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Abstract
An umbrella term, Neurodiversity (ND), includes multiple other learning difficulties which are neurological rather than psychological, these include, Autism, Dyspraxia, Dyscalculia, and Dyslexia. The word ND refers to the diversity of all people, it is commonly used in framing autism spectrum disorder, as well as other neurological or developmental conditions such as attention deficit hyperactivity disorder. The study advocates that during recruitment and training, all police forces should be required to ensure an inclusive learning and working environment to fully support all police students who have been identified as being neurodivergent. It also advocates the need for a screening process for all aspects of ND not just dyslexia, initiating individual learning plans and if required making reasonable adjustments. This study also aims to further explore the current support and training for all police officers, to identify if neurodivergent police officers are getting an equal opportunity through induction and training. 
The findings of this research suggest that support is available for those police students who have been identified as being dyslexic through the screening process. Recommendations for changes to the current recruitment processes are also made with suggestions for additional screening and training to support all students and staff who are recognised as being neurodivergent. 
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Chapter 1 – Introduction
This research project aims to explore the learning support available to Neurodivergent student police officers conducting the policing degree. The study advocates that all police forces during recruitment need to create an inclusive and working environment to fully support police officers who have been identified as being ND by screening all new recruits (Macdonald and Cosgrove, 2019). Screening should include the need to identify individual interventions and learning plans with a view to make reasonable adjustments. Reasonable adjustments made should provide a platform to include tailored technology and support networks that will help the development of individual wellbeing and provide fairer opportunities, (Macdonald and Cosgrove, 2020).  
An analysis of key research linked to ND, including definitions of ND will be provided to further explore if the training received at induction meets the legal obligations as required through the Social Model of Disability, (Miles-Johnson and Fay, 2022) and the Equality Act (2010), (Kirby and Welsh, 2016). Training and support received at induction by ND students  should be formatted and adapted to ensure that the Equal Opportunities policy is fully adhered to, as expected for police recruits and students (College of Policing, 2024). As stated within the Equality Act (2010), reasonable adjustments are made for candidates who can demonstrate having a form of a defined disability. An umbrella term, ND includes multiple other learning difficulties which are neurological rather than psychological, these include, Autism, Dyspraxia, Dyscalculia, and Dyslexia, (NHS, 2025). ND should therefore be seen as an equal opportunity right of individuals as is diversity (Kirby and Welsh, 2016). There should be a commitment to remove barriers during recruitment and training processes (Watson and Vehmas, 2020). The screening of new recruits and highlighting the individuals’ positive attributes, will support the Equal Opportunities ethos of the (College of Policing 2024).    
1.1 Aims and Objectives 
The aim of this study is to:
· [bookmark: _Hlk180753230]Explore what learning support services are available to ND student police officers while undertaking the professional police degree. 
· Conduct an exploration on student police officers’ experiences of the learning support for those police students with ND.  
· To identify if the current learning support policies within the police service provide student officers with an equal opportunity during their learning.  

Chapter 2 Literature Review
2.1 Definition 
[bookmark: _Hlk194335376]ND as a terminology, relates to the persons brain activity. ND is the outcome to the different ways a human brain processes information. The word ND refers to the diversity of all people, it is commonly used in framing autism spectrum disorder, as well as other neurological or developmental conditions such as attention deficit hyperactivity disorder, (Baumer and Frueh, 2021). An umbrella term, ND includes multiple other learning difficulties which are neurological rather than psychological, these include, Autism, Dyspraxia, Dyscalculia, and Dyslexia, (NHS, 2025). Dwyer, (2022), suggests that defining ND is not easy due to the complexity. According to Shah et al, (2022), being neurodivergent describes individuals whose neurocognitive functions and developmental differences are not prevalent to societal norms. ND could be seen as Neurological deviation that is significant to the success of humanity (Mcgee, 2012). Siberry, (2020), found that ND was not a concept fully understood by the police, or considered a policing priority, going on to suggest that ND needs to be fully embedded into police organisations, through reflective structural, cultural and linguistic change. 

