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Portfolio: Element 5 – Research Project 
“What strategies can be implemented to develop resilience in police trainers who are required to adapt to diverse training programs, cohorts, 
and processes, and how do these strategies support their ongoing 
professional practice?"

Introduction & Objective 
Police education is a structured process that is designed to instil discipline into new student officers so that they have respect, knowledge, and confidence from day one of their training programme. Due to the nature of the role, the curriculum is heavily designed around the Code of Ethics, behaviour standards, and police professionalism. It is a prime example of Andragogy, as these are post 18 adults who have had life experience, have the motivation to learn a new role, and take responsibility for their own learning and direction. 
The objective of my research is to evaluate if it is beneficial to have a ‘Resilience Trainer’ position within the Learning and Development (L&D) department of my police force to provide relief and support for substantive trainers within the organisation. 
Background 
All Police forces have a L&D department that manages the training for new recruits, whether they be Police or Special Constables (PCs/SCs) or Police Community Support Officers (PCSOs). Further specialised education is offered as officers progress, such as specialist interview training, complex investigation, and safeguarding processes but most of these require the trainer to have progressed through the training and be substantive within that post with a few years’ experience in that field, such as a Detective Constable (DC). 
The Gwent Police L&D department is made up of six main training teams that sit under one Chief Inspector and Superintendent. Each of these teams have a dedicated Inspector (or police staff equivalent) and a Sergeant or supervisor that manage the individual training teams. These are:
· Police Constable Entry Route (PCER) Trainers
· IT Trainers
· Crime and Neighbourhood Trainers
· Leadership and Talent Trainers
· Public and Personal Safety Training (PPST)
· Driver Training
There is also an administration team who is dedicated to the department and oversee the day to day running of all the individual training streams, and ensure that officers and staff are booked onto allocated courses.
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AI-generated content may be incorrect.]It is rare for the trainers to cross over and train other teams as each section is quite specialised, and those trainers have operational experience in the role they are teaching. My proposal is that there should be an additional trainer who has worked in multiple areas who could act as a flexible ‘Resilience Trainer’ that would cover all training and act as a generalised or relief teacher, especially when the substantive trainers are absent or in need of assistance. 
Going forward, I am speaking from experience of this as I have worked in various roles over the past four years as a PCSO Trainer, IT Trainer, Assessor, and I have just began the PCER Police Staff Trainer role. I have also completed the First Line Leadership Programme and Force Control Room Training, so I have a broad range of knowledge of delivering and designing training packages that could be applied to other areas of the department. 
Methodology 
In order to establish the benefits of the role creation and implement the idea, I have conducted the following research:
· I have Spoken to the other trainers within the department, and my Inspector to get their insight and feedback for the proposal, and the general agreement was that this is an excellent idea that would be positively received.
· Researched the rank structure and how the trainers link to each other on the force  intranet system. 
· I have met with the Change Management Leader to review the procedure for implementing a new role, I have also researched the procedure on our intranet system. 
· I have conducted an extensive literature search on the internet, and most of the articles relate to relief and supply teaching in schools, Interdisciplinary, Transdisciplinary, and Multidisciplinary approaches, and generalised verses specialised teaching as a whole, but the information can be applied in any educational setting. 

