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Abstract

While previous research highlights the importance of good succession planning in public law

enforcement agencies, this study proposes a more comprehensive approach that combines knowledge

management (KM) and talent development (TD) into a single model for strong leadership. The article

uses qualitative case study methods and evidence from senior law enforcement officials in Guyana to

consider practical mechanisms for embedding corporate wisdom and developing leadership talent. It

further demonstrates that changes in both system knowledge and talent development are crucial to

developing leadership resilience and the organization's stability. The findings present practical

implications for public sector organizations experiencing challenges in long-term leadership

management.

Keywords: Knowledge Management, Law Enforcement Agencies, Leadership Resilience, Succession

Planning, Talent Development.

Introduction

The Guyana Police Force (GPF) was
established in 1839 and is responsible for
overall law enforcement in Guyana, performing
all duties typically performed by police forces
worldwide, including the prevention and
detection of crime, maintenance of public
order, enforcement of Guyana's laws,
protection of life and property, and
investigation of crimes. Despite its long
establishment and institutionalization, the GPF
has faced leadership instability and
organizational inefficiencies. ~The most
apparent problems are those related to systemic
leadership shortfalls. Most notably, they stem
from outdated appointment criteria based on
seniority instead of ability and the evident lack
of a planned and visionary succession plan.

Building upon Kendall's [11] work, which
highlighted the damage caused by the GPF's
reputation-based promotion system and
emphasized the need for structured leadership
development, this paper reframes the

discussion in the context of an ongoing
proactive and sustainable concept: leadership
resilience. Leadership resilience is the ability of
an organization to maintain effective leadership
in the face of significant changes, crises, or loss
of key figures, with no loss of continuity of
operations or strategic direction [22]. It
prioritizes the development of flexible,
informed leaders capable of managing
complexity, engendering trust in organizations,
and promoting ongoing improvement [23, 24].

Key Concepts Two mutually supporting
pillars—knowledge Management (KM) and
Talent Development (TD)—lie at the heart of
accomplishing leadership resilience.
Knowledge management is a process that
systematically captures, shares, and utilizes
critical information within a business to create
a cohesive business narrative, minimize
disruptions, and enable informed decisions. In
contrast, talent management focuses on the
strategic identification, development, and
promotion of high-potential employees by
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providing structured career paths, tailored
training, and leadership development schemes
[27, 28].

The paper addresses the following question:

How Might Knowledge Management
and Talent Development Strategies
Promote Leadership Resilience among
Law Enforcement Agencies in Guyana?

By answering this question, the research
aims to provide clear information and helpful
suggestions to help the GPF and other similar
public law enforcement agencies plan for future
leaders, strengthen their organizations, and
maintain effective security services in the face
of complex security challenges.

Literature Review
Leadership Resilience

Leadership resilience has been identified as
crucial to maintaining organizational stability,
coping with change, and enabling development,
especially within high-risk settings, such as in
the police. Harrell [9] views leadership
resilience as the capacity of organizations to
maintain  their strategic direction and
operational performance during leadership
turnover, crises, or other unexpected
disturbances. Additionally, the resilience of
leadership leads to enhanced organizational
capabilities, including adaptability, learning
ability, and emotional intelligence, across all
levels of leadership [22- 24].

More recently, Ledesma [23] and Eliot [24]
stressed leadership resilience as an adaptive
capacity that would ultimately enable them to
flourish in a volatile, uncertain, complex, and
ambiguous (VUCA) environment. They
advocated that companies should invest in
resilience training, emotional intelligence
development, and  strategic  foresight
development.

Proactive steps, including introducing
leadership continuity planning and programs
for developing crisis leadership, are needed to
strengthen the internal bench strength of leaders

who can traverse complexity [4]. Kumar [29]
also emphasizes the need to promote an
organizational  culture that encourages
psychological
empowerment, allowing new leadership to

innovation, safety, and
emerge naturally during periods of turmoil.

In the context of policing, Morabito and
Shjarback [14] contended that establishing
resilience in law enforcement also entails
building headquarters policies that support
wellness, mental health resilience, and critical
incident stress management. They recognized
that leader wellness plays a significant role in
the successful completion of the program, and
officer wellness directly impacts leadership and
performance in crisis situations.

KM in Law Enforcement

Knowledge Management (KM) is vital to the
long-term success and viability of public sector
organizations, especially in fields strongly
dependent on institutional memory and
historical precedent, such as law enforcement
[25]. KM manages organizational knowledge
by systematically capturing, sharing, and using
it effectively [26]. According to Okoro and
Iheanachor [20], contemporary policing
requires strong KM systems that record explicit
knowledge (crime rates, operational manuals)
and store tacit knowledge (crime-solving
experiences,  operational  understanding).
Kendall [11] emphasized that activities for
transferring knowledge, including workshops,
symposia, and individual exchanges, are
essential to infuse skills from individuals or
small groups throughout the organization and
prevent the loss of corporate memory.

