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[bookmark: _Hlk103840968]This report aims to support the Learning and Development department at Gwent Police in assessing the workforce's knowledge, skills, and attitudes and identifying learning needs for achieving the organisation’s strategic objectives. The Gwent Police aims ‘to work towards a representative workforce that is reflective of the demographics of Gwent and ensure that everyone working for the organisation is treated fairly and without discrimination (Heddlu Gwent Police, 2018). 
There is a need to engage all management levels to help support diversity and create a more inclusive organisational culture to achieve this objective. The internal assessment of the organisation revealed there is a lack of knowledge regarding how management can support employees with protected characteristics. This research found that neurodiversity was not a concept understood by the police staff and management, nor was it considered a management priority. The language used by police is predominately neurotypical. Moreover, neurodiversity is confused with mental health and vulnerability. Neurodiversity needs to be embedded in police organisations through tokenistic initiatives and structural, cultural and linguistic change (Siberry 2020).
Through the organisational analysis, the researcher recognised the facilitators and the barriers which supported making decisions on the relevant learning resource to suit organisational needs and objectives. The biggest challenge for the L&D team at Gwent Police is chronic staff shortages. Additionally, police constables are overloaded with work. Therefore, constables do not have time to accommodate lengthy training into their busy work schedules. The technology helps overcome the challenge and enables to provide the learning resource, which can be accessed from any place and any device so that the police constables would not have to take time from work. 
Findings lead to an action plan which includes recommendations for the learning resource selected suitable for the learning need. To create a practical, relevant and engaging individual-centred learning resource, the researcher considered the aspects and theories of adults’ learning.  This useful digital resource has been dedicated to bottom management and will be available at the point of the need. This learning resource should help management understand neurodiversity better. The action plan demonstrates that the resource is cost-effective and time-efficient. 
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[bookmark: _Toc104380841]1.0 Introduction   

The Government exerts growing pressure on organisations, especially the public sector, for diversity and equality (Palmer, 2021). The underrepresentation of diverse communities in Gwent Police’s workforce is concerning. The organisation emphasises supporting individuals from Black, Asian and Minority Ethnic  (BAME) and Lesbian, Gay, Bisexual, and Transgender (LGBT) backgrounds. However, hidden disability is undersupported. Neurodivergence is relatively common (Kent Police, 2021), but there is a lack of understanding of neurodivergence in many workplaces. Therefore, Gwent Police should ensure neurodivergent staff feel valued, part of the team and supported to perform better at work and have equal opportunities to progress to higher positions and contribute fully towards achieving organisational goals. The Human Resources department leads the successful campaign to improve diversity and provide support for individuals with protected characteristics in the organisation through recruitment strategies and positive action. The learning and Development (L&D) team also promotes and adheres to Gwent Police’s Strategic Equality Plan to support the development of a diverse workforce. However, the organisation needs to attract management and employees that share goals to improve inclusive culture.
Performance management is a tool which enables managers to monitor and evaluate employees' work. (Shift, 2021). Performance management indicates the individual’s knowledge gaps and where effort should be focused on decreasing or eliminating this gap (Bersin, 2017). 
This report aims to recommend a suitable learning resource for managers to sufficiently support neurodivergent staff and increase their performance. This cost-effective method enables the organisational goal to be achieved, creating a coherent team, inclusive culture, and retaining talent to attract a more diverse workforce (Livadeas, 2022). According to Kent Police (2021), an inclusive workplace demonstrates the employer’s commitment to diversity and inclusion, reduces neurodiversity stigma, empowers and supports staff to disclose neurodiversity, and establishes a fair treatment of neurodiversity. Additionally, provide access to potential candidates that might be overlooked, retain a skilled team and reduce recruitment costs.
Moreover, by making management and staff aware of hidden disabilities, the organisation can avoid costly discrimination cases and fines (Price, 2022; Taylor, 2022), eliminating poor organisational reputation.
[bookmark: _Toc104380842]2.0 Main Findings.
Both the external and internal environment were analysed, which enabled the recognition of the learning need for Gwent Police. 
[bookmark: _Toc104380843]2.1 External factors impacting the L&D at Gwent Police
PESTEL analysis was used to recognise external factors affecting the L&D at Gwent police. 
