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Abstract
The aim of this dissertation is to investigate the support and guidance that officers with neurodiverse needs receive within South Wales Police. 
The researcher has carried out a critical analysis of the existing data held within South Wales Police regarding neurodiversity. 

The researcher has utilised existing academic literature and current statistics to assist with the investigation and conduct a survey. The survey provided questions to serving members of South Wales Police regarding their experiences with Neurodiversity within the workplace. 

The findings of the project identified individual’s opinions on the support and guidance that they receive within the force. Questions relating to the training and the support received were identified by the researcher. 
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[bookmark: _Toc208230691][bookmark: _Toc210403757][bookmark: _Toc208230692]Chapter One: Introduction 

This chapter aims to provide a broad overview of the support and guidance provided, surrounding neurodiversity and the police service, specifically South Wales Police (SWP).  Moreover, the chapter aims to explore the terminology ‘Neurodiverse’ by undertaking research into what neurodiversity entails. 
Chapter one examines the support mechanisms implemented by South Wales Police, to promote the well-being and professional development of the staff in the orginasation. 
This chapter introduces and outlines the three central objectives that guide this research. These objectives serve not only as the foundation for the study’s structure but also as key focal points for the analysis and discussion presented in subsequent chapters. 

[bookmark: _Toc208230693][bookmark: _Toc210403758]1.1 Background

[bookmark: _Toc208230694]The term ‘Neurodiverse’ has been significantly developed in recent years, despite having been conversed; the concept of studies in sociology, education, medicine, and psychology is ambiguous (Kamada, 2024). Neurodiversity is the neurological functioning of the brain which is known to affect many individuals. According to the Home Office, statistics display that, “Around 1 in 7 of the UK population is neurodivergent” (Government, 2021). Research will explore the figures and statistics on how many of the 1 in 7 neurodiverse people are in the South Wales Police force. Research defines neurodiversity as an umbrella term that encompasses dyspraxia, dyslexia, attention deficit disorder, dyscalculia, autism spectrum and Tourette’s syndrome; despite the term’s ambiguity (Clouder, 2020). 

[bookmark: _Toc208230695]Research displays that people fall into one of two categories of the umbrella term – Neurotypical and neurodivergent. An individual with standard or usual brain processing behaviours is referred to as neurotypical. Individuals whose brains develop or function differently than what has been considered as typical are referred to be neurodivergent (Office, 2024).
[bookmark: _Toc208230696]The research undertaken in this project relates to the support that police officers partake whilst being neurodiverse within the police force. It also explores the career progression of neurodiverse officers and whether they experience detriments or benefits in contrast to neuro typical officers. It aims to explore the gap in studies regarding neurodiversity within the police force. The necessity for the understanding of neurodiversity is essential, as mental health, race, gender and disability are widely discussed and supported within the police force, whereas neurodiversity is not well researched. 
[bookmark: _Toc208230697]Surveys into new recruits joining the UK police forces in 2022 were undertaken to gather information regarding whether the new recruits recognised themselves having a disability. The results of the findings display that, “12% of new recruits reported having a disability, compared to 8% in 2021” (Office, 2023). The term ‘disability’ referred to having any illness that impacts day to day abilities with the inclusion of the term neurodiversity.



[bookmark: _Toc208230698]                                           [image: ] 
[bookmark: _Toc208230699]Figure 1.1 - Charts showing disability, sexual orientation and religion of new recruits (Source: (Office, 2023)).

[bookmark: _Toc208230700]
South Wales Police currently have a network called the Neurodiversity Staff Support Network (ND SSN). The network acts as a point of support for neurodiverse colleagues (Police, 2025). Upon researching the statistics for neurodiverse police officers within South Wales Police, Human Resources (HR) have confirmed that information is not currently asked of individuals. There are currently no resources documented on South Wales Police systems surrounding this matter and there are no reports to offer statistics. 


[bookmark: _Toc208230701][bookmark: _Toc210403759]1.2 Research Rationale 

[bookmark: _Toc208230702]The researcher’s rationale behind this topic has become apparent due to the ever increasing diverse and complex communities that the police force serves. As stated in the Policing Vision 2025, “Policing must embed legitimacy, trust and confidence, underpinned by the Code of Ethics” (Council, 2025). Moreover, neurodiversity has become more apparent in recent years as research has developed. To serve a diverse community, it is critical that the police force seek to show understanding of neurodiversity and display transparency within the force. The employment of neurodiverse police officers displays a united front, better understandings and inclusion of the neurodiverse community. 
[bookmark: _Toc208230703] Over recent years, research into mental health has become evident, whereas there appears to be a gap in research surrounding neurodiversity. The aim of this dissertation is to investigate beyond the programmed statistic of police officers in South Wales Police who have identified themselves as neurodiverse. The dissertation seeks to explore the outcomes of individual officers who perceive themselves as neurodiverse but are currently undiagnosed and have not shared their perceptions which have become part of the statistic.  
[bookmark: _Toc208230704]Research will be acquired to explore the effects of neurodiversity in policing and the experiences of people within the police force who are neurodiverse. 

[bookmark: _Toc208230705][bookmark: _Toc210403760]1.3 Summary of Research Objectives: 

The aim of this study is to determine the statistics around neurodiversity within South Wales Police. It includes the support available for neurodiverse officers and the experiences of neurodiversity of people who are employed by South Wales Police. 
Questionnaires to collect data will display the findings and support the research for this project. 

· Objective 1: To identify the support available to police officers and police staff who are neurodiverse

· Objective 2: To identify the research method most suitable to gather data surrounding police officer’s views on Neurodiversity in the workplace.

· Objective 3: To collect and analysis data from Police officers and staff within South Wales Police regarding Neurodiversity
[bookmark: _Hlk188012685]




[bookmark: _Toc208230707][bookmark: _Toc210403761]1.4 Structure 

The project is structured into five chapters to ensure that each objective is accomplished. 