Recent research has emphasized the
importance  of  digitalized  knowledge
management (KM) systems in law
enforcement. Sharma et al. [30] suggest
creating combined knowledge platforms that
utilize artificial intelligence (Al) to facilitate
data discovery and develop knowledge maps to
support security organizations in making
informed decisions. Moreover, Alavi and



Leidner [31] highlight that after-action reports
(AARs),
communities of practice help retain knowledge

cross-training  activities,  and
and support continuity in operations to an even
greater extent in hierarchical organizations,
such as law enforcement agencies.
Additionally, Salem and Yusof [16] and Kumar
[29] demonstrate that the development of
knowledge management (KM) in an
organization affects its performance and staff
engagement, underscoring the importance of
KM models.

Talent Development Strategies

Talent Development (TD) is a strategic and
proactive mechanism for upgrading individual
capacities to match an organization's constantly
changing requirements [27, 28]. As Chen and
Tsai [4] point out, TD requires deliberate
strategies for recruiting, career development
planning, job-specific training, succession path
planning, and leadership mentoring.

Across the region's law enforcement sector,
fidelity to the single-axis and seniority-
determining promotion criteria must be
discarded in favor of a competency-based
recruitment and promotion model where
technical and strategic
requirements for senior leadership positions are
stipulated [32; 33]. Bersin [34] notes that
ongoing performance reviews, role-specific
learning paths, and experiential learning (e.g.,
job rotation) are key elements for a robust
leadership pipeline. More recent findings from
Lewis and Carter [13] have shown that
combining leadership coaching, micro-learning
modules, and leadership simulations within TD

competency

programs can help expedite leadership
readiness, especially among middle managers
in policing organizations. In the same way,
Othman and Mahmood [35] say that finding
high-potential (HIPO) employees early and
developing them based on the organization's
plans is essential for successful succession
planning. Baxter and Short [1] also suggest
using leadership competency frameworks tied

to annual development plans, focusing on
inclusiveness, diversity, and flexibility among
emerging core competencies to be addressed by
current and future public sector leaders (in
dynamic security environments).

Articulating the Why: Blending Knowledge
Management & Talent Development

Knowledge management and talent
development strategies are interdependent in
creating a synergistic feedback loop, which is
key to building leadership resilience. Ahmed
and Elhag [38] and Goswami and Goswami
[39] posited that firms with integrated
knowledge management (KM) and talent
development (TD) systems achieve superior
innovation, enhanced knowledge flows, and
effective leadership succession. Johnson and
Steffensen [10] suggest enhancing TD
programs with knowledge repositories, peer-
learning networks, and structured mentorship to
equip leaders with global knowledge and
operational skills.

Johnson & Steffensen [10] and King [37]
also suggest that intentionally merging
knowledge management (KM) with functions
in a learning organization will increase
resiliency, agility, and workforce commitment.
Their empirical research in the public sector
found that leadership pipelines perform much
better when organizations are undergoing
change or searching for a leader [28]. An
efficient integrated KM-TD model would
include, as stated by Ahmed and Elhag [38] and
Goswami and Goswami [39].

Capture: Capturing institutional memory
(leadership interviews and knowledge audits)
and defining leadership competencies through
organized talent audits.

Develop: Sharing operational, strategic,
and cultural intelligence and insight through
focused, competency-based leadership
development courses.

Retain:  Integrate an  organization's
knowledge into its workflow and present clear,



structured career paths that attract and retain
high performers.

Deploy: Place leaders in the correct
positions, leveraging validated competencies,
embedded organizational knowledge, and
predictive analytics to anticipate future
leadership requirements.

New leaders must acquire explicit technical
knowledge and integrate it into their approach
to designing their work context, thereby
creating opportunities for innovation and
change [9].

Methodology

The study employed a qualitative case study
approach, which is suitable for examining the
topic in real-life organizations with complex
relationships between different factors [21].
Since this study wants to explore how
leadership resilience strategies use knowledge
management and talent development in the
GPF, a qualitative approach was chosen to help
understand the complex interactions involved.

Research Design

The researcher applied a one-case holistic
case study method, which facilitated a deep
inquiry into the GPF's leadership resilience
challenges and practices [20]. Qualitative
research is inherently flexible and captures
participants' lived experiences, beliefs, and
behaviors in ways structured quantitative
methods cannot [5]. The choice of the case
study form was especially relevant in
investigating issues such as succession
planning, knowledge transfer, and leadership
development in practical law enforcement
activities. The researcher grounded the work in
interpretive assumptions because
organizational realities are socially constructed,
context-bound, and most accurately understood
by participants [12].