The fast-changing organisational environment, recent turbulences in the market,  inflation, uncertainty caused by the pandemic and the military conflict in Ukraine, emerging technologies, different generations in the workforce, and shorter shelf life of knowledge; all have impacted Learning and Development activities (Brittain-Catlin, 2020) and triggered the need for the constant reskilling and up-skilling of the workforce.
[bookmark: bbb0115]Coronavirus has had a massive impact on how businesses operate, and the L&D department is not exempt (Brittain-Catlin, 2020). During the pandemic, The Government restriction encouraged working from home, which generated the need to develop online resources available from any place and on any device (Office for National Statistics, 2021). Most organisations had to replace face-to-face training programs with less intrusive, more flexible, and more performance-driven activities. The Gwent Police was able to continue with essential face-to-face training. Nevertheless, providing the training was challenging due to the limited ability to deliver courses, limited participants conducting the training and the increased recruitment process. Therefore, Gwent Police (2021a) maximised investments into new IT and Information and Communications Technology (ICT) systems. The application of ICT adds value to the teaching and learning activities by increasing effectiveness and assisting with the various dimension of learning platforms (Intellisense technology, 2019). The utilisation of digital technologies and social networking are increasingly being incorporated into L&D practices (Garrison, 2011). The rapidly changing landscape of technology tools (Kaufman, 2014) enables a synchronous or asynchronous learning experience. There are over 1,000 systems and tools for all kinds of learning (The Craig Weiss Group, 2017). This shift towards distance learning creates an excellent opportunity for any organisation. The Internet, search engines, and the growth of mobile computing provide employees with 24/7 access to rich the learning content much faster and cheaper. Social media started to gain popularity to share knowledge and expand the network of experts. 
Another external factor that drives a rapid shift from face-to-face programs toward digital learning is ecology and the climate crises. Employees can access the learning resource without the need to travel. Additionally, there is no need for paper handouts to be provided.
The Government put pressure on neurodiversity within the public sector because it is estimated that almost a seventh of working-age adults across the Great Britain population are neurodivergent  (Gwent Police, 2021b).  By law, neurodivergent individuals have the same protection as physically disabled individuals (Price, 2022). Therefore, they should be supported and reasonable adjustments provided. Unfortunately, the number of discrimination cases relating to neurodiversity in the workplace has dramatically increased. Therefore, L&D must ensure that all employees understand the challenges and sensitivities involved with working with individuals with different ways of thinking and learning (Bell and Loon, 2016; Joy & Kolb, 2009). In 2017, the House of Commons proposed that neurodivergent training should be mandatory for all police officers (Siberry, 2020).
In today’s labour market  (Taylor, 2019), there are noticeable chronic shortages of skilled individuals (Shackelton-Jones, 2019). Therefore many organisations recruit employees without experience and knowledge, and desired skills. This situation hugely impacts L&D as the time and cost to provide training are significantly greater. To increase talent retention, L&D started to play a more influential role in diversity activities.
[bookmark: _Toc104380844]2.2 Internal factors impacting the L&D at Gwent Police.

SWOT analysis was used to recognise the internal factors which impact the L&D at Gwent Police. The greatest strength identified is that Gwent Police is a learning organisation. The complexity of the police role requires ongoing education and a supportive workplace environment. The police deal with different people, different cultures and different tasks daily. Therefore, learning at Gwent Police is an everyday occurrence. The organisation developed a culture that supports continuous learning and development, which is demonstrated in one of the organisational values. Gwent police culture is characterised by open communication and employee contribution in decision making. All employees take responsibility for their learning. Having in place a thriving learning culture draws top talent to the organisation. In particular, millennials (Shift, 2022) strive to grow in their careers fast and expect to continuously build capabilities that keep them on the cutting edge of their profession. This creates a pool of motivated employees whose own career goals align with the organisation’s objectives. 
The threat which impacted the learning and development processes at Gwent Police is The Government’s annual budget cuts. The funding has become even tighter due to the coronavirus crisis. Now, more than ever, support from more experienced colleagues is vital. Mentoring became an integral part of the police culture, where employees naturally foster knowledge sharing. Most importantly, this method is cost-effective. This informal and social learning also has disadvantages. There is a threat that more experienced constables can teach recruits bad habits developed through years of work that do not always adhere to the formal policies and procedures. 