Chapter one has researched the term ‘Neurodiversity’ and outlined meaning of it by utilising current academic literature. Current statistics are outlined for new recruits who reported to having a disability. Chapter one includes research that displays statistics for serving members of South Wales Police which have been identified as not being held on their systems. The four research objectives for this dissertation have been summarised in chapter one alongside the structure of the study. 

[bookmark: _Hlk208318890]Chapter two is the literature review; this section investigates research surrounding neurodiversity and the typical behaviours associated with various neurodiverse traits.
This chapter identifies the Neurodiversity Movement which seeks to empower neurodiverse individuals (May, 2025) and the Equality Act 2010. Both pieces of legislation are in place to uphold the rights of neurodiverse individuals. 

Chapter three displays the research into the topic of Neurodiversity by undertaking surveys and exploring the statistics. This chapter concludes objective two. The framework for this project is based on the Research Onion developed by Saunder and the research approach is outlined. The time horizons, limitations and ethical issues are discussed in chapter three. 

Chapter four will seek to analyse the data concluded in the methodology and concludes objective three. This chapter provides percentages of the data collected from the survey and the perceptions of serving police officers. The support that officers receive is outlined as well as the training that is provided surrounding neurodiversity. 

Chapter five concludes the findings of the dissertation. The main findings of the dissertation are concluded, and recommendations are made to South Wales Police from the researcher. The achievements of the objectives are outlined in chapter five alongside further research which has been undertaken and any limitations that have been identified. The researcher has provided self-reflection in chapter five and the study is concluded. 



[bookmark: _Toc208230708][bookmark: _Toc210403762]1.5 Conclusion 

The first chapter has outlined the objectives of the topic – neurodiversity. It has stated the definition of neurodiverse, albeit its vagueness and has identified the core aim of the project. 
It has identified the recent findings of the low statistics from new recruits that identify as disabled and the aims and objectives behind the dissertation have been outlined. 


[bookmark: _Toc208230712][bookmark: _Toc210403763]Chapter Two: Literature Review
[bookmark: _Toc208230713][bookmark: _Toc210403764]2.1 Introduction

The purpose of this chapter is to critically analyse current research available on the topic, which seeks to identify the support and guidance that police officers with neurodiversity receive. The chapter aims to highlight the void in the studies surrounding neurodiversity and the police force and to identify research which is up to date and aligned with current practices. 
This chapter will review the legislation already in place to support officers in the force and consider if the legislation provides adequate support and guidance. 
This chapter investigates the first objective of the dissertation which is: 
· Objective 1: To identify the support available to police officers and police staff who are neurodiverse.

The key literature in the review has been scoped from secondary sources which have been obtained from the University of Wales Trinity Saint David’s (UWTSD) library which has been accessed online and google scholar. The sources obtained for the literature review are recommended academic resources and are obtained from academic journal articles, books and government reports. 
[bookmark: _Toc210403765]2.2 What is Neurodiversity? 

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

[bookmark: _Toc208230714][bookmark: _Toc210403766]2.2.1 The Neurodiversity Movement 

Disorders such as autism, ADHD, dyslexia and other neurological variances should not be perceived as deficiencies but rather as a natural part of the human experience (Swanepoel, 2024). Nevertheless, legal protections and rights for neurodiverse people, especially in the areas of employment, education and healthcare, have been implemented as a result of this increased awareness. 
Ensuring that neurodiverse people receive equitable treatment and equal opportunity, is largely dependent on neurodiverse legislation. The legislation refers to laws created to safeguard and assist people with neurological problems. 
E. Finke (2025) states that, The Neurodiversity movement which was founded in the early 1990’s, which aimed to prioritise research into neurodiversity and focused on reshaping narratives about autism. However, S. Kapp states that the “Term ‘neurodiversity’ originates from the autism rights movement in 1998, from Judy Singer” (Kapp, 2020). There appears to be some confusion surrounding the formulation of neurodiversity as research does not seem to outline a set time or date for the findings of the term. Rebeca Bayeh states that journalist Harvey Blume first used the term neurodiversity in print in the late 1900s (Bayeh, 2022). Given that the term neurodiversity has only come to light in the last 30 years, the research surrounding it appears vague. The vagueness of the key meaning of neurodiversity causes implications for researchers as it creates non- factual figures for research. 

[bookmark: _Hlk208320062]The Neurodiversity Movement seeks to empower individuals to value their differences and demand more ethical behaviour and acceptance within society (May, 2025). 
 Kapp states that the criteria for the eligibility for the Neurodiversity movement remains unclear and studies of the movement display that participants are uncomfortable about posing limits (Kapp, 2020). The limits for the term ‘Neurodiverse’ are not structured guidelines but is established from the umbrella term stated by Clouder (2020), in the beginning of this paper where ADHD, Autism and Dyslexia are included. Nobuo Masataka states that this may include other categories such as learning disabilities, which widens the gap for research into neurodiverse and neurotypical individuals. Masataka further highlights the importance of biodiversity, cultural diversity and brain diversity and states that neurological development is a normal human difference (Masataka, 2017). Despite Kapp highlighting the unclear eligibility for neurodiversity guidelines, The World Health Organization (WHO) recognise neurodiversity as a disability. An individual with a disability may be recognised as being limited in their activities or having difficulty carrying out a task or action with a participation requirement (Miranda‐Ojeda, 2025).

[bookmark: _Toc210403767]

2.2.2 The Equality Act 2010 

The Equality Act 2010 is a piece of legislation with the purpose of protecting individuals against discrimination. The act seeks to protect individuals with protected characteristics such as – 
· Age
· Disability
· Gender reassignment 
· Marriage and civil partnership 
· Race (Wadham, 2010)
This legal framework protects individuals in day-to-day life in addition to whilst in their place of work. The term ‘Neurodiversity’ falls under the disability category. 