Cumulative studies in relation to ND suggest that a more sensible approach needs to reflect wording used. For example, “disability” or “illness” with a “diversity” perspective, this would allow for both strengths and weaknesses providing a positive connotation and accepting the myth of negativity, (Armstrong,2015). This has resulted in changes to the use of ND as an example, by accepting differences. Dyslexic brains are organised, displaying strengths due to their processing ability, their brains are not imperfect but can have the ability to be persistent, have a desire to succeed, with an ability to produce end results, (NPAA, 2020). Being dyslexic is not just about having difficulties with reading or motor coordination, it is  also about the effects that it has on behaviour  at work, needing to ask for things to be repeated and taking longer to comprehend information, being dyslexic is central to the person (Grant, 2017).
Dyslexia are generally associated as a learning difficulty, affecting 10% of the population (The British Dyslexia Association, 2023). NHS Wales, (2025), define dyslexia as being a common learning difficulty that can cause daily problems with spelling, writing and reading, resulting in 1 in 10 people in the UK having some form of dyslexia. Another definition defines dyslexia as having short term working memory , a lack of chronological speed and also a lack of phonological skills (Bartlett, Kindersley and Moody, 2010). 
In adulthood ,short term memory loss  can impact on work due to a person’s ability to follow regular instruction through concentration (Peterson and Pennington, 2015). It must be noted that individuals with dyslexia are under diagnosed in the United Kingdom, it is important that dyslexia are diagnosed at an early age as a diagnosis in adulthood cannot be obtained through the National Health Service (Ross ,2023). Further research with adults has confirmed dyslexia as being a lifelong condition resulting in substantial impact during adult life (Bartlett, Kindersley, and Moody, 2010). 
Within the police degree programme, a screening questionnaire is conducted during the induction process which provides acknowledgement of dyslexia, a term under the ND Umbrella.  

2.2 Equality within Policing 
The Social Model of Disability, recognises that barriers in society act to disable people who have impairments,  health conditions, or who are neurodivergent, suggesting there should be a commitment to remove any barriers within the recruitment process (Watson and Vehmas, 2020). As stated by the College of Policing (2024), the Equal Opportunities policy in policing aims to “highlight the positive attributes of different neurocognitive functioning, rather than focus on deficits of deviations from a set standard”. 
This research will further explore if this concept of “highlighting the positive attributes of different neurocognitive functioning”, is being integrated within the training of new police students. It will also question if these positive attributes are reducing stigmatisation of neurodivergent individuals and providing equity of learning opportunities, as it could be argued that one deficit of deviation, may still include stigmatisation. Hill (2013), concludes that dyslexia is still not supported within some police forces within England and Wales, giving guidance to policy changes, for example making Reasonable Adjustments.  Sewell and Park (2021), highlight the need for more awareness of ND to promote the teaching of neurodiverse learners, including the terminology used and adapting teaching methods. There are challenges for tutors to understand and utilise current research into best practices for delivering and developing training to new recruits. An individual strengths-based approach is required to combine both neurological and practical based learning (Sewell and Park, 2021).Research also suggests that being diverse in the workplace can often be perceived as being a threat to equal employment opportunity by non-diverse individuals (Alderden et al., 2017). A lack of acceptance of diversity , and bias towards diverse identified police officers, could result with a workforce that is fragmented (Miles-Johnson and Fay, 2022).  
2.3 Stigmatisation   
There is little research that scrutinises the stigmatisation impact of diversity on police practice and police competency across the world, related to the police officers perception of diversity as being positive or negative (Miles-Johnson and Fay, 2022). Dyslexia within the police role is seen as being both positive and negative by line managers. Some line managers struggle to understand the strengths and benefits to the police force where others perceive dyslexic officers as being resilient, able to problem solve and having interpersonal skills (Pope, 2024). 
It is unfair that a negative attitude to the work ability of people with neuro differences is often prevalent, as people with neuro differences are highly intelligent, but unfortunately, it is often stigmatisation that suggests a lack of intelligence (NHS,2025). Mawby and Zempi (2016), noted that having dyslexia, resulted in discrimination at work, which was seen as a key issue that impacted on their work.  A recent paper, written by a detective sergeant, suggested that a neurodiverse person with dyslexia would be an asset to the police force, claiming that the skills of neurodiverse officers, specifically with dyslexia are being actively recruited due to their problem-solving, decision-making skills and being solution focused (NPAA, 2020).  

There are misconceptions of what dyslexia is and more importantly how having this ND affects individuals in the workplace, and the skills that they can bring which could result in anti-discrimination by colleagues (Kirby, Baranek and Fox, 2016). Having the ability to become a serving police officer is reliant on work related adjustments to remove disabling barriers which will then result in an inclusive workplace (Kirby ,2016).  According to Macdonald and Cosgrove (2020), there is a significant number of individuals who do not disclose having dyslexia to the police service throughout their career, it could be argued that perhaps stigmatisation or a question of competences could be a factor, it could also be argued that the disclosure process would be more affective if disclosure was completed within the recruitment process. There is seemingly no statistical information or evidence on the disclosure of ND within employment. Riddick (2000), suggests that no discloser of ND during recruitment, could result in a lack of support mechanisms. 