As the police is a 24/7 service, it is essential that access to the learning materials is available and from any device. Gwent Police (2021) is an advanced technology organisation, which means they are accustomed to a technology-driven training mode. All staff access digital technologies and organisational devices like computers, laptops, and mobile phones. Employees have unlimited access to the Internet, which means constant access to digital learning materials. Trainers have the knowledge and skills to use digital tools and resources to support employees in achieving learning objectives. ICT is used effectively in the Gwent Police and enables individualised training programmes (Ratheeswari, 2018). It also improves the quality of education by facilitating learning by doing, self-learning, problem-solving, information seeking, critical thinking, and the ability to communicate and collaborate (Ratheeswari, 2018). The technological aspect attracts the new generation entering the work, generation Z (Altman, 2017), born with devices in their hands and creating recent trends. Therefore, instead of e-learning is getting popular, m-learning.
These technological tools, which enable distance learning, are sufficient and cost-effective (Westmoreland, 2017). The police officer can access the material at a suitable time instead of taking time off work to attend in-class training. Gwent Police support self-directed learning by providing employees with different kinds of learning content for self-study. The E-Learning materials are available on the ‘NETCAL’ platform, to which all UK police forces have access. High-quality e-learning courses are adjusted to each type of learner and can be accessed from any device and at any time. This flexibility and asynchronous learning are essential, especially for special constables who volunteer for the police role and have their work commitments on top. Moreover, the IT support team is available for anyone who has a problem accessing the learning materials. 
Gwent Police place its learning resources on a Knowledge Hub called ‘THE BEAT’, a central library for storing the essential organisational information, documents, videos, guidance or training materials in a single location. To ensure that employees only access relevant content, there is different learning content for constables, staff and managers. Additionally, a notification is sent to all relevant teams via e-mail that a new resource is available.  The advantage of a centralised Knowledge Hub is that the information is held in one place, so there is no need to access several force applications to obtain the required data. That improves the decision-making process and reduces the time it takes to extract information. However, THE BEAT has been criticised for being too confusing. Documents are placed in alphabetic order, and employees need to search through the whole list to check whether it is a piece of information they are looking for. There is also a separate category with all random training videos put together. There are many resources that the constables can no longer access. As a result, employees waste time searching for the information. Another disadvantage of the Gwent Police Knowledge Hub is that the learning resources are not adjusted for mobile devices. 
[bookmark: _Toc104380845]2.3 Establishing Learning Needs.

CIPD (2021) suggests that identifying learning needs begins with knowing the organisation’s contemporary and future capability needs, goals and objectives. The next step is an assessment of existing levels of skills, attitudes and knowledge. This analysis enables to decide what learning is needed. 
A learning needs analysis at the organisational level helps identify learning programs to achieve the organisation’s objectives. Therefore, it is necessary to know what the organisational goal is. The Gwent Police Vision is that by 2025, the organisation will be a more diverse representative workforce to meet challenging requirements and improve customer service. Additionally, the organisation strives to improve diversity and emphasises disability awareness among the force. The current landscape of the neurodivergent officers at Gwent Police  (2021) is 2%, and the staff is 4%. Gwent Police promotes understanding of the benefits of cultural diversity through its training and development. However, the current mandatory training at Gwent Police is a ‘tick box exercise’, and the effectiveness is questionable. There is an initial training regards diversity. However, this training is focused mainly on LGBD and BAME individuals. The neurodiversity aspect is minimal. 
Gwent Police has been awarded for its work to build an equal and inclusive organisation for all employees (Gwent Police, 2021b). The organisation has proven that they have reached its goal by receiving such an award. 
The learning needs analysis at the job level indicates the gap between an expected performance standard for the job and the job performed. Examples of data sources that can be utilised at the role level are job description and specification, work performance standards, or analysis of operational problems. 
To adhere to the organisational strategy and Equality Plan, all departments and employees at Gwent Police (2021) must be able to work and provide a service to minority groups. They need to demonstrate that they can contribute to a fair working environment where inappropriate behaviour is not permitted.