[bookmark: _Toc208230715][bookmark: _Toc210403768]2.3 Neurodiversity and employment

Whilst there is a Neurodiverse movement in place to protect individuals, neurodiverse people still confront major obstacles, for example; Autistic adults face multiple barriers to accessing and retaining employments (Morris, 2025), resulting in significant rates of underemployment amongst the neurodiverse community. Cynthia May states that even when qualified, neurotypical individuals are more likely to be hired than candidates with autism spectrum disorder (ASD) (May, 2025). Jantje Schuurmans solidifies May’s theory of underemployment amongst the neurodiverse community by stating that the “Employment rate for individuals on the spectrum is significantly lower than for persons without disabilities” (Schuurmans, 2024). However, Krzeminska states that “The last decade has seen a remarkable opening of new job opportunities for people who are neurodiverse” (Krzeminska, 2019).

To mitigate the publics negative perception of neurodiversity, research is required to encourage recognition of neurodiversity among employers and employees, which may effectively counter pathologizing views of neurodivergent adults and foster inclusive employment for neurodiverse adults (Morris, 2025). In January 2025, The UK Government launched a panel – founded by Professor Amanda Kirby, as part of the Governments Plan for Change, as recent figures demonstrate that the employment rate for disabled people is 54.7%, however, the employment rate for disabled people with autism is 31%, highlighting the gap (Government, 2025).
The National Autistic Society 2016 have undertaken a survey which highlights a significant employment gap, with 77% of autistic people want to work however, the employment rates for autistic individuals are low (Ashworth, 2025). Dawn Moore has stated that, 29% of adults with autism are currently employed but her figures differ from the National Autistic Society’s figures as she provides a higher figure of 99% of young autistic people expressing a desire to work (Moore, 2023). These figures may be dependent on the timelines of the specific research.

A significant change needs to be implemented to mitigate employment gaps and enforce equal opportunities for those with Neurodivergent mindsets. To ensure that individuals with neurodiverse thinking have equitable opportunities, more studies are required to bridge the gap. The Equality Act 2010 can enforce inclusion and can guarantee that appropriate adjustments are provided at work; enabling individuals to flourish professionally and share their special skills. 

[bookmark: _Toc208230716][bookmark: _Toc210403769]2.4 Diversity statistics for Police Officers in the UK

Statistics into the percentage of neurodiverse police officers in South Wales Police is unknown. Unfortunately, a search into neurodiversity and the police revealed no related results.
Human Resources (HR) in South Wales Police have stated that no such data of neurodiversity amongst officers is known. As this information is unknown, research has been conducted as part of this chapter to collect any known data regarding neurodiverse Police Officers in the UK. 

The UK Government states that the data collection regarding diversity and protected characteristics amongst UK officers, is self-reported to HR, however, the systems are not up to date and data is not currently complete (Government, 2022). This data demonstrates the gap in statistics and the need for additional research to assist neurodiverse individuals. The outcomes of this study reveal the lack of emerging evidence regarding police officers and neurodiversity. There is little to clarify specific reasons for high levels of non-disclosure rates for neurodiversity in the police force, resulting in a lack of understanding as to why officers would wish to share this information. 
Miranda – Ojeda Rual states that neurodivergent individuals may ‘mask’ their neurodiverse traits, this is due to the belief that their neurodivergent behaviours are not understood or accepted. Masking demands both cognitive and emotional exertion which have been linked to stress, depression and anxiety (Miranda‐Ojeda, 2025). 



[bookmark: _Toc208230717][bookmark: _Toc210403770]2.5 The current support in place for neurodiverse police officers within South Wales Police.

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



[bookmark: _Toc208230718][bookmark: _Toc210403771]2.6 Career advancement in South Wales Police for neurodiverse officers

In November 2021, South Wales Police conducted a survey into Neurodiversity in the police force, where 321 responses were received. 85% of the respondents stated that promotion and development within in the force was most often seen as a disadvantage for individuals with neurodiversity (Police, 2021). This statistic highlights the significant need for strengthened opportunities for career progression within the force and the need for an inclusive workforce, which recognises neurodiverse leadership. Furthermore, 44% of respondents, expressed that they believe neurodiverse conditions are a disadvantaged in the force (Police, 2021). The figures display that there is a disadvantage for neurodiverse individuals across the force with career progression being the most disadvantaged. 
Neurominority refers to the group representation of individuals who share a type of neurodiversity. A study into the representation in leadership positions within South Wales Police explore the risks surrounding the lack of neurominority representation in leadership positions. The report states that the lack of awareness can hinder cohesive collaboration and awareness of a neurominority strengths they can offer (Bird, 2024). 
Neurodiverse officers who inspire to progress in their careers may benefit from a transparent leadership. Leaders who are neurodiverse and share this information with others help create a diverse and cohesive organisation that is built on trust and credibility (Jiang, 2017). The goal of managing diversity is to foster a more positive atmosphere where everyone is valued, regardless of personal facts (Ratten, 2025).



[bookmark: _Toc208230719][bookmark: _Toc210403772]2.7 The benefits of a neurodiverse workforce.

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

Employer Assistance and Resource Network (EARN), state that due to their detailed knowledge, persistence and reliability, neurodiverse teams are more effective than those without neurodiverse representation (Ortiz, 2020). Moreover, Ortiz states that “Research identifies a consumer preference for doing business with organizations that employ people of all abilities” (Ortiz, 2020). This highlights the importance for a neurodiverse representation within the police force and the preference of a neurodiverse organisation for the public that the police serve. 