Removing the barrier to disclosure for ND and not being discriminated, could build more personal confidence and acceptability within the police role. It could also allow for more support when joining and continuing post induction. By breaking down the stigmatisation barriers, and making an opportunity for a more supportive approach, would also enhance development of individuals. Not disclosing neurodivergences, could lead to possible high levels of sickness, mental health, and well-being issues, (Macdonald and Cosgrove ,2020). ND should not deter individuals to join or progress within the police force, becoming a police officer in adulthood without having a formal diagnostic assessment of dyslexia could negatively influence well-being and mental health (Houdmont, 2013).Due to the lack of statistical information on the disclosure of being neurodivergent over the past 10 years, this helps to justify this research topic area.
 A study in 2019, based on removing disabling barriers in policing, specifically police with dyslexia, found that  21.5 % of the individuals had been diagnosed with dyslexia, (Macdonald and Cosgrove, 2020). This indicates that there is a challenge for all police forces to look at removing barriers for neurodiverse conditions with possible further updated research required to reflect other neurodiverse implications and to include additional screening of ND within the induction processes. 
The College of Policing (2024), are in the process of conducting research via John Moores University of Liverpool, to look at Modern Policing in the 21st Century. The aim of this study is, “to improve the inclusive culture and the environment for police officers and staff within law enforcements”, with an emphasis on disability and neurodiverse conditions. This adds to further strengthening this research topic as it indicates that the  findings of the forementioned research , aims to enhance the acceptance of inclusivity within the concept that it is not the impairment of dyslexia that causes problems but the “disabling environmental barriers”, (Macdonald and Cosgrove, 2020). 

Neurodiverse individuals think about and see the world differently, this can make them a strength to a team, improving how they do things with an aim to deliver exceptional services, (NHS,2025). A neurodivergent police officer joining and progressing through the ranks and departments should always feel supported in the knowledge that reasonable adjustments will continue through their career without stigmatisation. The NHS (2025) have provided evidence of the experiences of individuals, they were quoted as saying, “I don’t always have the energy, time or words to fully explain what it is like living with a neuro difference” and “I worry about people’s misconceptions”. According to NPAA (2020), a dyslexic officer on joining the police force stated that he struggled with the assessment process, specifically the writing and the theory-based approach, however found that he excelled in practical based learning and talking to the public with an ability to learn quickly on the job. It was reported  from  neurodivergent  police employees , that their learning difficulty provided both challenges and benefits to their post, going on to report that requested adjustments are not always being adhered to (Tromans et al., 2023). McDowall and Kiseleva, (2024), suggest the need of further research to address neuro-inclusion within education and the transition to work. 
2.4 Training /Entry Route/Support  
A study in 2020, gave clarity of the impact of dyslexia on the role of the police officer, highlighting concerns in relation to administrative tasks and time-scales to complete the work, however this was dependant of the support provided to the individual (Medhurst, 2020). Birzer and Tannehill (2001), noted a more student-centred approach to training delivery, would be beneficial to all learners. It is evident that a police officer with dyslexia, who is fully supported within their role can be helped and improve throughout training stages with transitions. Positive views of the role of a police officer with dyslexia have also been researched, namely “self in role” as it supports safe transitions and supporting mechanisms for improving quality (Medhurst, 2020). This fully supports the argument for a support structure throughout a police career.  
Following a review of the graduate entry route, Belur, Agnew-Pauley and Tompson (2020), suggest that best practice on teaching should be framed around 4 themes: student learning styles, the integration of theory and practice, teaching methods and assessment. The College of Policing (2024), within their diversity policy have stated “By recognising and valuing individuals’ unique differences, we will be better placed to develop understanding of individuals”. Furthermore, this would help to sustain the employees and build a more positive work force with no discrimination.  
Currently, there are four routes to join the police force: Police Constable Degree Apprenticeship, Police Constable Entry Programmes, Degree Holder Entry Programme and the Degree in Professional Policing. 
These routes provide a diverse opportunity to join the police force, with a recognition that successful learning is best achieved by utilising a range of training methods, (Hirst, 2024). Belur, Agnew-Pauley and Tompson, (2020), advocated this, suggesting there is no evidence on how good practice and diversity could be integrated within the methods for neurodivergent police officers being fully supported. Hirst, (2024), also suggests that training programmes must recognise that student learning and the success of the learning can be achieved by adapting methods for the diverse abilities of all recruits including those who are neurodivergent. It would be interesting to know if the Equality Act (2010), is impacting on changes needed, or if indeed there is any breach of equity or inclusion within the Act. Blumberg et al (2019), suggests that the issue of learning and not supporting individual learning styles, is also prevalent across the border, going on to suggest that the format of recent training lacks attention to individualism, and pre-existing interpersonal skills. A solution to build rapport  between the police and community is often the potential of having a more diverse police force, building diversity does present barriers to pursuing a career in policing including the need for higher trust in policing , building positive perceptions and being fair to increase the motivation to join (Vermeer et al., 2020).
Negativity of police learning and their ability to perform tasks, is often poorly challenged and influenced by the current culture and hierarchy within the police force. Work pressures and operational demands can emphasise the issues causing stress for the individuals, resulting in poor work standards (Andrews ,2023). This also impacts negatively on the students learning experience, which could influence actions in decision making. As suggested by Armstrong, (2015), it is important to recognise both strengths and weaknesses of new recruits and their abilities. 
If ND is not recognised and supported within the police force, the impact could reflect how new recruits also interact with the public. This could also have both a negative and positive affect, negative because of the lack of understanding of the “ND model”, and positive because of individuals’ personal experiences. Thacher (2024), argues that “we should view disability not as a property of individuals with certain impairments but as a property of society that has failed to accommodate them”. Line managers of police recruits need more information on ND, so that it can support them to fully understand their role and expectations on them (Pope, 2024).   
Current training practices, could be challenged in terms of the delivery of training strategies as research states this doesn’t also work for neurodiverse students. It also requires a cultural and diverse balance in the infrastructure for police organisations (Wood, 2020). This concept is also recognised by Andrews (2023), who suggests that negativity toward the police qualification is improving, however negativity of police culture still requires a positive approach to support operational pressures.   

