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[bookmark: _Toc221631449]EXECUTIVE SUMMARY
This strategy sets a clear direction for the organisation, ensuring it is equipped to address complex and evolving challenges within the policing landscape. It responds to legislative developments, shifting community expectations, and the imperative to align with regional and partnership goals. The strategy aims to build lasting public trust, deliver excellence in service, and achieve consistent alignment with national standards.
Strategic oversight is embedded throughout, with robust governance and a commitment to continuous improvement. Key organisational priorities have been identified, including strengthening performance measures, risk management, and resource stewardship. The approach places strong emphasis on stakeholder engagement—both internal and external—to foster a feedback culture and ensure the strategy remains responsive and relevant.
Equality, diversity, and inclusion are foundational principles, guiding both operational and strategic decisions. By defining clear timelines, expected outcomes, and a rigorous monitoring framework, the organisation is positioned to adapt proactively to new demands and opportunities. With these elements in place, the strategy delivers a blueprint for sustainable success, preparing the organisation to meet future needs and drive positive outcomes for the public, staff, and partners.


INTRODUCTION & BACKGROUND
In an era marked by rapid change and increasing complexity within the policing environment, this strategy has been developed to provide a firm foundation and clear direction for the organisation. It responds directly to evolving legislative frameworks, shifting public expectations, and the necessity for strong regional collaboration and partnership working. The strategy is underpinned by the principles of transparency, accountability, and continuous improvement, ensuring that the organisation remains agile and responsive to both current and future challenges. 
Our approach is shaped by a commitment to robust governance, stakeholder engagement, and the alignment of all activities with national standards and local priorities. By embedding equality, diversity, and inclusion at every level, the strategy seeks to build public trust and confidence, support staff development, and foster a positive organisational culture. The integration of clear performance measures, risk management processes, and resource stewardship ensures that the organisation is well-positioned to deliver lasting improvements in service delivery and community outcomes. 
This document is not intended to stand alone; rather, it aligns with the Gwent Police and Crime Commissioner’s Police Crime and Justice Plan, the Chief Constable’s Delivery Plan, and other key organisational strategies. Through a rigorous monitoring and review framework, the strategy provides a blueprint for sustainable success, enabling the organisation to proactively address emerging demands and seize new opportunities for the benefit of the public, staff, and partners. 
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Our vision is to see Gwent Police recognised for delivering consistently excellent policing services, setting the benchmark for professionalism and community engagement, and earning lasting public trust and confidence. This vision is directly linked to the Chief Constable Delivery Plan’s organisational priorities – including performance, risk management, resource stewardship, and robust alignment with both local and national standards.
Mission
Empowering colleagues to deliver exceptional service to Gwent’s communities.
Our Contribution to Response, Crime & Neighbourhood Policing
Lead and Embed a Positive Culture: Develop strong leadership and foster a culture of professionalism through targeted training that enhances operational skills, builds understanding and cultural competence, and ensures officers respond effectively and confidently in every situation.
Strengthen Investigative Capability and Victim Care: Provide specialist development to enhance crime-solving expertise and ensure the highest quality of service to victims, driving high standards in investigations and case outcomes.
Empower Community Engagement: Build communication and problem-solving skills that help officers connect with communities, fostering trust and safer neighbourhoods.
This document will set out how Learning and Development will support Gwent Police in achieving excellence in all it does. This strategy is not a standalone document and has been drafted to align with the priorities of Gwent Police and Crime Commissioner’s Police Crime and Justice Plan, the Chief Constable’s Delivery Plan and other force strategies. A guide to definitions within this document is provided in Appendix 1.
Progress towards our vision will be tracked against clear performance measures and expected outcomes as part of an established performance framework, enabling us to proactively adapt and deliver sustainable success for our communities.
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Leadership and Culture:
The Learning and Development (L&D) department will strengthen Gwent Police’s organisational culture by upholding high standards. Student officers will be rigorously assessed, passing probation only if they meet required competencies, ensuring public trust. Leadership training is delivered across all levels through the Leadership Academi, focusing on culture, the new Code of Ethics (2024), and the Police Leadership Programme (PLP), as outlined in the L&D Training Policy 2025-2027 and Equality Impact Assessment (EIA) in Appendix 5.
L&D prioritises Equality, Diversity, and Inclusion (EDI), particularly for front-line roles, and promotes diversity in leadership. Talent management and performance reviews will identify and support high-potential staff, with succession planning to close skills gaps. Collaboration with the College of Policing will enhance coaching and mentoring, especially for under-represented groups.
Investing in leadership will build diverse teams, boost morale and performance, and strengthen public confidence. Leadership programmes will align with national standards and be actively promoted to improve engagement. The Leadership and Culture strand underpins all aspects of the L&D strategy.
National Programmes and Priorities
We will roll out and embed the following National Programmes:
The National Talent Development Strategy (NTDS) was launched in January 2025 by the College of Policing and is a major initiative to grow leadership capacity and invest in talent at every level across UK police forces.
NTDS aims to:
· Recognise and develop leadership potential in officers, staff, and volunteers—not just those in senior roles
· Support career progression through consistent, inclusive talent development
· Improve retention by investing in people’s growth and aspirations
· Boost leadership capability to meet the evolving demands of modern policing
NTDS Key features:
· A nationally consistent approach to identifying and nurturing talent
· Focus on diversity and inclusion, especially supporting underrepresented groups into leadership
· Integration with the National Centre for Police Leadership and the five-stage Police Leadership Programme
· Use of workforce data and talent analytics to guide development decisions
This strategy will continue to evolve to successfully embed the NTDS. Please see Appendix 6 for a copy of the NTDS.
The Neighbourhood Policing Programme (NPP) is a key deliverable for the duration of this strategy cycle. The Neighbourhood Policing Programme (NPP) is a national training initiative developed by the College of Policing to professionalise and strengthen local policing across England and Wales. It focuses on community engagement, problem-solving, and tackling anti-social behaviour—the core pillars of neighbourhood policing. The training is evidence-based, blending online and classroom learning, and includes assessments through portfolios and knowledge checks. Within Gwent Police there are approximately 250 officers and PCSO’s that we will require to be trained.
The NPP training will be as follows; 
NPP1: Three introductory online learning packages available on College Learn
· Community Engagement 
· Problem Solving 
· Anti-social behaviour.
 This learning is to be completed prior to attending any further NPP Courses. 
NPP2:  A six-day course mandatory for all practitioners in the neighbourhood space, anticipated to be 250 Officers and PCSO’s. 
· Problem Solving
· Partnership Working
· Offender Management
· Serious & Organised Crime
· Prevention
· Safeguarding
NPP3: To be delivered to all Neighbourhood Sergeants and Inspectors and will include:   
· Protecting communities from serious and organised crime
· Working in partnership to prevent and reduce crime
· Neighbourhood Management
This will be a 2-day course for Sergeants and a third day for Inspectors
NPP4: Aimed at Commanders, and will provide a strategic overview of Neighbourhood Policing, Investigatory Tactics, Community Engagement and longer-term Problem-Solving techniques.    
With all the above courses compliance monitoring will be required as well as completion of a portfolio and subsequent assessment. Annual CPD will be mandatory. See Appendix 7 for a detailed NPP Timeline.
The PIP1 Supervisors Programme is a comprehensive training initiative designed for Sergeants and Inspectors at Gwent Police. The taught modules are as follows:
· The role of an investigative supervisor
· Manging the investigation
· Critical thinking
· Outcomes of investigations
· Victims and witnesses
· Suspect management
· Custody and bail
Benefits to Gwent Police
· Enhanced Leadership: Improves the leadership skills of Sergeants and Inspectors, enabling them to manage their teams more effectively.
· Community Trust: Builds stronger relationships with the community by protecting them from serious crimes and working collaboratively to prevent crime.
· Professional Development: Provides a clear pathway for career progression through continuous professional development and annual CPD requirements.
· Strategic Overview: For Commanders, the programme offers a strategic overview of neighbourhood policing, investigatory tactics, community engagement, and long-term problem-solving techniques.
We further enhance our leadership provision in line with the forthcoming Leadership Commission, ensuring alignment with College of Policing guidance and national standards.
Compliance and portfolio assessment requirements for national programmes will be built into our governance, with annual CPD expectations clearly communicated and monitored.
L&D will adapt delivery models to meet new national training requirements (e.g. Taser T10, NPP, public protection) ensuring capability growth while minimising abstraction pressures.
Responding to PRAP, Soteria, Angiolini & Casey: Violence Against Women and Girls (VAWG)
Police Race Action Plan (PRAP): L&D will support the Force’s anti-racist commitments by prioritising equality, diversity and inclusion learning—particularly for front-line roles—and by improving cultural competence, supervisory confidence and community trust through evidence-based training and coaching.
Soteria: L&D will embed Soteria principles within investigative training for Rape and Serious Sexual Offences, focusing on victim-centred practice, investigative quality and the use of data and supervision to drive better outcomes.
Angiolini & Casey: In response to the Angiolini Inquiry and the Casey Review, L&D will strengthen leadership, standards and culture. We will expand upstander/bystander training, reinforce ethics and supervision, and ensure non-contact sexual offending, indecent exposure and VAWG-related misconduct are treated seriously within training and assessment.
Monitoring & Assurance: Progress against PRAP, Soteria and VAWG actions will be tracked through governance, with clear measures of compliance, learning outcomes and operational impact.
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In developing this strategy, L&D have engaged extensively with pillar leads from Response, Crime and Neighbourhood Policing to understand their distinct requirements and ensure L&D is positioned as a core enabling function. Meaningful consultation with the Equality, Diversity and Inclusion (EDI) team has ensured that the strategy aligns with organisational commitments to fairness and inclusivity. We have also collaborated with key external stakeholders, including the Independent Advisory Group (IAG), whose input has helped to shape both the direction of this strategy and the accompanying Equality Impact Assessment.
Stakeholder engagement has been conducted through structured interviews, workshops, and regular feedback sessions, ensuring that voices at all levels are heard. Ongoing mechanisms for feedback and review are embedded within the strategy’s delivery, supporting continuous improvement and transparent communication with all stakeholders.