A neurodiverse police force can assist with bridging the gap with neurodiverse communities, and can foster organisational creativity, enhancing the social and economic well-being of the communities that the police serve (Moore, 2023). Officers who understand the neurodivergence are better equipped to manage individuals in crisis, reducing escalations and displaying empathy. It is paramount to destigmatizing neurodiversity and encourage individuals to display their strengths within the condition (Hunt, 2024), not just in the police force, but in all walks of life. 

[bookmark: _Toc208230720][bookmark: _Toc210403773]2.8 The disadvantages of a neurodiverse workforce.

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



[bookmark: _Toc208230721][bookmark: _Toc210403774]2.9 Conclusion 

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

The next chapter of this dissertation explores the research methodology to garner primary research data into the gaps that have been identified in this literature review. 



[bookmark: _Toc210403775][bookmark: _Toc208230723]Chapter Three: Methodology

[bookmark: _Toc210403776]3.1 Introduction

The literature review chapter of the dissertation completed objective one by analysing the current literature that is available surrounding neurodiversity and neurodiversity within the police force. This chapter of the dissertation seeks to achieve objective two which is:
· Objective 2: To identify the research method most suitable to gather data surrounding police officer’s views on Neurodiversity in the workplace.

Research is the activity of data collection, with the purpose of identifying social trends (Mogalakwe, 2006), and is an important part in academic or professional duty which is defined as a structured investigation for discovering knowledge (Bahodirovich, 2025). Objective two of this dissertation seeks to collect primary data from serving police officers, primary data is an approach which collects first hand data from an individual (Taherdoost, 2021). Secondary data is scoped from studies which are published in articles such as journals and books (Mazhar, 2021). 
Quantitative and qualitative research are designs which are applied whilst collecting data.  Quantitative research focuses on numerical data and is structured by establishing patterns and trends (Dehalwar, 2023). Quantitative research aims to test hypotheses and is beneficial for obtaining large data and statistics in a timely manner, it is often the preferred method for participants due to the uncomplicated and straightforward method. 
Qualitative data refers to data which is often gathered through interviews (Pilcher, 2023), or questionnaires utilizing open ended questions. Qualitative data is more in depth and focuses on understanding the ‘How’ and ‘Why’ of the research rather than the statistics. 

[bookmark: _Toc210403777]3.2 The Research Onion

The Research Onion is a framework developed by Saunders et al, 2016, to help formulate an effective and transparent methodology (Abdelhakim, 2021). The framework will structure the research undertaken for this dissertation.

               [image: A diagram of a scientific method

AI-generated content may be incorrect.]
                  Figure 1. Research onion model (Saunders et al., 2016)


The Research Onion resembles an onions layer, when peeled back, they resemble a different aspect of the model. The core of the Research Onion is the data collection and data analysis which meets the main objective of this dissertation. 

[bookmark: _Toc210403778]3.3 Research Approach

As displayed in 3.1, Figure 1 - The Research Onion model, demonstrates the sections required to fulfil the objectives of research. The strategies undertaken for this dissertation, seek the collection of primary data which are outlined in detail in 3.4 – The Research strategy. The research approach is split into two categories – Deductive and Inductive. 
The deductive approach starts with a theory, the implications of the theory are then tested with the data (Usman, 2021) received from the study. The inductive approach is the opposite of the deductive approach. As stated by Usman 2021, it starts with a collection of observations, then looks for patterns in the data in attempt to create a hypothesis to explain the patterns.
The approach that will be utilised for this dissertation will be in the form of questionnaire. The questionnaires will be multiple choice questions which distributed to serving members of South Wales Police. Upon completion of the questionnaires, patterns in the data will be studied and analysed.  

                         [image: A diagram of a method
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                       Figure 2. The Inductive approach (Source Usman 2021)

The Inductive approach will be applied for this dissertation. The initial observations of the study present the lack of discussion surrounding neurodiversity within South Wales Police. The study seeks to identify any patterns, evidence the hypothesis and obtain a theory in the findings of the surveys. 

[bookmark: _Toc210403779]3.4 Research Strategy

The research strategy for this project is to obtain quantitative research data from primary sources via a survey or questionnaire. The research method that will be used will be a questionnaire with simple check box answers, this is due to time restraints as police officers have limited spare time during their tour of duty. The project aims to collect a quantity of data from serving police officers, the data will be obtained by seeking permission from officers with South Wales Police who are willing to participate. 

[bookmark: _Toc210403780]3.5 Time Horizon

The Research Onion framework presents two-time horizons – Cross sectional and longitudinal. The cross-sectional time horizon captures a momentary picture of a specific group at one time (Mphale, 2024), this best suit the projects time scale as it seeks to obtain this information in a particular time. 

[bookmark: _Toc210403781]3.6 Data Collection

The collection of data represents the key findings of any research project (Bryman, 2016), the collection of data for this project will be in the form of quantitative questionnaires. The interviews will be structured through Microsoft forms, in the format of a questionnaire with tick boxes. The questions will be structured to suit the projects intentions, the participants will be able to select one or multiple boxes to complete the questionnaire. Data collection in the Research Onion framework seeks to identify techniques and procedures. 


[bookmark: _Toc210403782]3.7 Limitations

The limitations to this dissertation are minor, aside from time constrictions due to officers’ high workloads, the sample population for the project may not be large enough to obtain valid reflection to the data. The questionnaire has been set out in a simplistic manner which is straightforward to navigate, therefore, making it more appealing for individuals to participate. The collection of data in the form of a quantitative study is best suited to this project, as it is timely and simple for officers to complete. 

[bookmark: _Toc210403783]3.8 Ethical Issues

Prior to the commence of data collection for this project, an ethics form has been completed to ensure that the project was commenced in an ethical manner. The project was approved by the university ethics committee. Prior to the questionnaire aspect of this project, participants are informed that they may withdraw their consent at any time and that their identity would remain anonymous throughout. 