 2.5 Summary 
In summary, research suggests that the need to recognise and address ND is prevalent for all police officers. Equity and culture of learning will help to reduce stigmatisation of neurodivergent individuals. Police officers who are new to the role and as well as existing police officers need to feel able to disclose being neurodiverse which should be fully accepted. Neurodiverse officers should be given reasonable adjustments within their role to help and support. Training given to all recruits needs to provide individualism and take into account different learning styles. 

Chapter 3 Methodology
3.1 Introduction 
This chapter will provide an overview of the research methods employed for this dissertation. The structure will outline the ethical commitment, followed by a detailed explanation of the methods used and the justification of the methods. 
3.2 Ethical Practice 
Ethical Approval (EA) has been sought and awarded. All ethical standards were followed which ensured conformality. EA feedback received questioned the method distribution of the survey, this was amended. The research conforms to the Well-being of Future Generation (Wales) Act 2015, (Davies, 2016). Factors to increase the response rate of the methods have been considered and both will include a clear design and layout. The aim of the responses to both the survey and interviews will be made clear, participants participation is valid, the process and the questions being asked will be made clear and concise (Boynton, 2004). 
[bookmark: _Hlk193284909]The survey will be distributed via the Microsoft platform, to ensure anonymity of data. The questions will relate to job roles, the rationale of the questions will provide participants with confidence that their participation and responses will be valued.  
The interviewees will be provided with the questions before-hand, to support ethical and reflective practices, and provide an opportunity to review the questions. Both interviewees supported the teams’ approach to interviewing which avoided ethical concerns relating to ability and possible location issues (Alsaawi, 2014). 
3.3 Research methods 
A mixed-methods approach to data collection will be adopted, including:
· Survey
· Interview 
These methods have been chosen to provide both quantitative and qualitative data responses, as it provides a greater scope to investigate through both numbers and words (Almalki, 2016).
Survey 
The survey questions will be specifically related to job roles of police students, officers and tutors. Likert rating will provide quantitative data, exact responses will provide qualitative data. The survey will be attached to an email, targeting approximately 15 police students and officers who are currently working in 1 police station within the Gwent area of South Wales. A specific question will be included for tutors to ascertain Individual recommendation for training and support (Watson and Vehmas ,2020).
 A tick box within the survey will denote if the individual has been identified as ND. 
The email will: 
-Explain the consent to participate, the process and also the right to withdraw. 
-Provide a time-line for completion 
- Highlight the procedures that will be in place to adhere to the storage, dissemination and control of data and include information regarding the protection of data as defined by the General Data Protection Regulation, (GDPR) 2016, and the Data Protection Act 2018, (Tikkinen-Piri et al., 2018).
Conducting the survey through a social media network platform, will allow for fast distribution, and collection of data, which will meet the GDPR for the digital environment (Tikkinen-Piri et al., 2018). 
There will be no more than 6 questions for the interview. (see example below)
Example: 
Can you tick the box or boxes that relate to your role 
Student:  Box here          Qualified Police Officer: Box here      Tutor: Box here               followed by: Are you formally diagnosed as being Neurodivergent?   yes or no 
Questions – A Likert number scaling system of 1-10 will be utilised, (1 being poor, 10 being excellent), will be adopted, as a tested system to simplify data from individuals (Stratton, 2018). Although the data produced through the Likert is often argued as being in order due to the scaling (Harpe, 2015). The respondent is likely to be positive if the research topic applies to their role (Stratton ,2018). 
Example of rating question: How would you rate the training that you received during your training to become a police officer? Followed by, if you scored between 1 to 4, can you please provide a free text sentence as to (Why) this was your score?
A tutor only question will help to determine the need of further guidance and training required to support neurodiverse students. For example: Do you perceive the training that you have received to tutor, to be suitable to support neurodiverse students? Free text response required  
Interviews   
Although interviewing can be time consuming, it is recognised that data obtained at interviews can prove to be “rich and deep “in the content (Alsaawi, 2014). This method has been chosen as only 2 interviews will be conducted. The interviews will be targeted at the known ND leads within the Gwent police force. Both individuals are involved in both theory and practical learning for new police recruits. The interviews will provide a valid response that is specific to their current job role. 
The aims of the questions being asked will focus on: 
-exploring what learning support is available for all students (including ND) 
-to identify if the current support and policies for training, provide equal opportunity and diversity   
The interviews will be planned to take no more than 1 hour each. Interviews will be held via teams to avoid journeys and to reduce time and enable the collection of data via recordings. Consent to gather recorded information will be gathered prior to the interview. Consent will be required again at the interview, along with the information regarding anonymity and GDPR regulations. The conducted interviews will be confidentially stored following GDPR procedures for data analysis. All data will be destroyed once the data has been summarised or in the event of individual withdrawal. Both interviewees will be reminded of their right to withdraw at the start and end of the interview. 
Questions will be prepared and provided prior to the interviews, allowing for the interviewees to think about their responses to enhance the data quality. Follow-up questions may be used during the interview if required for exploration purposes.   