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Operating Model & Governance: L&D as a Core Enabling Function 
Learning & Development (L&D) is a central enabling service underpinning the Chief Constable’s Delivery Plan and the Force Operating Model, which is structured around three pillars: Response, Crime, and Neighbourhood Policing. L&D’s mission and priorities are integral to developing the people, leadership, and capability needed to deliver on these pillars and support organisational objectives. Our approach ensures L&D is visible, connected, and accountable, with a clear commitment to continuous improvement and supporting operational effectiveness.
L&D actively participates in Force governance meetings and is embedded within the governance of all three pillars. This integration allows us to identify thematic training needs, tailor responses to evolving requirements, and provide evidence-based training solutions. We work in partnership with pillar leads and key stakeholders to ensure that L&D remains a core enabling function, responsive to both organisational and community needs.
L&D leverages demand, capacity, and compliance insights from governance forums—including the Training Needs Evaluation (TNE) Meeting, Budget Scrutiny Panel, and Force Management Statement (FMS)—to prioritise training activities. This ensures that the workforce receives the highest-value interventions where they are most needed. Skills and compliance data are systematically used to inform training priorities, support Strategic Workforce Planning, and track outcomes, aligning protected learning time, portfolio completion, and CPD with operational requirements and compliance standards.
To ensure long-term delivery, L&D proactively manages workforce sustainability, identifying and mitigating risks linked to tutor resilience, specialist capacity, and reliance on temporary or single-point-of-failure roles. This approach is aligned with the force’s wider risk management and assurance processes, ensuring that L&D’s contribution to organisational resilience and capability is robust and forward-looking.
Learning & Development Training Needs Evaluation (TNE) Meeting
The Training Needs Evaluation (TNE) meeting is a recently established governance forum that ensures training provision across Gwent Police remains agile, relevant, and strategically aligned. This forum brings together stakeholders from operational, support, and leadership teams to systematically review organisational priorities, emerging risks, compliance requirements, and feedback from officers and staff, ensuring alignment with the Chief Constable’s Delivery Plan, Police Crime and Justice Plan, and key initiatives such as PRAP, Soteria, and VAWG.
The primary aims of the TNE meeting are to:
· Identify evolving and thematic training needs across Response, Crime, and Neighbourhood Policing, drawing on operational data, performance metrics, and workforce feedback.
· Prioritise training interventions to address capability gaps, compliance issues, and support organisational objectives, including those set out in statutory and strategic action plans.
· Facilitate cross-departmental dialogue to ensure learning solutions are tailored, inclusive, and effective, reflecting the diverse needs of Gwent’s workforce and communities.
· Monitor the impact of training by reviewing outcomes, completion rates, and CPD progress, thereby supporting accountability, governance, and robust budget scrutiny.
Through the TNE meeting, L&D maintains a visible and accountable role within the force’s governance structure, ensuring that training decisions are evidence-based and responsive to both internal and external drivers. This process underpins strategic workforce planning and supports the ongoing development of a high-performing, professional police service for Gwent’s communities. See Appendix 2 for related Terms of Reference and decision-making process.
Budget Scrutiny Panel Meeting
The Budget Scrutiny Panel meeting, recently introduced as part of our enhanced governance framework, provides rigorous oversight of training expenditure within Gwent Police. The panel, comprising representatives from Finance and L&D, systematically reviews and approves external training bids, ensuring all bookings are ethical and deliver demonstrable value for money. Budget allocations are scrutinised and aligned with strategic priorities, with departments held accountable for their spending decisions.
By fostering transparency and robust oversight, the Budget Scrutiny Panel safeguards public funds, upholds ethical procurement standards, and supports informed decision-making. This process ensures that external training provisions are justified and beneficial, reinforcing Gwent Police’s commitment to accountability, continuous improvement, and compliance with governance expectations. See Appendix 3 for the Budget Scrutiny Panel Terms of Reference.
Appendix 4 provides an overview of the wider L&D governance framework, highlighting its role as a key enabling function supporting the Force’s strategic priorities and compliance requirements.
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There are currently no strategic risks directly associated with the Learning and Development (L&D) strategy. The successful delivery of our L&D objectives relies on robust partnership working across departments and external agencies, as well as securing the necessary resources to fulfil our commitments. L&D’s ongoing collaboration with Finance, HR, and operational teams ensures that training provisions remain responsive, sustainable, and aligned with both statutory and strategic priorities.
Any risks arising from the implementation or delivery of L&D initiatives will be managed through the established governance framework. Operational risks relating to training delivery, compliance, or workforce capability will be held, reviewed, and mitigated within the local L&D department, ensuring timely response and accountability. Strategic risks impacting force-wide learning and development will be escalated to the Strategic Risk Register and monitored via the Force Improvement Board, with regular reporting to ensure transparency and proactive mitigation. This approach underpins our commitment to continuous improvement, compliance, and the provision of high-quality training for Gwent Police.
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The following section sets out how Gwent Police will deliver against the highlighted requirements for performance, measurement, and outcomes, ensuring that our approach is both evidence-based and responsive to the needs of the force and the communities we serve. By embedding clear success measures and robust monitoring processes, we aim to provide transparency, accountability, and demonstrable improvements in our learning and development provision.
Embedding Core Skills and ensuring Compliance:
Gwent Police Learning and Development (L&D) is committed to building a skilled, responsive workforce that delivers exceptional service to local communities, fully supporting the Mission of L&D and the Chief Constable’s Delivery Plan. We focus on equipping all personnel—Police Constables, Special Constables, Community Support Officers and Police Staff—with essential decision-making, interpersonal, investigative, risk management, and vulnerability identification skills.
In partnership with Higher Education Institutes and the College of Policing, L&D ensures that initial and ongoing training is current, relevant, and effective. We regularly review and update our materials, balancing in-person and online delivery to maximise learning while minimising abstraction.
Our crime training team enhances frontline investigative capability, including specialist programmes such as SSAIDP and Upstander Bystander Training, to foster a culture of professionalism, sensitivity, and accountability. All officers and staff have access to continual professional development, including opportunities to develop Welsh language skills in line with the Welsh Language Act.
L&D maintains a robust skills database, identifying and monitoring compliance with mandatory training as directed by national bodies. We use platforms like QlikView to share timely compliance data, supporting effective performance management and succession planning. Monthly reports to force governance meetings drive improvements in course attendance and portfolio completion. 
Mandatory training compliance, portfolio progress and CPD outcomes will be systematically monitored and fed into strategic workforce planning to ensure operational readiness and capability across all pillars.
Our trainers and assessors are supported to fully qualify, with external funding explored to reduce costs, ensuring a sustainable, high-performing learning environment. L&D remains agile and aligned to organisational priorities; underpinning Gwent Police’s aim to deliver a high-quality, trusted policing service. 
HMICFRS inspections, national vulnerability inspections, and peer reviews will support ongoing assurance. 
Innovation and Collaboration:
Learning and Development are dedicated to finding fresh, effective ways to deliver training and support staff growth, drawing ideas from both policing and wider sectors. We harness technology to enhance traditional learning, with our digital developer partnering across Gwent Police to create and update a wide range of digital resources—such as e-learning, podcasts, videos and animations—ensuring content remains relevant and accessible.
We actively seek collaborative opportunities and new technologies, including Virtual Reality and Artificial Intelligence, to improve and streamline training. Working closely with the four Welsh police Learning and Development teams, we share digital solutions and develop joint projects for greater efficiency and impact.
We will work with Digital Services to modernise learning systems, reduce manual workarounds, and strengthen data quality to ensure training delivery is scalable, auditable and aligned to organisational demand.
Our FIRMS Learn platform automates and streamlines departmental processes, supporting effective delivery. The four Welsh forces operate under strong governance via the Joint Advisory Group (JAG), PCER Steering Group and Technology Enhanced Learning Unit (TELU). In 2024, the University of South Wales was chosen as the preferred provider for Police Constable Entry Route (PCER) training, with some cohorts continuing with University of Wales Trinity Saint David until September 2026.
We also deliver training externally where it benefits the organisation, providing opportunities for income generation—such as HMRC using our facilities—while maintaining priority access for Gwent Police staff. All initiatives are regularly reviewed for success and sustainability.
To fulfil our mission and the Chief Constable’s Delivery Plan, our Learning and Development estate must remain fit for purpose and fully utilise available technology to maximise classroom capacity and reduce wastage. Innovative digital solutions will be prioritised where they reduce abstraction, improve efficiency and address system related pressures identified through governance and demand analysis.
Continuous Professional Development (CPD):
To deliver a high-performing police service, Gwent Police requires committed, high-performing individuals across all areas. Embracing the ‘Keep Learning’ value, we are embedding a culture of continuous improvement and development for everyone, from their first to last day. Our inclusive learning offer spans classroom, online, blended, and external training, ensuring all staff and officers have ongoing CPD opportunities, captured via the PDR process.
Force Training Days maximise CPD for frontline officers. Further education is supported through the Academic Funding Panel, linked to role relevance, and outstanding academic achievement is recognised and rewarded. We collaborate with HEIs to expand staff development opportunities.
High-quality learning products and training programmes are curated and hosted on the College Learn platform, encouraging self-directed study and ensuring operational competence is maintained. Qualified assessors ensure training standards are met, with refresher training provided in line with national requirements.
We regularly review operational incidents to identify and share best practice and learning points, updating training materials as needed. ‘Learning the Lessons’ meetings facilitate sharing across L&D teams. A fully costed annual training plan ensures transparency and organisational confidence, aligning with the L&D mission and the Chief Constable’s Delivery Plan.
Ensuring delivery of the strategy