[bookmark: _Toc210403784]3.9 Conclusion

This chapter of the project has concluded the methodology, it has outlined the methods that will be utilised for the questionnaire process. It has highlighted objective two and has explained the research methodology employed. The next chapter of the dissertation seeks to analyse the data that has been collected as part of this project and examine whether Neurodiversity has a positive or negative effect on policing. 



[bookmark: _Toc210403785]Chapter Four: Data Analysis

[bookmark: _Toc210403786]4.1 Introduction

The aim of this chapter is to outline objective three which is to:
· Objective 3: To collect and analysis data from Police officers and staff within South Wales Police regarding Neurodiversity
The chapter analyses the data that has been obtained by primary research by the means of a quantitative study. The online questionnaire had 61 respondents who shared their views on Neurodiversity in policing.

[bookmark: _Toc210403787]4.2 Data Analysis

The collection of data is obtained by repeating observations to acquire information (Mertens, 2017),  the data for this project was collected via Microsoft forms, which is a “Valuable tool for quick formative assessments” (Panchbudhe, 2024). The survey was structured in the form of a questionnaire which was designed to be time efficient and simple for users to complete, it was easy to navigate and took users on average, three minutes to complete. 

[bookmark: _Toc210403788]4.3 Statistics

The survey was shared on South Wales Police’s internet site, which is known as BOB, BOB is accessible to each member of the South Wales Police Force, therefore, the target audience for the survey was met. All 61 participants gave their permission to use their feedback in the questionnaire as part of the data collection for the survey. The participants were informed before taking part, that all information collected was confidential and anonymous to the survey organiser. This information was provided in Question 1 of the survey when consent was sought. 

Question 2 of the study asked the participant their length of service, 33% of the users had more than 20 years’ service within South Wales Police, 21% had 10-20 years’ service, 20% had 5-10 years’ service and 26% of users had less than 5 years’ service. 

[bookmark: _Toc210403789]4.4 Officers perception of neurodiversity in policing

Question 3 studied the percentage of participants who identified as Neurodiverse, 31% stated that they identified as being Neurodiverse, 10% stated that they were unsure if they were Neurodiverse or not and 59% of the users stated that they did not identify as Neurodiverse.  
This figure displays that 41% of the participants were either Neurodiverse or they were unsure if they had neurodiverse traits, this figure exceeds the hypothesis for Neurodiverse officers and is higher than what the researcher perceived. 
These statistics display the need for the UK Government to hold the relevant data surrounding Neurodiverse Police officers, due to the number of officers identifying as neurodiverse, improved support could be implemented within the force. 
As stated in Chapter 2.4 of the literature review; Protected characteristics amongst UK officers are self-reported to HR and the systems and data are not currently complete (Government, 2022). The collection of such data by the UK Government would offer an improved network of support for diverse Police officers. 


[bookmark: _Toc210403790]4.5 Job progression within South Wales Police 

The analysis of the 61 respondents when asked about job progression within South Wales Police, displayed that 15% believed that disclosing Neurodiversity would prevent job progression. Respondents were provided with a multiple-choice answer where they could select one or more answer for this question. The highest statistic displayed that 32% believed that Mental Health would be a negative factor for job progression, followed by 18% believing that disability would impede progression. 
Respondents were asked about the disclosure of Neurodiversity, mental health and disability upon joining South Wales Police, a staggering 84% stated that they disclosed none of these factors upon joining. 8% of respondents stated that they disclosed mental health upon joining South Wales Police and 5% disclosed Neurodiversity. 
These statistics highlight the low disclosure rates for Police officers who join South Wales Police, and strengthen the statement made by Miranda Ojeda Rual in chapter 2.4 of the literature review; Neurodivergent individuals may ‘mask’ neurodiverse traits in fear of not being ‘accepted’ (Miranda‐Ojeda, 2025). 

[bookmark: _Toc210403791]4.6 Neurodiversity training within South Wales Police

When participants of the survey were asked whether they felt that there was adequate training for Neurodiverse officers within South Wales Police, 43% believed that there was adequate training, 30% were not sure and 28% stated that no, there was not enough support. 
Respondents were also asked if they felt that there was adequate training when dealing with Neurodiverse members of the public, 61% selected ‘No’, 23% were not sure and 16% selected ‘Yes’. 
A further question was raised to the respondents by asking if they felt confident whilst dealing with Neurodiverse members of the public; 53% stated that they were ‘Somewhat confident’, 35% selected ‘Very confident’ and 10% selected ‘Not very confident’. 
The statistics highlight a lack of confidence when dealing with neurodiverse members of the public. This displays the gap for extra training required surrounding neurodiverse members of the public and how to best support an individual’s neurodiverse needs.

[bookmark: _Toc210403792]4.7 The Support Police Officers are provided surrounding neurodiversity 

As identified in the literature review, South Wales Police have formed the Neurodiversity Network, 79% of respondents stated that they are not part of the network and 21% form part of it. Furthermore, respondents were asked about training that they have received within their role, specific to neurodiversity. 66% of respondents stated that they had not received any training and 34% stated that they had. 
Question 12 asked if respondents would like to see extra support surrounding neurodiversity, whether that be in terms of how to best assist members of the public, supporting a neurodiverse colleague or support for themselves. 80% of respondents stated that they would like to see extra support provided, 20% stated that they would not use extra support. 

Due to the confidentiality of the questionnaire, the data collected is anonymously sourced. However, conclusions sought from data surrounding the support police officers are provided; the figures align. The 21% of respondent’s that stated they are part of the Neurodiverse Network may form the 20% of respondent’s that stated they would not use extra support. 