3.4 Data Collection 
[bookmark: _Hlk193289397]Thematic Analysis (TA), a proven tool, will be used to analyse data and further assist in exploring the findings of the data collected (Clarke and Braun, 2017). Both qualitative (word) and quantitative (number) data will be analysed. Being able to explore the quantitative data will provide the opportunity to compare data with researched facts, for example, we know that being neurodiverse affects 1 in 7 people in the UK, (NHS, 2025). Does this numerical data reflect the results of the survey findings. By asking open questions at the interview, for example: What training methods work well to deliver training for neurodiverse students both during training school and into the tutorship phase? , will provide details to look at what is deemed as best practices and suitability as Belur, Agnew-Pauley and Tompson (2020), suggest best practice on teaching should be framed around individual student-learning styles, the integration of theory and practice, and teaching methods and assessment. 
Semi- structured interviews for the 2 neurodiverse leads will be transcribed. The data will form the basis of findings and will include actual responses to support the findings (Clarke and Braun, 2017). The TA of data will be related to police training, being 3-years of probation period and beyond. All themes will be supported by exact responses through the means of quotations provided at interview and also through the free-text-data within the surveys.
3.5 Limitations and potential problems 
Specific data (names) of formally diagnosed neurodiverse police cannot be extracted EA and GDPR.
Potential work demand problems relate to possible low response numbers. 
Although stigmatisation has been researched to formulate this survey, questions will not be asked to individuals due to EA and GDPR.  

Chapter 4 Analysis of results
4.1 Introduction
The purpose of this research is to explore what learning support is available for all police students and to identify if the current support and policies for training provide equal opportunities and diversity to support ND students. Four main objectives were constructed:
1). To identify roles of police officers within police force training.
2). To investigate the systems that are currently in place for students to disclose their ND.
3). To explore the training and support that is provided to students who are ND.
4). To evaluate police policies on the diversity of new recruited police students. 

4.2 Participant Demographic 
15 surveys were distributed to police officers within 1 police station in Gwent, South Wales.  The roles of the police officers reflected students, tutors and qualified police officers. 2 individuals who head and lead on policy for ND with Gwent Police were asked to be interviewed. 
 8 out of 15 (53%), surveys were completed, 2 out of 2 interviews were conducted (100%) return rate.  

 4.3 Survey  
Questions 
1)How would you rate the training that you received to become a police officer. (Quantitative) 
Why have you scored the training at x. (Qualitative)  
2)If you are a tutor, do you perceive the training that you have received to tutor to be suitable to support neurodiverse students 
3) If you are still in your probation period, how would you rate your training and support received during the first 6 months of training    
Why have you scored this a x 
4)On a scale of 1- 10 (ten being excellent), how would you rate the ongoing support that you receive within your daily post? 
Why have you scored this x 
In the box, please add any further responses that you would like to voice in connection to Equal Opportunities and ND, related to training and ongoing support received   



Figure 1 – Job roles and numbers of individuals diagnosed as being Neurodivergent 

Figure 1 shows the breakdown of the 8 returned survey responses. 5 of the 8 returned, indicated as having been diagnosed as ND.  2 of the 8 were tutors 
 
Figure 2 -Likert rating representing the training received to become a police officer  

Table 1 – Responses to represent the training received (Figure 2) 
	P1
	“I feel that it could have been a lot more practical based and allow students more opportunities to learn within a live situation”

	P2
	“Due to when I was in training this was where I was diagnosed with dyslexia and it explained a lot”

	P3
	“I did struggle with the classroom but managed to pass everything”

	P4
	“Good training but room for improvement, because the processes have been difficult and slow to get help”

	P5
	“I feel like the majority of the training is theory based rather than looking into depth of the day-to-day ongoings of the police” 

	P6
	“Not enough practical training”

	P7
	“I feel that there was an over emphasis on learning to recite laws verbatim, however more training needed to be given on the actual day to day job. There was a massive lack of training when it came to casefiles”  

	P8
	“Training is great but I feel as though your development as a police officer depends entirely on your shift, your tutor and yourself I think are the three main components – effective management and a good team environment is ideal”











Figure 3 – Responses of 8 participants: How they would rate ongoing support in their daily post (after probation). This question was asked to ascertain what on-going training is received.
 