This strategy underpins Gwent Police’s commitment to Learning and Development, ensuring all personnel possess the knowledge, skills and expertise required to deliver an effective and equitable service. Chief officers are responsible for fostering a culture of continuous improvement by investing in, enabling and supporting meaningful development opportunities across the force.
Delivery will be guided by a robust L&D plan, aligned with the Chief Constable’s Delivery Plan and the overarching L&D mission. Senior leaders will champion and oversee implementation, while a performance framework will provide clear, actionable insights to inform future policy and practice.
We will ensure the training estate and specialist facilities evolve to meet future operational demand, maximising capacity and reducing reliance on external providers.
Continuous improvement will be underpinned by robust QA, performance insight and learner feedback, ensuring training remains current, effective and evidence led.
L&D will embed supportive wellbeing practice to sustain trainer resilience, recognising the high operational and emotional demands associated with specialist training roles.
The Head of Learning and Development will report annually on progress, outcomes and key performance indicators, ensuring transparency and driving continuous improvement. Strategic ownership will rest with the People Board, reporting to the Assistant Chief Constable, to maintain alignment with organisational priorities.
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The force will ensure that all training and development programmes are rigorously aligned with national safeguarding standards and relevant legislation, supporting a culture of compliance and professionalism across the organisation. This strategic approach will be embedded within a robust Learning and Development (L&D) plan, directly linked to the Chief Constable’s Delivery Plan and the overarching L&D mission. People and resources required for delivery will be clearly identified and costed within the annual training plan, ensuring transparency and organisational confidence. Financial implications, including capital and revenue requirements for evolving training estates and specialist facilities, will be assessed and managed to maximise capacity and reduce reliance on external providers. Workforce wellbeing and capability will remain central to service delivery, with senior leaders championing continuous improvement and supporting meaningful development opportunities. This will be reinforced by ongoing quality assurance, performance insight and learner feedback, ensuring training remains current, effective and evidence-led. Furthermore, the force will invest in evolving training estates and specialist facilities to meet future operational demands, maximising capacity and reducing reliance on external providers. Strategic oversight and transparent reporting will be maintained through regular updates to the People Board and the Assistant Chief Constable, ensuring alignment with organisational priorities and enabling continuous improvement. Embedding supportive wellbeing practices will sustain trainer resilience, recognising the high operational and emotional demands associated with specialist roles, and maintaining alignment with organisational priorities through transparent reporting and strategic oversight.
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The delivery plan will be written by the Summer of 2026 following approval of this strategy. Once completed, the strategy and delivery plan will be monitored through the Force governance processes to ensure that progress is made in line with the Strategy commitments. 
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ACC Organisation (People) will own this strategy and scrutinise progress at the Force People Board. Assurances will be provided to chief officers and to the PCC through established governance mechanisms. The Force will also develop an effective delivery structure and performance reporting regime to assist in the monitoring of implementation.  
The strategy and delivery plan will be reviewed and assessed annually. 
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An Equality Impact Assessment (EIA) has been undertaken for this Strategy, ensuring alignment with Gwent Police’s duty to advance equality and foster inclusivity under the Force Strategic Equality Plan. The EIA process has carefully considered the potential impact of the strategy on all protected groups, confirming that no group will be disadvantaged or discriminated against. As a result, the strategy incorporates specific actions to address identified barriers, such as targeted support and accessible training pathways, thereby promoting equitable opportunities across the workforce. Furthermore, ongoing monitoring and review mechanisms are in place to assess the effectiveness of these actions and ensure continued compliance with equality objectives.
In preparing this report, full regard has been given to the requirements of the Articles in the European Convention on Human Rights and the Human Rights Act 1998. The strategy reflects these considerations by embedding principles of fairness, dignity, and respect within all learning and development activities, and by taking proactive steps to uphold human rights for both staff and the wider community. 
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Appendix 1 – Definitions: The following acronyms are commonly used across the Learning & Development workstreams and supporting Policies and Strategy documents.