The College of policing (2021) findings indicated that leadership is essential in driving diverse inclusion. Managers are responsible for the performance of their teams and employees. Therefore, to align to the organisational objective – to be inclusive culture –  management needs to know how to support all team members – including disabled, neurodivergent or employees with protected characteristics. A good leader who is confident about diversity provides a supportive working environment and creates the right culture. To meet the organisation’s objective, which is to increase diverse and inclusive culture, there is a need to conduct a gap analysis in terms of knowledge and attitude toward neurodiversity among management. The learning need for the job role means that the management must possess a knowledge of neurodiversity to be able to sufficiently support neurodivergent employees. Gwent Police (2020) has a policy in place on making reasonable adjustments for disabled and neurodiversity individuals. However, the management lacks knowledge of what adequate support to provide. 
Learning needs analysis at an individual level assesses how each employee performs in a job role. According to Bersin (2017), the difference between the expected and actual performance indicates the learning need. Examples of data sources that can be used at this level are appraisals, self-assessments, or exit interviews. According to Kolbs (1984), adults are self-directed in their learning process, but sometimes organisations need to direct their employees on what is essential. Additionally, according to the Dunning-Kruger effect, most incompetent individuals do not recognise their incompetency. Therefore, the learning gap assessment on the individual level sometimes needs to be conducted externally, for example, through management performance.
The learning analysis on the individual level has been assessed through observation, informal interviews and data from different forces. The College of the Policing (2021) recognised that some UK force’s attitudes toward neurodivergent staff are inadequate. Some bottom level management opinion is that ‘or you can perform the job, or not’. Therefore, they are reluctant to provide reasonable adjustments. 

[bookmark: _Toc104380846]2.4. Critical evaluation of contemporary methods to create learning resources. 

Shackleton-Jones (2019) suggests that many organisations address things that employees already care about through the creation of learning resources and performance support. Employees prefer to know what capabilities are required to develop. Additionally, they like to be provided with resources to acquire high-performance skills (Penfold, 2017). According to Dam (2012), many organisations still value this structured approach to learning. On the other hand, some organisations (Shackleton-Jones, 2019) create new care through the process of experience design. Best practice approaches are used in awareness-raising and learning events through sharing stories and hearing first-hand experiences. Shackleton-Jones,  (2019) suggested that the story format preserves the affective significance of information, enabling individuals to reconstruct it accurately. According to Clark (2021), the human brain remembers the events connected with emotions. 
Shackelton-Jones (2019) recommends that to create an effective learning resource is essential to use the pull rather than a push approach. Therefore, embedding perspective-taking and sharing stories activities is a best practice for Gwent Police to attract the attention of the managers and that they will take their own encounters for the learning.  
According to Dam (2012), employees seek knowledge and information to perform their jobs effectively. Informal learning occurs on the job through daily challenges, problem-solving, interaction with the team, and the use of the Internet. Informal learning is practical if these experiences are supported by on-the-job coaching and mentoring and supplemented with formal classroom learning programs. 
The physical classroom is an essential environment for L&D. The value of this learning method can be noticed by improving the organisational culture, building teams; practising new skills, exchanging knowledge and best practices across different individuals and departments; increase networking. Another benefit of physical classroom learning recognised by Salter et al (2014) is that employees dedicate time to focus on learning with limited disruptions from work. Additionally, this learning method enables employees to experiment with new ideas and concepts, practice skills in simulations, develop solutions for existing business issues, reflect on their performance, and turn their learning into new behaviours and actions. However, one of the biggest challenges for employees in today's business environment is setting aside the time to participate in education. Additionally, as has been marked in internal organisational analysis, the massive challenge for the Gwent Police is the chronic staff shortages. Therefore, the constables do not have time for the lengthy face to face training away from their desks. 
Training is a costly investment (Shift, 2021). Therefore modern L&D need to adjust the learning programmes to contemporary learners. Today’s employees learn non-linearly. When they find time, they learn on the job from any place and devise. Therefore, forward-thinking organisations create developing materials to reach employees where they are. Increasingly, police educators encounter teaching and learning opportunities beyond the classroom, with more content delivered online. E-learning programs provide solutions to unsynchronous education for large numbers of students, as the content can be easily distributed and updated. Learners gain control over time and place of learning, while programs provide automated real-time feedback for teachers and learners. According to Penfold (2017), it is essential to design learning materials integrated with the workflow to increase the likelihood of use, sharing, and results. E-resources can be in the form of short videos, diagrams and infographics, case studies with examples, or guidance on how to complete a task commonly. Videos are nothing new in the L&D world (Shift, 2021). Nevertheless, short videos are more effective than longer ones. Employees are looking for fast rich content that answers their questions immediately. The police officer who needs to find something important will not scan through 50 slides presentation or go through a 15-minute video. The police constable needs to find the answer quickly (Shift, 2021). This forces the L&D department to produce more concise and efficient visuals. 