[bookmark: _Toc210403793]4.8 Additional comments
The questionnaire had a final box for respondents to add any comments in addition to the questionnaire. To summarise the responses, the anonymous feedback from two respondents stated that neurodiversity can be seen as an advantage and a disadvantage within the police force. A further response was that ‘Appropriate custody experiences for neurodiverse detainees should be considered’. Five respondents stated that further training is needed for officers and training on how to approach individuals with neurodiversity when they need assistance would be beneficial. 

[bookmark: _Toc210403794]4.9 Conclusion

This chapter of research has collected the data and analysed the results. 
Most of the respondents to the questionnaire stated that they would like to see extra support and training surrounding neurodiversity. Nearly half of the respondents stated that they were neurodiverse or believed that they fell under the category; these figures exceeded the researcher’s hypothesis. 
To conclude, the completion of self-reported characteristics by the UK Government would create an improved support network to individuals who identify as Neurodiverse. 
This chapter has successfully analysed the data that has been retrieved from the questionnaire and the individuals’ responses. The final chapter of this project seeks to provide recommendations and to conclude the project. 


[bookmark: _Toc210403795]Chapter Five: Findings and Conclusion 
[bookmark: _Toc210311246][bookmark: _Toc210403796]5.1 Introduction

This final chapter will discuss the main findings and conclude the project. 
The previous chapters of the dissertation have directed the research for the project and emphasised the meaning of the term ‘Neurodiverse’ and its discrepancies. 
The early chapters revealed the absence of current statistics for neurodiversity in employment within the police force.  The research approach implemented the ‘Research onion’ which has provided the structure for the project, which allowed the project to attain its objectives.
The previous chapter presented the statistics for neurodiversity in South Wales Police, quantitative questionnaires concluded the primary data that was collected. 
This chapter seeks to conclude the project and identify any limitations and recommendations that could provide potential future academic research. 


[bookmark: _Toc210311247][bookmark: _Toc210403797]5.2 Main Findings 

As a result of the research conducted in this dissertation, there have been multiple main findings.  Out of the 61 participants who are employed by South Wales Police, that took part in the questionnaire; 41% of the respondents stated that they either have or may have neurodiverse needs. This figure provides real time statistics, due to this research that is currently not held in South Wales Police data base.
In addition to this figure, only 5% disclosed neurodiversity upon joining the force and 79% of respondents are not part of South Wales Police’s Neurodiversity Network. These figures display that a small minority of individuals disclosed a neurodivergent condition, and a significant majority of respondents are not involved in the internal support that is offered by South Wales Police. The fear of stigma or discrimination may prevent neurodivergent individuals from disclosing such information. Strengthening of the Neurodiversity network may assist in promoting the network across all departments in South Wales Police.

 80% of respondents stated they would like extra support surrounding neurodiversity, whether that being assisting members of the public, supporting a colleague or support for themselves. One participant from the questionnaire stated that neurodiversity training is required for the whole department. Further training being implemented on Neurodiversity could be key for providing the extra support that is being requested by the participants of the survey.  
The 61 respondent’s that participated in the questionnaire, is a fraction of the number of employees that South Wales Police hold.  This figure presented a limitation for the dissertation, as the low percentage of participants presented a small figure in comparison. There is scope for further research to be undertaken on Neurodiversity in South Wales Police, if questionnaires surrounding the topic became mandatory but confidential, there would be more scope to obtain accurate information. 

The lack of statistics held by Human Resources within South Wales Police may present as an issue for future surveys, as it appears that officers are hesitant to disclose such information. 
This research supports Cynthia May’s hypothesis, as outlined in section 2.3 of the literature review, which suggests that neurotypical individuals are more likely to be hired than their neurodiverse counterparts  (May, 2025).  This perception may contribute to the reluctance of neurodiverse professionals to disclose their condition, stemming from concerns about potential discrimination and adverse impacts on their employment opportunities. 


5.3 Recommendations

As a result of this dissertation, recommendations have been identified in relation to neurodiversity in the workplace within South Wales police. The first recommendation would be to share the findings of the study with Human Resources within South Wales Police and highlight the importance of holding relevant training sessions for staff within the organisation. Training regarding Neurodiversity would be beneficial supporting staff when dealing with Neurodiverse members of the public. The statistics obtained from the quantitative study identified that 80% of the respondents would like to see extra support surrounding neurodiversity for officers. This support included how to best assist themselves and neurodiverse members of the public as well as colleagues. The training could include how to recognise neurodiversity and how a neurodiverse person may present when dealing with incidents. As identified in the literature review in chapter two, a neurodiverse individual usually presents as exhibiting difficulty with communication and social skills and repetitive behaviours (Morrison, 2024). These difficulties may present as barriers when taking statements or witness accounts, therefore, it is imperative that such barriers can be broken down with implemented training. 

The second recommendation would advise all members of the organisation to join South Wales Police Neurodiverse Network. This would highlight Neurodiversity and spread awareness of the conditions that Neurodiverse individuals hold, resulting in an improved understanding of neurodiverse needs. Neurodiverse staff within South Wales Police may feel more comfortable about disclosing neurodiverse needs if it is more openly spoken about and accepted. 

Finally, it can be recommended for Human Resources within South Wales Police to obtain information from members of the force regarding Neurodiversity. This information could be scoped by obtaining information of each individual on an anonymous basis. The anonymity of the information would negate any fear of repercussion or discrimination to the individual. 
Furthermore, this information could be asked on a voluntary basis. It would be beneficial for South Wales Police to obtain information of the Neurodiverse needs of their force, whether it would be only a small percentage of officers who choose to disclose this information or not.