	PEQF
	Police Education Qualification Framework

	IPLDP
	Initial Police Learning Development Programme (Old National Training Programme)

	PCDA
	Police Constable Degree Apprenticeship

	DHEP
	Degree Holder Entry Programme

	ILP
	Initial Learning Phase (26 weeks classroom-based study)

	APP
	Accompanied Patrol Phase (12-week tutorship phase)

	PDU
	Professional Development Unit

	PDO
	Professional Development Officer (Tutors)

	SLA
	Service Level Agreement

	SOP
	Standard Operating Procedures

	NPPF
	National Police Promotion Framework (Currently for Sgt and Insp only)

	OSPRE
	Objective Structured Performance Related Examination (Pre NPPF-Promotion Board)

	WBA
	Work Based Assessment

	WBL
	Work Based Learning

	PLT
	Protected Learning Time

	OCP
	Operational Competence Portfolio

	SFJ
	Skills For Justice (Our awarding Body)

	QSA
	Quality Standards Assessment

	PDP
	Professional Development Portfolio

	PDR
	Professional Development Review

	CoP
	College of Policing

	NPCC
	National Police Chief’s Council

	CVF
	Competency and Values Framework

	OTU
	Operational Training Unit

	OST
	Operational Safety Training

	PSU
	Police Support Unit

	NIE
	National Investigators Exam

	PIP
	Professionalising Investigations Programme

	SSAIDP
	Specialist Sexual Abuse Investigators Development Programme

	SCAIDP
	Specialist Child Abuse Investigators Development Programme

	TPAC
	Tactical Pursuit and Containment

	PNC
	Police National Computer

	PND
	Police National Database

	FTD
	Force Training Day

	UWTSD
	University of Wales Trinity St David’s

	SCLP
	Special Constable Learning Programme

	PSI
	Police Staff Investigators

	NCA
	National Crime Agency

	IQA
	Internal Quality Assurance

	EQA
	External Quality Assurance

	JRFT
	Job Related Fitness Test (bleep test)