Considering the lack of time in the busy work environment,  Bersin (2017) introduced an effective contemporary method: microlearning. This method creates learning activities that deliver a complete learning experience in just a few minutes. Microlearning resources elicit the application or use of content in performing work, as opposed to just being a training product with engaging, memorable content (Defelice, 2021). The benefit of microlearning (Hogle, 2022) is saving employees time and obtaining knowledge in learners’ hands faster. In today’s digital world, police constables use laptops, computers or mobile devices. Therefore, e-resources are sufficient for learning, as they are accessible from any device. Additionally, this coast practical approach to learning fits into the daily workflow of a busy police constable role, as employees are not being bogged down with long training activities or trapped in their seats for hours to go through lengthy, not relevant e-course (Defelice, 2021).
According to Albert Bandura’s theory (Dam, 2012), individuals gain knowledge more effectively when interacting and sharing knowledge with others. Social learning is sharing ideas and inspiring and motivating each other. Altman’s (2017) study from the Harvard School of Education agreed with this theory. It showed that individuals who learn in groups are more engaged and gain more knowledge than students who work independently. Social learning is about helping teams learn as they work, rather than taking them out and forcing them to endure a learning ‘experience’. Social learning in the contemporary world is the interaction between individuals utilising social media, like Facebook, Twitter, Linked in or other collaborative technologies to facilitate exchanges in knowledge dissemination and acquisition. Examples of contemporary social learning applications include serious gaming and simulations, online communities, work networking and expert directories, micro sharing, and interactive video. The most important benefits are the increased speed of access to knowledge and external experts. Additionally, this approach has helped organisations reduce costs, which is very helpful with the general budget cuts, especially in the public sector (Dam, 2012). This solution is essential for police officers who cannot constantly take time off to participate in multiple courses. By providing ways for employees to discuss and share details of their work across an organisation, they allow learning to take place where employees increasingly naturally congregate (Clark, 2021); a social, collaborative tool or learning network can be utilised at Gwent Police to create an internal group where managers can reach out to mentors and experts for advice when there is a need (Banner, 2017). According to Knowle’s andragogy theory, adults are self-motivated learners, and relevant goals need to be applied or specific problems solved. Adults are interested if something is relevant to them (Hargreaves, 2004). Irrelevant content frustrates 74% of learners. Therefore, when the neurodivergent team member joins the team, the manager will have access to a group of experts and the resource which provide guidance on supporting an individual. This way, the learning will be relevant and employees will no longer feel like they are being forced to take time out of work or their time to learn because the learning will be automatic.
[bookmark: _Toc104380847]3.0 Conclusion.

The growing pressure of The Government on diversity emerged the necessity for Gwent Police to create an inclusive organisational culture to increase the number of individuals with protected characteristics. Currently, the organisation places emphasis on the BAME and LGBT individuals and neurodivergent individuals are forgotten. Through the internal analysis of the organisation, it has been revealed that the organisation is a leader in diversity. However, there is a significant gap in the knowledge of the bottom management and staff with regard to neurodiversity. To support the organisation in achieving the strategic objective, there is a need to attract the management’s attention and provide sufficient support to increase knowledge and awareness. Knowing how to support individuals with protected characteristics will build a coherent team, inclusive and supportive organisation and attract a more diverse workforce. 
