to indicate if they have any additional learning needs or conditions.  There is a statement that follows the question that informs the candidate that the information is requested not to discriminate but to support them in their learning and their role. The question is a voluntary one and sometimes it is not answered however if additional learning needs or conditions are disclosed, they are passed on to me (if the candidate is successful) to ensure reasonable adjustments can be made. The candidate’s information will only be shared with me if they agree to it due to the Data Protection Act. 
Reasonable adjustments are difficult to define within the legislation and begs the question what is reasonable? However, for the role that the person is being employed as an operational role then the candidates are required to be fit and healthy and reach a decent level of fitness that is tested before commencement of training. The health tests include eyesight and hearing tests that the candidates must pass to be successful in the process. Although there are standards to be met in terms of health, there are reasonable adjustments that can be made such as hearing aids or spectacles to be worn whilst on duty. 
One of the new recruits was deaf in one ear which I was made aware of during the first day of the course.  Having that knowledge meant that I could ensure the learner was sat at the front of the classroom to ensure they were not at a disadvantage.  I regularly checked the learners progress during and after each session to make sure that they were understanding the information and had not missed anything.  The learner also explained to me that it would be helpful to have the power point presentation on her laptop to follow and for people to speak clearly and not talk over each other during the session which were easy adjustments to give her the equity and equal opportunity for learning. I also spoke to my colleague about the learner who stated that I have regular contact with the learner at the end of each day of training to ensure the learner was happy and confident with the learning.  My colleague also suggested adjusting the practical assessment to include a written script given prior to the assessment taking place. I followed the advice, and it certainly made the learner feel less anxious about the process.
Additional learning needs are quite commonly associated with neurodiverse conditions such as Autism Spectrum Disorders, Aspergers and Dyslexia.  Whilst such conditions are variable on the scale, it is important to assess the individual on their own specific needs.  In my experience of training in a Police environment the organisation previously made it near impossible to employ a person with a neurodiverse condition due to the standardised tests during the recruitment process.  The force has changed the attitude towards employing those with neurodiverse conditions as they recognise that sometimes those conditions can be utilised with different ways of thinking and creativity that can be beneficial to the organisation.  The Positive Action Team assists those applicants that may find the recruitment process difficult or has any of the protected characteristics described by the Equality Act 2010. The team support the applicants through each stage of the recruitment process by identifying an additional need than be met to give them equal opportunities to progress and they also support the candidates after the offer of employment has been given.
The Positive Action Team are a lifeline for trainers to signpost learners, however there is also a point at which support is limited.  I have trained several Officers with neurodiverse conditions who have made it through the training in terms of gaining the knowledge and learning the processes with support however they have struggled with the social skills when putting this into practice when dealing with the public. 
I recently trained a learner who divulged a learning difficulty of autism spectrum disorder at the initial application stage.  The Learner had previously been a Prison Officer and had many of the skills required to perform the role so I believed he would be able to navigate the training well.  I spoke to the learner on day one of the training and he explained that he sometimes needs extra time to digest information so I developed an individual learning plan for him which included several planned one to one sessions, that included having access to the power points prior to the lesson and arranging written assessments throughout rather than verbal formative assessments for which he could take his time to complete. The strategy worked well, and he successfully passed the course with my support.
Alternatively, a Police Community Support Officer was supported through the recruitment process by the Positive Action Team which enabled her to be successful in gaining a position, however it was evident during training that she lacked the social skills to be an Officer in a public contact role. The learner made comments during training that were at inappropriate times, and in essence did not understand social cues. This was a concern as the role required effective communication with members of the public therefore, I spoke to the learner at length, and it became apparent that she was diagnosed with autism at a young age.  The learner didn’t divulge this information during the recruitment process, and it only became evident afterwards. The learner explained her condition, an individual learning plan was developed, and I made a referral to the wellbeing team for additional support, however it was a difficult conversation to have as she was able to learn the knowledge with support mechanisms in place, but her communication skills were not up to the policing standards expected for the role.  
There were no other reasonable adjustments I could offer to develop her understanding of communication skills; therefore, I spoke to my line manager about the issues, and it was agreed to allow her to pass the initial training and progress to the community-based assessment so her skills could be tested in public and placed with an experienced Tutor. Unfortunately, after 15 weeks of tutorship it was proven that even with support, the learner could not understand how to communicate effectively which is a vital skill for officers. 
It was disappointing that the learner didn’t improve after so much support was provided, and on reflection using Kolb’s experiential learning cycle, I feel that if I had recognised the issues earlier on during the training course then I could have arranged a more robust assessment of the learner’s cognitive ability with a more educated person.  A Neurodiverse champion has now been in force since and I feel that if the learner was given the opportunity to have an assessment, then she would not have had to experience the prolonged development plan as it raised the expectations of the learner only to have disappointment further into the training.  I believe having that earlier neurodiverse assessment of skills would have been fairer for the learner as she was unfortunately never going to reach the standards required. I spoke to the recruitment team about the testing process and suggested that maybe some informal cognitive testing could be used prior to offering a formal offer of employment to ensure fairness for the person applying. 
If the learner had been in an educational setting, then the autism condition preventing her from communicating to the Policing standard may not be an issue as the learner had many other qualities and skills to offer.  The learner would also be supported through the further education with legislation that developed The Additional Learning Needs Code for Wales 2021 which was produced by the Welsh Government to tackle the additional learning needs for young people in Wales.  The code seeks to,
‘Provide the statutory system for meeting the additional learning needs (ALN) of children and young people. It places the learners’ views, wishes and feelings at the heart of the process of planning the support required to enable them to learn effectively and achieve their full potential.’ (Welsh Government, 2021).
This is applicable for young people under the age of 25 in public authorities in Wales which includes maintained schools, Further Education Institutions, NHS Trusts, Local Health Boards etc.  rather than the training environment for a public organisation such as Police Forces. They will have a duty to identify additional learning needs with preparation, review and revision of individual development plans which is a more stringent process but has similarities to those in my organisation. 
I have developed my knowledge of supporting additional learning needs extensively since starting my training role, however I feel that I would benefit from further CPD training for understanding neurodiverse conditions and have enrolled on to the in force neurodiverse training. I will also continue to update my knowledge of current legislation and best practice for equality, diversity and inclusion.
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