Bronwyn from TeachStarter (updated 2023) explains what a relief teacher is and how they are “employed on a casual basis to replace absent teachers”. She also goes onto state “Relief teachers can be called upon to teach a wide range of subjects or specialised classes, depending on their qualifications and experience, and their responsibilities can extend even further.” This would also apply within a policing context as much of the training links into other areas, and someone, like me, who has specialised in certain areas such as Neighbourhood training and IT systems are able to be fluid in the training environment. Randstad (2021) also lists the job description of a supply teacher, which includes “supervising classroom readiness, teaching students, maintaining discipline, monitoring student progress, and attending meetings” which is the duties of a substantial trainer and the expectations within the policing environment. 
As the training environment is fast paced and constantly changing, the wellbeing of the Resilience Trainer must be considered, and self-care must be promoted, especially as “Being a relief teacher can be isolating at times, especially if you're constantly moving between different schools and classrooms” (ClassCover Learn 2023). The same article also mentions how you should “get enough sleep, eat well and stay hydrated, take breaks and stay active” as “When you prioritise your wellbeing, you'll feel more energised, focused, and resilient, which will help you be a better teacher.” It can be a challenging role, especially as you have to prepare and deliver a variety of material to tens of students (and try to remember every name), and realistically you may not know what class you will be teaching from one week to the next which can be very anxiety inducing. Thankfully, Gwent Police pride themselves on monitoring and supporting the wellbeing of all their staff, so there are many wellbeing ambassadors and resources to reach out to 24/7 for support and guidance. 
Mannino (2020) believes “the key to the best creative work is not specialization. People that specialize in one thing tend to repeat themselves and struggle to find solutions outside of their narrow area of expertise” and I strongly agree with this as a trainer can get stuck in a repetitive loop especially when training multiple cohorts with the same programme that has been set, where as a person who has had the opportunity to research and teach different aspects of policing has opened themselves up to further creativity and knowledge that could positively influence not only the students, but also the substantive trainers who may be set in their ways. 
Resilience can be described in many different ways. It can be how a person ‘bounces back’ from a challenging and negative experience, or how a person can provide flexibility and be adaptable, for example, within an organisation that requires continuous development and momentum. These examples can be linked, as the person responsible for maintaining these changes will not only need to be flexible with their time and knowledge, but also have the emotional resilience to adapt to many unexpected changes and developments.
In her book GRIT (2017), Duckworth talks about how “people are more satisfied with their jobs when they do something that fits their personal interests”, and how “people perform better at work when what they do interests them”(P97), her idea of GRIT is that it “is about working on something you care about so much that you are willing to stay loyal to it” (P54). I strongly believe in her sentiments here as if you are performing a role that you love, you will put all your effort and knowledge into it, will want to continue to develop and learn, pass that passion onto others, and maintain a higher state of wellbeing which will determine your level of resilience. This will positively influence your students and maintain a high standard of morale if your passion reflects in your teaching. This will encourage others to learn and develop their own career paths.
Resilience is also about providing flexibility and being able to adapt to many different changes at short notice, and this would be the role of a ‘Resilient Trainer.’ The role would require location and timetable changes, some planned and at short notice, so the trainer will be providing that flexibility or resilience for the organisation, but how can we improve this, and it be beneficial? In the book Managing For Resilience (2017), various specialists have contributed their ideas of managing wellbeing and performance. Sinclair and Cheung (P22) explains five characteristics that promotes resilience; Purpose, Optimism, Willpower, Emotional stability, and Resourcefulness, with the latter explaining that “resourceful individuals adopt a head on approach to confronting problems” which enables them to “avoid some problems”, and “remain productively engaged in their work rather than being debilitated by stressors”. This type of employee carries many great benefits that would provide a positive balance within the training team and for the organisation by confronting any staffing issues and carrying their knowledge and passion between roles, giving the students a more varied and insightful learning experience. 
Benefits of the approach:
There are many benefits that outweigh the cons for having a Resilience Trainer in the department, and most importantly the trainer would need to be able to promote and influence the importance and expectations of policing standards and ensure that the Standards of Professional Behaviour and Code of Ethics are adhered to. 
The organisation could benefit greatly, as the Resilience Trainer would work alongside all the teams to develop the training and assessment packages due to their extensive knowledge and experience. If one of the substantive trainers were absent, or required assistance, the Resilience Trainer could ‘step in’ as they would be familiar with the processes and the material, so in theory the trainer could be training the Special Constables in arrest procedures one week and standing in for PCSO Neighbourhood training the next week. A Resilience Trainer enables the organisation to keep up with demands and continue running effectively, and ensuring that there are no delays in training caused by substantive trainers being absent. This prevents the knock-on effect of other delays and short staffing issues in wider teams within the force, especially when officers have completed the training programme and are placed in their stations with new teams and supervisors. It also allows for effective planning of resources, continuing assessment, and continuity of the individual training programmes that is more cost effective for the organisation. 
There are many benefits for the trainer in question. Class Education (2025) explains how they can “Gain diverse experience as working in different environments allows you to adapt quickly” and have “Exposure to various teaching methods, cultures” and “enhancing your CV”. It also allows “Opportunities for networking as you connect with different teachers, leaders and colleagues who may open doors to future opportunities.” This also gives many opportunities to develop Continuous Professional Development (CPD), as the trainer would need to regularly update their skillset with various training and assessment, observe other trainers to gain an insight to their own methods and knowledge, and review standardisation practices to apply a consistent and fair approach to teaching alongside other trainers and managers to develop their own Pedagogy. This is a good opportunity for the trainer to regularly reflect using the Gibbs Reflective Cycle (1988) which McLeod (2025) discusses on Simply Psychology by thinking about who was involved and what happened in a lesson, reflecting on their emotion before, during and after the lesson whilst evaluating and analysing their own practice before drawing a conclusion and developing an action plan going forward depending on what worked and what did not. 
The knowledge and experience that a resilient trainer could bring to students is fundamental to their development, as a trainer who is not teaching them every day, only sporadically, can be a welcome break from the mundane. Having a fresh perspective on a subject can ignite creativity, and inspire new ideas and learning methods. 
The different ways training is delivered in a session can influence a student’s progress, and if that trainer specialises in varying roles, they can apply their experience and methods from the other training streams to give an insight into other domains within the policing sector. For example, I myself who has been a NICHE systems trainer within the force could incorporate that into a PCSO lesson about Anti-Social Behaviour (ASB). Where an ASB lesson is PowerPoint driven and the processes are only discussed, I could have the students log onto the NICHE training database and go through the process with them, by having them create an occurrence from a given scenario, input the victim and subject details, provide updates on the Occurrence Enquiry Log and submit an ASB referral form via the system. This is an experience that the Neighbourhood Trainer could not offer as they only specialise in neighbourhood processes, not IT Training. 
It is also beneficial to students for assessment. Having a trainer who has trained in varying areas can notice processes from different perspectives and provide more fulfilling feedback. They can also make recommendations for heutagogy practices and support that further learning and research with knowledge from other training areas. 
Potential disadvantages 
Of course, there are a few disadvantages to the creation of the additional role. Not only will there be a cost implication to the force due to the additional salary and benefits such as leave, equipment, and additional training, but also a few obstacles for the person who is appointed in that role, such as:
· Not getting to know the students individually as they may not have met them at the beginning of the programme but instead only teach them sporadically – this would be detrimental with regards to understanding what their individual learning requirements are and their individual styles of learning. 
· Additional work for the trainer – lesson plans, PowerPoints and assessments are changing all the time to keep up with evolving powers, procedures, and policies. These changes are usually maintained by the main training teams, so the Resilience Trainer who is not working with that team on a regular basis may miss important updates and changes that have been made, leaving them with outdated resources and materials. 
· A trainer who may dip in and out of training over a set period may not know what has already been covered by the other trainers, so there would be a risk of repetition. 
· The trainer will have an additional workload and may have to maintain additional PowerPoints and handouts to ensure that they have all the correct material for a range of courses and topics as they will cover multiple workstreams. 
· Assessment would require extra standardisation meetings with the various teams to ensure a consistent and fair approach to assessment and delivery. 
Implementation Process   
As part of my research, I met with the Change Management Lead for the force. 
To implement a new role, there are two options:
Temporary Trainer Role - This would be considered if the department did not want to have this position permanently and wanted to trail it before deciding if it is worth making it a substantive position. The procedure for this would be as follows:
1. Discussion between the Inspector and Chief Inspector of L&D following the idea of the role being presented to them.
2. The Inspectors would then take the idea to the weekly Workforce Resource Meeting (WRM) where they would present it to the board establishing what the role is about and how long it is required for before a decision is made. 
Permanent Trainer Role - This process would have to go through different governance roles, and would be as follows:
· The Chief Inspector of L&D would have to write a Business Case which would need to evidence:

· What the current position is within the department in its current form.
· Why they require the creation of the role.
· What the job will entail, what is the need for the position?
· What are the cost implications ?
· What are the benefits to the organisation?
· Are there any training requirements for the role? Will the force need to pay for external training in order to gain the correct qualifications?
· Have other trainers in the department been considered? A skills match may need to be done to establish what experience and qualifications other trainers, or staff have so that they are able to be utilised instead of having to generate extra cost and achieve better resourcing. 

· Following the Business Case being written, the governance process begins. This has a three-step approach to various boards before a decision can be made following the case being presented to each, and final ratification can take place. 

1. Operational Model Board – the Assistant Chief Constable chairs this. If approved, it will pass onto step two
2. Service Improvement Board – the Deputy Chief Constable chairs this. If successful will move onto step three
3. Formal Chief Officer Meeting – This is where the chief officers will make the final decision. 


In both instances, if approved, the Human Resources Business Partner (HRBP) will create a  role profile and advert, and the application and interview process will begin. It would also need to go through a ‘Grading Evaluation Process’ which also includes a lengthy grading questionnaire to establish what the salary is for the position. The level of responsibility would also be a factor in the scale. I have reviewed internal documentation, particularly the Organisational Change Procedure for Police Staff (2023) which states “Gwent Police aims to fill posts with qualified and experienced people”, “Minimise redeployment and redundancy”, “Retain valuable skills”, “Maintain services”, and “Avoid unnecessary costs”. These points would be factored into any decision to create a new post so would likely seek a trainer who has experience over multiple workstreams and has served within the organisation for a considerable amount of time. 
How would the position look in the Learning and Development department structure:
If this role were to be established as part of the Learning and Development structure, I believe that it would fit in very easily alongside the other trainer roles (as shown in the diagram below). I also think that the role should be managed by the ‘Service Delivery Manager’ who also manages the IT Training team, as the IT systems are applied throughout all workstreams, and information and updates can be passed down much more easily from the one supervisor directly before is distributed wider, allowing for a more consistent approach in the design and delivery of the training for all teams. It also does not dedicate that trainer to a particular work stream if managed by a police officer, crime, IT, or operational training manager, as they can stay impartial rather than be absorbed into a specialist training stream which would negate the purpose of the role. 

[image: A diagram of a company

AI-generated content may be incorrect.]



Conclusion:
After reviewing different literature and the existing learning and development department structure, it is beneficial to create the role of a Resilience Trainer. Even though it may be an extra cost implication to the organisation (unless an existing trainer or staff member could be utilised) the role could open up many possibilities for improvement and innovation within the force. 
It would allow the organisation to run more effectively by providing the extra resilience and support within the training programmes, especially if short staffed. It may also open up the opportunity for other trainers to retrain in other areas and have the flexibility to move around, and become a more generalised department with a wrath of knowledge and experience. 
It would be favourable to the department, as a diverse trainer with a plethora of experience can bring fresh ideas and knowledge to the other teams and assist with the development and running of the training programmes whilst providing insightful learning opportunities. 
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