Gwent Police created a strong learning climate and culture that is open and flexible, enabling an organisation to adapt and prepare for facing changing environmental conditions  (Stewart and Cureton, 2014, p. 40). Police is a complex role, and with the skilled shortages, the part is even more challenging. Therefore, employees need to have quick access to information. The lack of time to attend additional training significantly impacts how learning resources are designed at Gwent Police. Whit a numerous -amount of mandatory training and information that constables need to gain to be able to do their job,  the extra non-mandatory training might be overwhelming. Additionally, budget cuts made that Gwent Police do not have financial resources to develop expensive learning materials. Physical class training is still the main form of training at Gwent Police. This popular method results in that individuals are learning much better with peers through teamwork, sharing the knowledge and experience.  However, E-course, face-to-face training, video, or gaming will not be suitable for the recognised learning need in a busy police environment. There is a need to design a learning resource that contains simple instructions on how to deal with neurodivergent employees so that management can access knowledge at the point of need. 
[bookmark: _Toc104380848][bookmark: _Hlk101520090]4.0 Recommendations 

After a critical evaluation of different and various options of available learning methods, the researcher recommends the learning resource that best suit the subject matter, the organisation’s requirements, and the learners’ needs and enables employees to perform quickly to a high standard. 
The recommended learning resource provides access to ‘look-up knowledge (Dam, 2012), which means that the individual does not need to remember a specific knowledge; just needs to know how to find it.
The recommended learning resource outlines the reasonable adjustment available for neurodiverse employees at Gwent Police and guidance for the management on how to best support those individuals. The guided learning resource presents content in short and manageable chunks. The learning resource is easy to navigate. The learner can choose a specific topic relevant to him at the point of the need and does not have to go through the whole content.
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 Additionally, the relevance of the learning resource means that when the neurodivergent individual joins the team, the manager will get recommendations to access this digital resource. Simultaneously, management will access a network of experts, mentors or neurodivergent individuals (reverse mentoring), where they can debate, explore the knowledge and share the information. This resource is supplemented with stories of mentors who helped and employees who received the help. In this way, the management better engages with the resource and feels the emotional attachment.  Making information personal or relevant through sharing enthusiasm would pull the attention to diversity ( Shackleton – Jones 2019).
The BEAT system enables sharing of resources with work colleagues, enabling the dissemination of knowledge faster and making the resource more useful (Dam, 2012). The user can decide to whom this resource might be relevant. The additional benefit of The BEAT has a forum, where employees can reflect, react and debate on a resource and connect ideas that increase engagement (Shift, 2021)
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As recognised in the SWOT analysis, BEAT is a good concept for storing all digital learning materials. However, it needs drastic improvement to find relevant information more accessible. Learning mapping could be an excellent tool to allocate all those learning materials. The researcher recommends creating separate categories and subcategories to group information and specific topics together to solve this issue. The new resource could be available under the variety of Diversity and Inclusion policies and resources. 
The recommended learning resource is deployed cost-effectively and does not interrupt the workflow. The impact and changes could benefit the whole organisation and team. The benefit of the recommended resource is that users do not need to take time off work, using the resource will not interrupt their workflow and their productivity remain (CIPD, 2021). The only direct cost is the resource design and facilitation of the Knowledge Hube – The BEAT. The L&D professionals will be responsible for creating and design this learning resource. Therefore, content production is cost-effective. Indirect cost is also minimal, as management using this learning resource is aligned with the workflow, and they do not need to take the es=xxtra time off.
The effectiveness could be evaluated by monitoring engagement with the resource. For example, how many managers viewed the content or the length of time engaged with the resource. How many users commented or found the useful information. 
However, the evidence for the effectiveness of this learning resource is limited and generally based on self-report data. 
There are numerous evaluation models. The most appropriate model to evaluate the recommended learning resource is Anderson’s Value of learning Model. Any other models of evaluation will be too costly and time-consuming. For example, only staff ‘reaction’ can be measured successfully for these learning resources in the Kirkpatrick model. Anderson’s Value of learning Model encourages focus evaluation on the alignment between the learning program’s goals and the organisation’s strategic goals. When goals are aligned, the L&D team can evaluate the success of the learning program in meeting those goals (Downes, 2016).
Another evaluation model that could be used is Brinkerhoff Success Case Method. (CIPD, 2021 a) this method involves finding ‘success cases where individuals or teams have benefited from the learning. Secondly, an SCM evaluation considers ‘non-success cases’ to discover managers who have found no value from the learning. This method is not a comprehensive evaluation. However, it is an easy and coast – practical approach to determine success and areas for improvement. And more suitable for the assessment of proposed resources. 
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