	FTP
	Fast Track Programme

	NVQ
	National Vocational Qualification

	ILM
	Institute of Leadership and Management



Appendix 2- L&D Training Needs Evaluation (TNE) Board
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Appendix 3- Budget Scrutiny Panel TOR







Appendix 4- L&D governance
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Appendix 5- L&D Training Policy and EIA
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Appendix 6- National Talent Development Strategy (NTDS)



Appendix 7- NPP Timeline



APPROVAL & SIGN OFF   
	In producing this report, has consideration been given to public confidence? 

	YES ☒ | NO ☐

	Are the contents of this strategy suitable for the public domain?
(note the strategy should be written with publication in mind)

	YES ☒ | NO ☐

	If you consider this strategy to be exempt from the public domain, please state the reasons

	N/A






[bookmark: _Toc221631462]GOVERNANCE BOARD & CHIEF OFFICER APPROVAL
	This strategy has been presented to the following board:

	People Board

	Board chaired by:

	ACC Nicholas McLain

	Board date:

	16 March 2026

	Actions and amendments arising from board decisions

	None.

	This strategy has been presented to the following oversight board:

	Scrutiny Executive Board 

	Board chaired by:

	DCC Nicky Brain

	Board date:

	7 April 2026

	Actions and amendments arising from board decisions:

	None.



	I confirm this strategy has been discussed and approved at a formal Chief Officer meeting.

	Signature
	

	Date
	14 April 2026
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Foreword

Maximising the talent and potential of everyone working in policing is the key to
producing an excellent police service, while delivering the highest ethical standards,
within the right culture. We desire a service that is innovative, cuts crime, and has

the trust and confidence of the public.

Investment in the development of officers, staff and volunteers has been neglected
and undervalued for too long. However, the rapidly changing policing landscape
brought about by complex changes to society and crime, and the recent questions

raised around legitimacy, means we can no longer overlook this.

Talented individuals exist at all levels throughout policing, delivering excellent public
service daily. Yet they are often overlooked in a service where vertical progression is
traditionally regarded as an indicator of success, rather than the acquisition of
knowledge and skills. Whatever their role, everyone should have the opportunity to

develop their full potential.

Our National Centre for Police Leadership (NCPL) heralds our new approach, a

world-class centre for police leadership that sets the standards and practices for
everyone. The NCPL has also introduced a national talent development strategy
(NTDS), together with the National Police Chiefs’ Council (NPCC) and other

partners.

The strategy sets out the requirements to achieve national consistency, which forces
are asked to endorse and implement. This supports forces to develop their workforce
and identify those with talent and leadership potential. To help forces implement the
NTDS and achieve national consistency, a comprehensive toolkit will be made

available, providing detailed guidance, resources and assistance.

Those joining our service have high expectations and enthusiasm. We have an ideal
opportunity to reap the benefits of a generation of new talent, identify future leaders

and provide opportunities for their career development.

The future of policing depends on diverse leaders from a range of backgrounds and
experience, representative of the communities they serve. Directly investing in

leadership development and harnessing talent will ensure that policing has the right
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leaders who are resilient to an ever-changing operating environment, consistent in

upholding the highest standards and focused on serving our communities.

Effective police professionals instil confidence, build resilience, boost morale and
deliver positive change. We have some way to go, but a determination to ensure
policing is a profession of excellence that is respected, acclaimed and supported.

Investment in talent is an investment in the future of policing.

Chief Constable Sir Andy Marsh Chief Constable Gavin Stephens
Chief Executive Chair
College of Policing National Police Chiefs’ Council
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1. Executive summary

The national talent development strategy for policing is an evidence-based strategy

which sets out a new vision for:

“‘Enabling a consistent strategic approach towards inclusive

talent development in policing.”

As a fundamental part of the overarching NCPL, the NTDS will support the NCPL
‘end-to-end’ framework to define, support and enable leadership development,

promotion and progression at all levels within the police service.

The NTDS is based on detailed multi-method research undertaken in partnership
with the service and policing stakeholders. It sets out six requirements, with the
diversity, equality and inclusion (DEI) focus needed to achieve the vision. The six

NTDS requirements are:

= Requirement 1 — Ensure local chief officer (CO) sponsorship, with clear

responsibility for talent development.

= Requirement 2 — Promote an evidence-based approach to workforce data and

implement talent analytics.

= Requirement 3 — Utilise positive action for maximum impact in talent

development.

= Requirement 4 — Identify and develop talent and potential, embed effective PDR

career development processes and ensure support for line managers.

= Requirement 5 — Embed the police leadership programme (PLP), associated

talent programmes and pipelines and use succession planning for critical roles.

= Requirement 6 — Enhance talent mobility, flexibility, and utilise rejoiners pathways

and secondments.

Each requirement is accompanied by a set of enablers consisting of products,

processes and initiatives designed by the College (in partnership with the service),

aiming to support forces to meet the NTDS requirements. The NTDS implementation

toolkit will signpost the College enablers available to forces.

Forces will be asked to endorse and implement the NTDS requirements to achieve
national consistency. They will have the flexibility to use College enablers from the
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NTDS implementation toolkit, their own local force equivalents or a combination of
both.

Benefits resulting from adoption of the NTDS will be significant, including strategic
talent development and workforce planning across the service to meet current and
future needs. Additional benefits will be increased transparency, fairness and
equality of opportunity in the development of talented individuals, capitalising on the
potential of the policing workforce. The College will work with the service to
implement the NTDS in stages, evaluate the impact, share evidence of ‘what works’

and target data-driven improvements.

The NTDS has been co-designed with the service and wider policing stakeholders to
ensure a fit-for-purpose, joined-up approach to inclusive talent development for

everyone in the policing workforce.

This approach is inclusive of officers, staff and volunteers at all levels and in all

areas of policing.
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2. Why do we need the NTDS?
2.1. Why now?