[bookmark: _Toc210311248][bookmark: _Toc210403798]5.4 Limitations

Limitations for this dissertation have been identified. The perception of ‘Neurodiversity’ may differ from each individual and a person’s understanding of Neurodiversity may differ from the next. One individual may perceive Neurodiversity as Autism, ADHD and ADD; whereas a person who is educated on the term may define this as the umbrella term - dyspraxia, dyslexia, attention deficit disorder, dyscalculia, autism spectrum and Tourette’s syndrome  (Clouder, 2020). 
A second limitation of the study is due to quantitative method, therefore, only neurodiversity, disability and mental health were discussed. The researcher did not query the individual’s perception of the term neurodiversity or gather perceptions from participants in the form of free form text, due to the quantitative method being used and a closed form of questioning.  Additional comments were provided at the end of the survey, however, only nine respondents completed this section. 

The final limitation identifies the number of individuals that the questionnaire reached. The study was shared on South Wales Police’s BOB website, with 61 participants. The researcher is aware that 61 respondents is a good figure to obtain information and statistics from, however, if more individuals responded, the statistics received would provide a clearer figure. This in turn would provide a better understanding of the needs with the force. 


[bookmark: _Toc210311249][bookmark: _Toc210403799]5.5 Further Research 

Further research that this dissertation and the researcher recommends being conducted, which would be beneficial, would be to extend and enhance upon the topic of neurodiversity within the police force. As stated in the recommendations, studies to collect data from members of the organisation would assist in solidifying figures for neurodiversity across the force. A mandatory study which is kept anonymous would present real time figures for South Wales Police surrounding neurodiversity.  A further study would help determine the exact figures for neurodiversity, however this study would need to be conducted by Human Resources on behalf of the force. 
Identifying neurodiverse individuals within the organisation would result in improved support and awareness for an individual’s neurodiverse needs. Furthermore, improved support for all police officers would increase the awareness of neurodiverse individuals within the community. 

[bookmark: _Toc210311250][bookmark: _Toc210403800]5.6 The achievement of Objectives 

This study set out to achieve three objectives. 
· Objective 1: To identify the support available to police officers and police staff who are neurodiverse.
Objective one was accomplished with an extensive literature review. The literature review critically analysed the support that neurodiverse officers receive. Objective one assisted in identifying a gap in South Wales Police’s neurodiversity statistics; currently there are no up to date statistics for neurodiversity in the force. However, it was identified that South Wales Police does support neurodiverse officers and staff. Research shows that the Neurodiversity Staff Support Network, offers support to individuals in the organisation. 

· Objective 2: To identify the research method most suitable to gather data surrounding police officer’s views on Neurodiversity in the workplace.
This objective was completed with the support of the research onion. An inductive research approach was identified alongside a quantitative study to collect views on neurodiversity in the workplace. A quantitative study was developed by the researcher, the study was shared with members of South Wales Police via an online survey by utilising Microsoft Forms. 

· Objective 3: To collect and analysis data from Police officers and staff within South Wales Police regarding Neurodiversity
This objective analysed the data from the study. It collected perceptions into neurodiversity and individuals’ views on the training and support that is received from South Wales Police.
Objective three also looked at job progression for neurodiverse members of the organisation. This objective revealed that 15% of the respondents to the survey stated that disclosing neurodiversity would prevent job progression. And 84% of the respondents did not disclose any neurodiverse needs, mental health or disability. 


[bookmark: _Toc210311251][bookmark: _Toc210403801]5.7 Self Reflection 

Due to the researcher’s personal interest and previous experience in Neurodiversity, the topic for this dissertation was scoped to obtain statistics and insights into neurodiverse individuals in South Wales Police. The study identified statistics held by Human Resources and then compared them with current statistics utilising a quantitative study. 
The hypothesis for the study displayed that the statistics were higher than expected for the quantity of staff within the organisation who identified as neurodiverse, whether diagnosed professionally or self-diagnosed.
The researcher intends on sharing the data collected with HR, in the hope that further training and support can be offered to individuals surrounding neurodiversity. 
This dissertation has taught the researcher how to thoroughly research a topic and to utilise the research to create strong foundations to academic literature.  




[bookmark: _Toc210311252][bookmark: _Toc210403802]5.8 Conclusion

This dissertation has successfully achieved the objectives, and the research aims of the study. 
The study has provided the researcher with current key statistics into neurodiversity and highlighted the issues involved with the non-disclosure of neurodiverse needs, mental health and disability within South Wales Police. 

The lack of current statistics into neurodiversity in South Wales Police has revealed substantial gaps in literature which have been outlined in this dissertation. The study has highlighted the importance of information sharing between Human Resources and individuals within the organisation, to maintain current figures. 

This dissertation has answered the question: “Does the police force demonstrate inclusion regarding neurodiverse officers and provide adequate training?”. Whilst South Wales Police do demonstrate inclusion for neurodiverse officers, there is scope to implement further training and support to members of the organisation, whether they are neurodiverse or neurotypical.  
Further training surrounding neurodiversity for officers, would raise awareness of a neurodiverse individuals needs, resulting in a better understanding. Whilst South Wales Police do implement neurodiverse training to officers, it is apparent that the training is not mandatory. 80% of the respondents to the survey would like to see further training for neurodiversity. 

To conclude, the findings of this project highlight the importance of implementing further training programmes for members of South Wales Police to enchance their understanding of neurodiversity. Such initiatives would not only strengthern the organisations internal capacity but also improve the quality of service delivered to the diverse communities it serves. 
By equipping member of the organsation with the tools to reconise and appropriately respond to varied needs, will ensure that interactions with neurodivergent individuals in the community and workplace are handled with greater sensitivity, empathy and effectiveness. This in turn will contribute to the building of trust and legitimacy between colleagues and members of the public. 

[bookmark: _Toc210403803]
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APPLICATION FOR ETHICAL APPROVAL


	RESEARCH STUDENTS
This form is to be completed by the student within SIX months for full-time students and TWELVE months for part time students, after the commencement of the research degree or following progression to Part Two of your course. 

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).

This document is also available in Welsh.