Table 2 – Responses to reflect Figure 3
	P1
	“I have been offered further support since being posted and this is regularly reviewed with my line manager” 

	P3
	“It is down to individuals to learn a new role and very little posts have formal training”  

	P4
	“Supervision is fab but the process is just slow and difficult”

	P5
	“I feel like I am currently supported by my line manager and colleagues” 

	P6
	“Direct line managers have been supportive” 

	P7
	“Support is limited, it is acknowledged that officer numbers are low, and demand is high, yet, you are still expected to progress very high workloads” 

	P8
	“Good support generally in my role on the neighbourhood policing teams, inspector and SGT are great and extremely approachable”


 



Table 3 – Response to: Please add any further responses that you would like to voice in connection to Equal Opportunity and ND relating to training and ongoing support received 
	P3
	“GWP is far more aware of ND and officers and staff are more open about their diagnosis”
“The culture has very much improved and in comparison, to other organisations we are doing good work but there is still a lot more to do”

	P5
	“More training for tutors with the knowledge and experience of equal opportunities and ND” 




4.4 Interview 
Qualitative data  
Questions  
1) Can you tell me what your role is within police recruitment and training? 
2) How does this role support new recruits who may be neurodiverse? 
3) What training and support do you personally receive to conduct your role?   
4) Tell me what policies (The Equality Act, 2010) are in place to support the training for neurodiverse students?  
5) What training methods work well to deliver training for neurodiverse students both during training school (initial 6 months) and the tutorship phase following? 
6) Is there any other information that you would like to share with me to support my research? 

4.5 Analysis 
Figure 1 – 62.5 % of participants have been diagnosed as being ND. Responses received, indicates more practical training and less theory based is required which corresponds with the percentage of ND. 
Figure 2 -100% of participants rate the training received to become a police officer as between 5 and 9 on the Likert scale, reflecting positivity for current practices, responses provide the evidence to support more practical training.   
Figure 3 – A mixed response to ongoing support, a lack of support for specialist training. 
A TA of the qualitative data of the responses of both the survey and interviews have results in the production of 4 themes: 
1- Support and training provided to student police officers identified as being neurodiverse 
2 – Training received to heads and leads 
3- Legal Requirements (The Equality Act, 2010) 
[bookmark: _Hlk193383040]4- Future suggestions for ND Working Strategy 

Chapter 5 Conclusion and Recommendations 
5.1 Thematic Analysis (TA)
The following tables (4-7), represent the findings of the TA for both the survey and interview responses. Survey participants denoted by (S), and Interview participants by (I). 



Table 4: Theme 1: Support provided training provided to student police officers identified as being neurodiverse
	P1 (I)
	“My role is to support ND officers with front line policing”
“Operational stuff is primarily led by myself and there is also support from the Wellbeing team”
“As it stands there is no specific methods for coaching/teaching ND students as set out in policy”
“The tutor phase therefore has to be tailored to their needs. Assessment should also be tailored and not benchmarked the same as all the others” 

	P2(I)
	 “Anyone that is recruited into Gwent Police is told about our network so we can offer support”
 “They can meet other individuals in the organisation that are perhaps further along than what they are so they can buddy up and can meet other neurodivergent officers that can support them”

“Also, I would advise and help around restrictions and reasonable adjustments for the force”
“If individuals are really struggling, they're advised to come to us with their bespoke issues”
“Is not one-size-fits-all, so it's a very bespoke service to those new recruits”
“Generally speaking, we don’t tend to get involved with most recruits, it’s the ones that are struggling in the training area that I will assist and support and it’s like a kind of advisor and mentor”
“I am in a role to try and support as many people as possible during their student phase”
 “I think training has to be the way it is, but we need to think about adjustments for specific people”

	P1(S)
	“I feel that it could have been a lot more practical based and allow students more opportunities to learn within a live situation” (Taken from Table 1)

	P2(S)
	“Due to when I was in training this was where I was diagnosed with dyslexia and it explained a lot” (Taken from Table 1)

	P5(S)
	“I feel like the majority of the training is theory based rather than looking into depth of the day-to-day ongoings of the police” (Taken from Table 1)

	P1(S)
	“I have been offered further support since being posted and this is regularly reviewed with my line manager” (Taken from Table 2) 

	P3(S)
	“It is down to individuals to learn a new role and very little posts have formal training” (Taken from Table 2)

	P4 S)
	“Supervision is fab but the process is just slow and difficult”



[bookmark: _Hlk193382952]Table 5:  Theme 2: Training received to heads and leads and tutors  
	P1
	“I deliver an awareness session to new tutors to help them prepare for tutoring ND students on what I would class as best practices”
CPIA- disclosure. 
“Under this the prosecution are duty bound to disclose anything that undermines the prosecution case”. “It is unclear if an officers ND would come under this, if any given officers short term memory directly affects them as part of their condition, but they are witness to something live and then write a statement 4 or 5hrs later, should this be disclosed?” 