Several drivers highlight why a national strategic approach to talent development in
policing is vital at this time. Engagement with the service and wider stakeholders has
consistently shown that policing does not fully maximise the skills, talent and
potential of the policing workforce. Staff are frequently overlooked, with few
opportunities for development and progression. Development for officers has been
largely focused on promotion. Volunteers are all too often forgotten, with their skills,

commitment and contributions undervalued.

A number of significant reviews have highlighted inconsistency and a lack of a
transparent, strategic joined-up approach to talent development, including the
College review of promotion and progression (2021) and the College review of chief
officer development and progression (2022).

The Baroness Casey Review final report (2023) highlighted major systemic

cultural problems, many of which may resonate widely across policing. Integrity
issues, discrimination, bullying and a culture that incentivises people to look, act and
sound the same, with a resistance to difference were among issues raised in that
report. Such issues would also clearly be relevant in the context of talent

development.

The most recent NPCC strategic assessment of workforce (2023) sets out the
workforce challenges and demands on leaders as a result of the changed service
profile generated by the police uplift programme (PUP), with approximately 40% of
all officers having fewer than five years’ service (as set against a pre-uplift norm of
around 20%). It is essential that this changing modern workforce, with their career

expectations, have their potential embraced and developed in a structured manner.

This is a key moment in policing for culture change to enhance strategic talent
development, embed effective workforce planning, transform police leadership,
address long-standing areas of concern or development, and to build on best

practice across the service.
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2.2. NTDS vision

“‘Enabling a consistent strategic approach towards inclusive

talent development in policing.”

2.3. NTDS aims

The NTDS aims to support forces to:

= Develop and inspire their workforce to maximise the talent and potential of all

officers, staff and volunteers.

= Focus on in-role, lateral and vertical development for staff, officers and

volunteers.
= Support the retention of all individuals through their development.

= Improve leadership capability and capacity, with a focus on DEI, transparency

and fairness.

= |dentify, develop and enable pipelines of individuals with senior leadership
potential, including those from all under-represented groups, starting early in their

careers and progressing through the grades and ranks.

= Improve succession planning for critical roles in leadership and specialist

capability to meet current and future workforce needs aligned to force strategies.

= Enhance their strategic approach in using talent development to meet local and

national priorities.

In achieving the above vision and aims, the NTDS will also directly support the
College review of chief officer development and progression (2022)

recommendations:

= Recommendation 1 — Forces will identify, develop and support a pipeline of
officers with the potential to become senior or chief officers, starting early in their

careers.

= Recommendation 2 — Specific effort will be undertaken to identify, develop and
support a pipeline of officers with the potential to become chief officers from

minority and under-represented groups, at force level and nationally.
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2.4. Opportunities and benefits

Successful implementation of the NTDS will yield benefits across policing and for

external policing stakeholders, including:

= Enhanced transparency, fairness and equality of opportunity in talent
development.

= Improved opportunities to better equip policing for current and future challenges

= Improved attraction and retention, building on success and learning from the PUP

and supporting its legacy retention strategy.

= Along-term, strategic approach to increasing the size and diversity of the chief
officer pipeline, as well as succession planning for critical roles across the
service, including those often held by police staff.

= Reduced workforce turnover costs and better return-on-investment in talent

development.

= Culture change to value in-role, lateral and vertical development for staff, officers

and volunteers.

= Increased national consistency with local flexibility, recognising different force

capability and capacities in respect of talent development.

= Improved learning culture and high-performance workplace with a future-ready,

motivated and skilled workforce.

= A data-driven, evidence-based approach to workforce planning and talent

development.
= An enhanced strategic approach aligning talent development to force priorities.

= Enhanced professionalism, corporate social responsibility, organisational
commitment, engagement and overall improved ‘employer offering’ to the

workforce.
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3. Whatis the NTDS?
3.1. Definition of the NTDS

The NTDS is an evidence-based strategy intended to enable a consistent strategic
approach towards inclusive talent development in policing. It has been developed by
the College in partnership with the service and wider policing stakeholders. It sets
out six statements of requirements to be implemented by forces to enhance local
and national talent development. Each requirement is accompanied by a set of
enablers consisting of products, processes and initiatives designed by the College in
partnership with the service, aiming to support forces in meeting the requirements.
Forces can make use of these enablers, as appropriate.

3.2. Definition of talent development in policing

The NTDS has been developed based upon the following definition inclusive of staff,

officers and volunteers:

1113

Talent development in policing’ refers to: a comprehensive and
inclusive talent system, aiming to develop everyone in policing,

to maximise their potential.”

3.3. Principles of talent development

The NTDS is designed around the following principles of inclusive talent

development for all:

= Evidence-based, co-designed in partnership with the service, for the

service

The NTDS has been developed using detailed multi-method research in
partnership with the service and wider policing stakeholders. A review of research
evidence and best practice outside of policing has added to the evidence base
and an external research partner was engaged to aid independent scrutiny.

= Emphasising transparency and fairness in talent development

The NTDS takes a ‘DEI by design’ approach, putting DEI at the heart of design
and implementation to promote value-based decision making, transparency, trust

and fairness in talent development.
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= Inclusive in applicability: police staff, officers and volunteers

The NTDS supports the development of everyone in the policing workforce,

therefore is applicable to police staff, officers and volunteers.
* Recognising individual responsibility
The NTDS recognises that talent development is not a separate HR, line

manager or CO lead function. Instead, everyone has a responsibility towards

identifying and developing talent and potential in themselves and others.

= Supporting culture change to enable in-role, lateral and vertical

development

The NTDS recognises that everyone in policing has talent and potential in
different areas. It therefore supports a culture change to develop and value in-
role, lateral and vertical development to facilitate diverse career progression.

= Driving national consistency, with local force flexibility

The NTDS will drive national consistency with local force flexibility, recognising
and supporting a range of capability and capacity for talent development across

forces.
= Enabling strategic whole system join-up

The NTDS takes a strategic whole system approach to join up talent-related
initiatives, across the NCPL and wider policing landscape, for improved visibility,
understanding and maximum return. It also recognises this is one aspect of the

whole system, therefore not a panacea for all workforce-related issues in policing.
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3.4. NTDS visual overview
The NTDS sets out six requirements, with a DEI focus, needed to achieve the vision

and aims. All requirements are connected, as the output of one can feed into others.
The requirements are numbered for ease of reference. They are, however, of equal
importance and can be implemented in order of local need. Local CO sponsorship is

critical and fundamental to overall success, which is why it is at the centre of the

diagram.