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Sian Davies

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
IMH

	4
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Swansea

	5
	E-mail address:
	2236980@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
Not needed 

	
	For students:

	7
	Student Number:
	2236980

	8
	Programme of Study:
	BSc (HONS) Professional Policing Degree

	9
	Director of Studies/Supervisor:
	Jane Davies





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☒	Jane Davies – 03/02/2025



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Neurodiversity and the Police: A critical evaluation into the support and guidance neurodiverse officers receive within the South Wales Police.  Does the police force demonstrate inclusion regarding neurodiverse officers?  

	2
	Proposed start date:
	03/02/2025
	Proposed end date:
	06/10/2025

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity – 

The purpose of this research activity is to explore neurodiversity within the police force. 
It explores the topic and its definitions and to summarise the findings. The police force in the UK, seeks to demonstrate inclusion and to serve the complex and diverse communities to the highest standard. There is a gap in research regarding the topic of neurodiversity within the police force. The dissertation seeks to explore the true statistic of neurodiverse police officers and to establish what support they receive within the force and to cover the grey area surrounding neurodiverse police officers. The dissertation aims to shed light on the topic by highlighting it and demonstrating inclusion and transparency. 




	4
	Research Question – Neurodiversity and the Police: A critical evaluation into the support and guidance neurodiverse officers receive within the South Wales Police. Does the police force demonstrate inclusion regarding neurodiverse officers?  






	5
	Aims of Research Activity – 
The aim of the research activity is to collaborate with officers and to discover findings on neurodiversity within the force. The dissertation seeks to carry out questionnaires to serving officers to acquire quantitative analysis. 





	6
	Objectives of Research Activity –
· Objective 1: To collect and analyse data from police officers and staff within South Wales Police that identify as being neurodiverse verses the statistics for the general public

· Objective 2: To critically examine the effects, whether positive or negative, of neurodiversity in policing. 

· Objective 3: To identify the support available to police officers and staff and to understand the gap in research. 



	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	The data for this dissertation will be collected through means of questionnaires within the South Wales police force. The questionnaires will cover the rank, age range and time in service of serving officers and whether they consider themselves to be neurodiverse or not. 
It aims to explore whether a formal diagnosis has been acquired, the type of neurodiversity they may have and the personal experiences that officer may have of being in South Wales Police. 




	

	Location of research activity
Identify all locations where research activity will take place.

	8
	South Wales Police – South Wales, UK. 


	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.







	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☒
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	A more equal Wales – To enable people to fulfil their potential no matter what their circumstances. Supporting inclusion for a neurodiverse community. 

A Wales of cohesive communities – A goal which is well – connected. Supporting the inclusion of all walks of life and to unite as one, regardless of protected characteristics. 





SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:




	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:




	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	

There are an estimated 20 - 25 participants expected for the questionnaires. 


	11
	Who will the participants be?

	
All participants will be employed by South Wales Police and are current serving Police Officers. 



	12
	How will you identify the participants?
	
Though word of mouth and the willingness to take part in the questionnaires. If the willing number of participants is low, then the questionnaire will be posted on BOB which is a online system for members of South Wales Police.  






	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☒
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	

Point 15 – Written consent will not be needed as the questionnaires are voluntary. 




	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	






SECTION H: Anticipated Risks

	
	[bookmark: _Toc208230724]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	[bookmark: _Toc208230725]1
	[bookmark: _Toc208230726]Full risk assessment completed and appended? 
	[bookmark: _Toc208230727]Yes 
	☐

	
	
	[bookmark: _Toc208230729]No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:
No risks identified. 


	How you will mitigate the risk to participants:





	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	




	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator: No risks to the investigator. 




	How you will mitigate the risk to the investigator:




	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University: No risks to the university. 



	How you will mitigate the risk to the University:





	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment: No risks to the environment. 




	How you will mitigate the risk to environment:







	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available, please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
The participant will be able to ask for feedback regarding the findings of the questionnaire. Alternatively, they may request to view the final dissertation once it is marked. 


	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	The participants will be made aware that the questionnaire is confidential and voluntary. No written consent will be needed. 




	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
The participants will be made aware of the anonymity of the questionnaire





SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	[image: Close outline]

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	




	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	[image: Close outline]

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	





	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☒
	☐

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☒
	☐

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	
N/A



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	




	22
	List all who will have access to the data generated by the research activity:

	
	




	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	




	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	



	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	




	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	S.Davies 
	Date: 03/02/2025




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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7.5 – Appendix 5 – Responses to Question 13

A person’s experience seems to be very dependent on their team/SGT. 

I think that neurodiversity can be both a disadvantage and an advantage. It allows people to think different and see things different. It also allows officers to understand those people in public that are neurodiverse which can be a benefit.

Having a family member who is neurodiverse, I have an understanding already on the matter and the communication styles best suited to interacting with those showing signs. However, I feel strongly that training on this matter should form an element of policing, both for student officers and those already in the organisation. Inputs and talks from officers who have experience/diagnosis of neurodiversity, such as C.Supt Attwell is a very very good first step in achieving this.


More education around neurodiversity required within the Police

Regarding question 4 - Neurodiversity is both an Advantage and a Disadvantage

No

No

Further consideration should be given to providing an appropriate custody experience for neurodiverse detainees in our custody units.

Who do you mean by officers? It’s not just "officers" that deal with members of the public. e.g.] PCSOs, Sector Support Officers, Detectives, Front desk staff & Control Room operators. Some of these roles are Police staff. I’m sure all would benefit from additional ND training rather than just focusing on 'Officers'??

No

No

Training is required for the whole of the training department in how to approach officers with neurodiversity and how the impact of ND is different for all individuals. Training should be provided as to how to best communicate with someone with ND as struggles with understanding unclear information and directions can be extremely difficult for someone with ND


More understanding of neurodiversity and what officers could do in certain scenarios to deal with episodes.

No

No
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