	P2
	“The trainers will contact myself for specific support around individuals that may be neurodiverse and haven't gone on that diagnostic pathway”

“They, the trainers will come to me for advice around reasonable adjustments” 
“By trying to make reasonable adjustments for them and by explaining to line managers and the organisation how their condition(s) will affect them directly in the world of policing”
“I had training as dyslexia work based assessor, so I helped set up that in Gwent Police”





Table 6: Theme 3: Legal Requirements (The Equality Act, 2010)  
	P1
	“Other than the Equalities act Gwent Police has no ND policy”.


	P2
	“So initially I didn't receive any training to assess, I now have a formal qualification that allows me to test”

“I sit in a lot of professional meetings, so if I don't have the knowledge, I've got a lot of networks behind me such as the Neurodiversity team in the Welsh Assembly and in the local councils”

“The only formal training I've been given by Gwent police is the dyslexia-based work assessor”

“Completing training around ND in the workplace, will just expand on my knowledge of the dyslexic one because it has been something that's been highlighted as a risk that I haven't got formal qualifications”.

“Every policy that we have in place in Gwent Police has to have a quality impact assessment”, the policy impacts on all protected characteristics and within it, it says about disability, including ND”  

 “All policies cover the Equality Act and neurodiversity specifically”

“All the policies for example will have the pathways there around disabilities and ND”

 “It does say ND as well as disability because some people don't class themselves as disabled if they are neurodivergent”

“Generally, how it works is that there's best practise in individual forces and there's people like me in other forces that are pushing best practise and bringing stuff into play, it's not necessarily led by the forces or by the College of Policing”


	P3(S)
	“GWP is far more aware of ND and officers and staff are more open about their diagnosis”
“The culture has very much improved and in comparison, to other organisations we are doing good work but there is still a lot more to do” (Taken from Table 3) 

	P5(S)
	“More training for tutors with the knowledge and experience of equal opportunities and ND” (Taken from Table 3)





Table 7: Theme 4: Future suggestions for a ND Working Strategy  
	P1
	“I have done bench marking with other forces in England and Wales and can assure ND officers we are ahead of the game” 

“We currently have around 36%-40% of the workforce that are ND (new students only) and this only covers dyslexia as that’s all we test for in house”

	P2
	“There is a gap with the training that is out there because we can only test for dyslexia and not another neurodivergent” 

“I believe the college of policing need to recognise neurodivergent further and set compulsory training”  
“The trainer checking up, having more regular one to ones with that student providing overlays if they needed or tinted track on the laptops”
 
“The College of Policing really need to be direct in police forces to support best practices and this is what forces should be doing” 

“I think that there should be a ND lead in every police force that is full time, this is another thing I’ve advocated for because we don’t have one”




5.2 Findings from TA 
Theme 1/Table 4: Findings suggest that there is a lot of support for police students, there is also recognition of the need to provide reasonable adjustments (Macdonald and Cosgrove, 2020) and (Medhurst, 2020), to explore further opportunities to support and identify ND (Macdonald and Cosgrove, 2019). It is apparent that the training and support received at induction by ND students requires further formatting and adaptation to meet individual Equal Opportunity needs (College of Policing, 2024).
Theme 2/Table 5: Findings suggest that tutors do receive training to support students. Reasonable adjustments are being made when reacting to learners specified support needs, suggesting that there is a commitment to remove barriers during recruitment and training processes (Braumer and Frueh,2021).  Partner agencies such as CPIA, also need to be made aware of ND implications, having combined strategic policies (Medhurst, 2020). 
Theme 3/Table 6: Findings suggest that although the Equality Act 2010 does represent diversity and disabilities, there is currently no formal strategic approach from The College of Policing. ND has been placed within disabilities which is not easy to define (Dwyer, 2022), as developmental differences are not prevalent to societal norms (Shah et al., 2022). 
Theme 4/Table 7: Findings highlight the need for a police force strategic approach to ND in recruitment and training. This includes appointing a lead who has the opportunity to address current systems for training and assessment. Currently, Gwent police are only testing police students for Dyslexia. 
5.3 Recommendations 
The aim of this study was to:
· Explore what learning support services are available to ND student police officers while undertaking the professional police degree. 
· Conduct an exploration on student police officers’ experiences of the learning support for those police students with ND.  
· To identify if the current learning support policies within the police service provide student officers with an equal opportunity during their learning.  
Findings suggests that support services are available within Gwent Police to fully support dyslexic police students, due to the screening process in place. It is evident that this support also continues post the initial learning phase. It is also evident that further work is required to fully incorporate all ND recruits to provide an inclusive learning opportunity being embedded into police partner agencies (Siberry, 2020) and (Medhurst, 2020). 
Recommendations include the initiation of inclusive ND screening that will result in an early diagnosis to support an individual strengths’-based approach, combining neurological and practical based learning (Sewell and Park, 2021). It would also eliminate the need for disclosure of ND, which could negatively impact on stigmatisation and improve on mental-health and well-being (Macdonald and Cosgrove, 2020).   
Although the Equality Act 2010 is being adhered to, evidence suggests that more strategic work is required to embed ND throughout policies and guides, making clear guidelines and pathways to support the umbrella term ND (Mc Dowall and Kiseleva, 2024). Recommendations for further research into strategic training approaches within the police is required for tutors, students and qualified police officers, to ensure a student-centred approach is adopted (Birzer and Tannehill, 2001). 
It is also recommended that ND has a clear pathway for recruitment to ensure that legal requirements are met (Kirby and Welsh, 2016). A better understanding for ND students is required, as ND is not a concept fully understood by the police or considered a priority (Siberry ,2020). All policies should aim to highlight the positive attributes of different neurocognitive functioning, to value the unique differences of individuals (The College of Policing, 2024). 
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Chapter 7 Appendix