Workforce data
and talent analytics

Talent mobility
and flexibility

1
Local
chief officer
5 sponsorship

Police leadership
programme (PLP)
and succession
planning

3
Positive action in
talent development

N e

4
Development
of talent and
potential

Inclusion
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4. How will the NTDS work?

4.1. Requirements, enablers and responsibilities

The NTDS requirements are accompanied by a set of enablers consisting of
products, processes and initiatives designed by the College in partnership with the
service, aiming to support forces to meet the requirements. The enablers will drive
national consistency with local flexibility, as forces can use College-developed
products, their own local force equivalent, or a combination of both, to ensure the six
NTDS requirements are met. The College and forces have specific responsibilities
for the implementation of each enabler.

NTDS components
= NTDS requirements — a statement of intent set by the College, supported by
NPCC, to be implemented locally by forces

= NTDS enablers — products, processes and initiatives which support forces to

meet the NTDS requirements

= Responsibilities — areas for either College or local force activity.

Some enabling products are already in place and operating successfully; others will
be updated and improved for currency and relevance. Some additional areas
represent opportunities where the College will look to support the service by
developing new enablers to meet service need. All development will take place in
partnership with forces and wider stakeholders.

The NTDS requirements, descriptions, accompanying enablers and responsibilities

are set out below:

Requirement 1 — Local chief officer sponsorship

Ensure local CO sponsorship, with clear responsibility for talent
development

Everyone in policing has a role to play in inclusive talent development. A dedicated
local CO lead for talent development will be appointed in each force, to role model
inclusive talent development, function as a senior sponsor, and have local

responsibility for implementing the NTDS for staff, officers and volunteers. The local
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CO talent development lead will promote inclusive talent development principles to
support a culture change that values in-role, lateral and vertical development, as well
as transparency, fairness and equality of opportunity for all, including under-

represented groups.

Enablers — College responsibilities
= Maintain and update the NTDS in response to stakeholder feedback and ensure
the NTDS remains relevant and a live document, building an ongoing evidence

base to support the enablers.

= Provide national implementation and evaluation support for the NTDS, via the
NTDS implementation toolkit, which indicates the enablers that will support forces

to meet the requirements.

= Engage with local CO talent development leads to monitor progress.

Enablers — Force responsibilities
= The local CO talent development lead will have force responsibility for
implementing the NTDS locally, with appropriate governance and promoting

national consistency while being aligned to the strategic objectives of their force.

Requirement 2 — Workforce data and talent analytics

Promote an evidence-based approach to workforce data and
implement talent analytics

Promoting an evidence-based approach, the stakeholders will make improved use of
local and national workforce data and talent analytics to inform strategies for
identification, retention and development of talent, including how a better
understanding of under-representation can support these strategies. This data is
essential as it informs all the other requirements. It will also drive national
consistency, with local flexibility to address local needs and recognise different force
capability and capacity. It will align to strategic workforce planning, support forces to

meet their strategic objectives and enhance employee experience.
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Enablers — College responsibilities

=  Work in partnership with all stakeholders to develop a simple national talent data
capture process to identify and interpret national talent analytics to inform
ongoing strategies.

= Provide data to enable forces to conduct their own local force talent analytics to
identify trends and drive improvement, including talent systems and consistency
in data standards. Talent analytics will help to recognise and support the range of

different force capabilities and capacity regarding talent development.

Enablers — Force responsibilities

= Forces will provide agreed talent analytics data to the College to inform
evaluation and identification of national trends, including reporting on tracking
and development of those in the leadership pipeline with potential to become

senior leaders.

= Forces will use local talent analytics, as appropriate, to drive evidence-based
improvement in talent development, recognising different force capability and
capacity.

= Forces will use the enablers as appropriate, or local force equivalent, to enhance

the use of talent analytics for data-driven improvements.

Requirement 3 — Positive action in talent development

Utilise positive action for maximum impact in talent development

The NPCC and College of Policing culture and inclusion strategy for policing,
associated outcomes framework and practical interventions relating to the role of
lawful, evidenced-based, sustainable positive action in talent development will be
supported. This will include a focus on reducing the potential for bias, removing
institutional barriers, the impact of intersectionality, increasing the volume and
diversity of talent pipelines across officer, staff and volunteer roles, and recognising

the challenges of short and long-term change.
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Enablers — College responsibilities

Develop and implement maximising potential initiatives including blended,
accessible development for all under-represented groups, early identification and

development of talent at all PLP stages, with a focus on intersectionality.

Support Fast Track programme positive action initiatives to build the national
evidence base, share best practice between forces (and from external research)

to inform future provision.

Embed awareness of positive action in talent development throughout relevant

national learning programmes, including the PLP.

Align and deliver relevant aspects of the NPCC and College of Policing culture
and inclusion strategy for policing and the associated outcomes framework,

exploring positive action initiatives for staff, officers and volunteers.

Enablers — Force responsibilities

Forces will support maximising potential initiatives with an enhanced offer to all

under-represented groups and awareness for all.

Forces will share learning from local force positive action and support Fast Track

positive action initiatives, as appropriate, according to local workforce planning.

Forces will use relevant enablers, or local force equivalent, as appropriate to

enhance positive action in talent development.

Requirement 4 — Development of talent and potential

|dentify and develop talent and potential, embed effective PDR
career development processes and ensure support for line
managers

Everyone in policing should identify and develop talent and potential in themselves

and others. Line managers have a key role in enabling ‘career moments that matter’.

The skills of line managers should be enhanced to effectively use PDR career

conversation processes in talent development, including performance and career

development to identify talent and skills, address performance issues to revitalise the

individual, plan and track future career aspirations, potential and development. This

will include support and time for in-role, lateral and vertical development, diverse
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career pathways, supporting wellbeing, reward and recognition, and with a strong
focus throughout on transparency, fairness and DEI.

Enablers — College responsibilities

= Encourage best practice and provide learning interventions (for example,
webinars) in relation to PDR career conversations as an engagement tool, to
support inclusive and fair talent development, in-role, lateral and vertical

development and promotion of diverse career pathways.

= Provide guidance, best practice and learning interventions on early talent
identification, including self-identification of current and future potential. This will

include meaningful definitions of ‘talent’ and ‘potential’.

= Ensure greater national embedding of professional development products linked

the NTDS including the competency and values framework (CVF, updated in

May 2024), effective supervision guidelines, coaching and mentoring initiatives,
diverse career pathways, policing professional profiles, continuing professional

development (CPD) and research bursary opportunities.

Enablers — Force responsibilities
= Forces will use local PDR career conversation processes to enhance

performance and support diverse career development.

= Forces will support development of line managers and provide time to undertake

effective PDR career conversations.

= Forces will use the relevant enablers or local force equivalent, as appropriate, to
enhance ongoing development of talent and potential, career development and

equality of opportunity.

Requirement 5 — Police leadership programme and succession
planning

Embed the PLP, associated talent programmes and pipelines, and
use succession planning for critical roles

The service will use the NCPL end-to-end framework for promotion and progression,
including adoption of national leadership standards, using the leadership

development programmes available at each of the five stages of the leadership
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framework, using talent development Fast Track programmes (as appropriate) and

other developmental opportunities for all. This approach will help to establish

leadership pipelines and progression capability. Use of succession planning for

critical roles, including staff and specialisms, will also be supported, directly linked to

force strategy and skills building to meet current and future needs.

Enablers — College responsibilities

Embed inclusive talent development as a key element of the end-to-end
framework for leadership development and progression.

Deliver Fast Track constable to inspector (FTCI) and Fast Track inspector to
superintendent (FTIS) programmes, with a focus on diversity of representation.

Provide guidance and learning interventions on future-focused talent
development, succession planning for staff and officers in critical leadership and

specialist roles and creating diverse talent pools and pipelines.

Enablers — Force responsibilities

Forces will use PLP products, or force equivalent as appropriate, to support
development and progression of staff, officers and volunteers, with a focus on all

minority groups.

Forces will create talent pools and pipelines for staff and officers who have the
potential to become senior leaders, with a focus on enabling those from minority

groups.

Forces will use succession planning as appropriate to achieve local force
priorities.

Forces will use the relevant enablers or local force equivalents, as appropriate, to

enhance leadership development, pipelines and succession planning.

Requirement 6 — Talent mobility and flexibility

Enhance talent mobility, flexibility, and utilise rejoiners pathways
and secondments

A positive culture towards talent mobility and flexibility will be supported. This will

make use of the rejoiners pathway and secondments to widen the volume and

diversity of talent pools and developmental opportunities for career progression. It
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will also support staff who aspire to become police officers, or volunteers who aspire
to a full-time role in policing. Talent mobility between all roles should be encouraged.
PUP evidence and products promoting enhanced flexibility and mobility, including
‘exiting well’ from the service, will be used to inform strategy and support culture

change.

Enablers — College responsibilities
= Provide guidance on talent mobility and flexible working, supporting DEI for all.

= Update national guidance on secondments and rejoiners pathways in line with

current and future service needs, which includes a focus on skills gaps.

= Support the PUP legacy through alignment and greater national embedding of
initiatives related to talent development, including ‘stay’ interventions to promote

retention and ‘exiting well’ for those leaving the service.

Enablers — Force responsibilities
= Forces will use the rejoiners pathways and secondments as appropriate,
balancing operational priorities, capability gaps and fair commitment to

development.

= Forces will use the above guidance, or local force equivalents, to support talent

mobility and flexibility.

4.2. NTDS implementation toolkit

The NTDS will be accompanied by the NTDS implementation toolkit which will
signpost the enablers in a clear and accessible way, explaining the interface with the
aims of the NCPL. It will be designed in partnership with all stakeholders and will be
aimed at a variety of users across the policing workforce, depending on role,
responsibility and aspirations. It will be a live resource, designed and implemented
iteratively, and will be maintained and enhanced based on user need and continuous
improvement. The College will support forces in access and implementation during
initial roll-out and beyond, so that the NTDS can be fully embedded as part of the

NCPL end-to-end framework for promotion and progression in policing.
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Enablers — College responsibilities
= Develop the evidence-based NTDS implementation toolkit working in partnership
with the service and wider stakeholders, including staff, officers and volunteers.

This will include improvements to accessibility while managing expectations.

= Ensure the NTDS implementation toolkit includes transparent considerations of
costs, abstraction implications and a value for money approach to talent

development.

= Ensure the NTDS implementation toolkit is incrementally implemented, promoting
iterative design and feedback from stakeholders.

Enablers — Force responsibilities

= Forces will share local learning of talent development initiatives to inform the
NTDS implementation toolkit design and implementation, sharing good practice
and recognising differences in force capability and capacity in respect of talent

development.

4.3. Evaluation and quality assurance

Evaluation of NTDS implementation will monitor, quality assure, promote iterative
development and build the evidence base of ‘what works’ in talent development for
shared learning across policing and external agencies. Evaluation will have a
sustainability focus, using short and long-term multi-method approaches. The NPCC
national leadership working group (NLWG), which reports into the NPCC Workforce
Co-ordination Committee, will oversee the implementation of the NTDS and the
longer-term data produced from it. A detailed evaluation strategy will be developed,

based on the following:

= NTDS requirement 1 — Local CO talent development leads will provide feedback

on their progress in local implementation of the NTDS.

= NTDS requirement 2 — Talent analytics represents an in-built data evaluation
opportunity and will be used to gather national data trends and provide forces
with guidance on how to gather, interpret and proactively use local force data for
evidence-based decision making and evaluation of local NTDS impact.

= The overarching NCPL evaluation strategy will analyse quantitative and
qualitative data intermittently across NCPL products for a five-year period. This
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will also be of benefit in informing evaluation of national NTDS impact and local
trends.

= Evaluation data including:
o size and diversity of leadership pipelines
o metrics on succession planning for critical roles

o measures of perceived inclusion and removal of barriers in promotion and

progression
o perceptions of fairness and procedural justice in talent development

o measures of workforce retention and intention to leave

November 2024 C1154-1124 Page 22 of 24





November 2024 C1154-1124 Page 23 of 24





About the College

We’re the professional body for the police service in

England and Wales.

Working together with everyone in policing, we share
the skills and knowledge officers and staff need to

prevent crime and keep people safe.

We set the standards in policing to build and
preserve public trust and we help those in policing
develop the expertise needed to meet the demands

of today and prepare for the challenges of the future.

college.police.uk
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