7.1 Consent Form 

CONSENT FORM 

The aim of the research is to explore the learning support and training methods currently being provided during the studentship and beyond for new police recruits.  
The interview questions will focus on the aims of the research project:
· To explore what learning support is available for all students 
· To identify if the current support and polices for training, provide equal opportunity and diversity 
Disclosure – Any information gathered within the interview process will be kept anonymous and only be used for research purposes. Once the information has been gathered and collated into data, all notes taken including recordings will be deleted   
You have the right to withdraw from participating into this research at any time up to final submission date-   21/03/2025 
A full list of the questions that will be asked at the interview is also attached  

I …………………………….…. give my consent to be interviewed for the purposes of the research project as mentioned above. I understand that my involvement is anonymous, my name will not be added to any data collected. The interview will be held via a team’s meeting, this will be recorded for transcribing purposes. I also understand that all the information gathered will be destroyed. I also understand that I have the right to withdraw from participation at any time up to 21/03/2025. 
Name ……………………………. …..
Signature ………………………………Date…………….

If you have any queries or questions, please email me  


7.2 Survey questions 
Survey Questionnaire

Thank you for your time in completing this short survey, this should take no more than 5 minutes to complete 
The survey is totally anonymous, no need to add your name 

Can you please tick the box or boxes that relate to your role 
 
Student        BOX                        
Qualified police officer     BOX
Tutor       BOX                             
Are you formally diagnosed as being neurodivergent   YES OR NO    
  
[bookmark: _Hlk193545071]1)On a scale of 1 to 10 (ten being excellent), how would you rate the training that you received to become a police officer.  1 to 10
Why have you scored the training at x 

2)If you are a tutor, do you perceive the training that you have received to tutor to be suitable to support neurodiverse students 

3) If you are still in your probation period, how would you rate your training and support received during the first 6 months of training   1 to 10 (ten being excellent) 
Why have you scored this a x 

4)On a scale of 1- 10 (ten being excellent), how would you rate the ongoing support that you receive within your daily post? 
Why have you scored this x 

In the box, please add any further responses that you would like to voice in connection to Equal Opportunities and ND, related to training and ongoing support received   
Comments box 

Thank you for your time today 



7.3 Interview Questions 

Interview Questions 
The aim of the research is to explore the learning support and training methods currently being provided during the studentship and beyond for new police recruits.  
The interview questions will focus on the aims of the research project:
· To explore what learning support is available for all students 
· To identify if the current support and polices for training, provide equal opportunity and diversity 
The interviews will be planned to take no more than 1 hour, see questions below and held via teams to avoid journeys and to reduce time. Teams will also enable the recording of the interviews. 
Interview Questions 
7) Can you tell me what your role is within police recruitment and training? 
8) How does this role support new recruits who may be neurodiverse? 
9) What training and support do you personally receive to conduct your role?   
10) Tell me what policies (The Equality Act, 2010) are in place to support the training for neurodiverse students?  
11) What training methods work well to deliver training for neurodiverse students both during training school (initial 6 months) and the tutorship phase following? 
12) Is there any other information that you would like to share with me to support my research?  

Thank you – Any queries or questions, could you please contact me 




Likert rating of training recieved to become a police  officer 

P1	P2	P3	P4	P5	P6	P7	P8	6	8	8	7	5	7	5	6	P1	P2	P3	P4	P5	P6	P7	P8	


How would you rate ongoing support in your daily post ?  

P1	P2	P3	P4	P5	P6	P7	P8	9	8	2	8	8	9	3	8	P1	P2	P3	P4	P5	P6	P7	P8	


Summary of returned surveys , including roles and numbers of those diagnosed as being Nuerodivergent 

Replied Participants 	Student police officers 	Qualified police officers 	Tutors 	Diagnosed as being Neurodivergent 	8	1	7	2	5	
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