Data Collection Methods

Methodological triangulation was sought in
the interest of enhancing the credibility of the

study [7], and three primary sources of data
were used:

1. The researcher conducted semi-structured
interviews with 20 senior and mid-ranking
officers drawn from different operational
and administrative sections of the GPF. A
purposive snowball sample was used to
ensure that individuals with extensive
knowledge of leadership development,
succession planning, and operational
experience were included. Each interview
lasted 45-60 minutes, utilizing a semi-
structured guide that could be adjusted to
probe themes and ensure comprehensive
coverage of key conceptual areas,
including

strategy, knowledge

management, talent management,
leadership development, organizational
culture, and management commitment.

2. The review covered internal GPF
documents such as operations manuals and
strategic plans (2019-2025), annual
performance reports, human resource
development guidelines, and situation
analysis. This generated important context
about  participants' lives, checked
participants' reports of events, and explored
contradictions and discontinuities between
policy and implementation [2].

3. The researcher conducted thematic coding
analysis using NVivo 2022 software,
facilitating organization, coding, and
pattern identification throughout the
interview transcripts and document data
[18]. With the participants' consent, all
interviews were recorded, transcribed, and
entered into NVivo for systematic coding
and analysis.

Sampling Strategy

The researcher also used a purposive
sampling approach to find participants who
performed leadership and management
positions in the GPF to ensure that information-
rich cases were involved [6]. Selection was
based on having served for at least 10 years,



functioning in a leadership or management role,
and being familiar with promotion, training, or
organizational policy practices. A snowball
sampling technique was also utilized, and the
initial participants referred additional eligible
peers.

Demographic diversity was reflected not
only in the representation at the divisional,
regional, and branch levels but also in the fact
that this representation included both genders
and a range of years of service.

Data Analysis

Data analysis was based on the six-stage
thematic-analysis process model as adapted
from Braun and Clarke [3]:

1. The researcher repeatedly read interview
transcripts and document notes to
familiarize themselves with the data.

2. The researcher coded the first meaningful
segments of the data using NVivo.

3. The researcher looked for patterns in how
developed leaders resist adversity, retain
knowledge, and develop talents.

4. The researcher reviewed and refined
themes for intra- and inter-group
consistency.

5. The researcher refined and named the final
themes concerning the conceptual
framework (capture, develop, retain,
deploy).

6. The researcher created a narrative text that
integrates the findings with the questions
and theory.

When no additional theme emerged from
ongoing data analysis, the sample size was
sufficient, indicating the achievement of
thematic saturation [8].

Reliability and Ethical Consideration

Strategies to ensure trustworthiness included
triangulation of data sources, member checking
with participants to verify interpretations,
maintaining an audit trail, and reflexive
journaling on the researcher's part to check for
bias [12, 20]. This study was approved by the

Walden University Institutional Review Board
(IRB). The informed consent form, which
covered the research objectives, the voluntary
nature of participation, anonymity, and
withdrawal, was provided to the participants.
To maintain anonymity, all interviewees were
referred to by pseudonyms (e.g., Participant 1,
Participant 2). The researcher kept the data
confidential and secured in encrypted files
accessible only to the researcher, adhering to
modern research ethics requirements [19].

Findings

By examining information from interviews
with 20 leaders in the Guyana Police Force
(GPF) and reviewing relevant documents, three
main themes emerged: problems with
knowledge management, issues with talent
development, and a need for improved
integration.  This  section provides a
comprehensive synthesis of these themes,
accompanied by example participant quotes.

Knowledge Management Gaps

One of the key findings was the variation in
knowledge management, retention, and sharing
processes across the GPF. Officers mentioned
workshops, seminars, and spontaneous sessions
to share knowledge. Still, there was no
formalized process to capture, maintain, and
distribute critical operational/administrative
expertise at the operational and administrative
levels.

They stated that operational reports, after-
action reviews, and best practices were often
not varied or recorded. One midlevel officer
who had served for 18 years indictated:

“We might have a debrief after a large
operation, but we don’t have any
system where it’s on the record. The
lack of information isn’t the fault of the
new officer. “New officers often are
forced to learn on the job because no
written  repository — or  manual
consolidates what was done before.”
(Participant 7)



Another officer also expressed irritation at
the loss of know-how with retirements and
transfers:

“When our senior officers retire, we
lose too much institutional memory.
Their knowledge, strategies, and
experiences walk out the door with
them because we don’t have a
systematized knowledge management
program in place.” (Participant 2)

Document  analysis  supported these
Operating
guidelines were typically outdated, and there

observations. manuals  and
were no clear indications of regular review and
incorporation of lessons gained from ongoing
operational experience. Learners proposed
incorporating a central, electronic knowledge
management system for officers to access case
studies, update procedures, lessons learned, and
reflections from leadership. They also
emphasized the importance of explicit
knowledge collection (for example, protocols)
and tacit knowledge sharing (for example,
mentoring and storytelling practices).

Shortcomings in Talent Development

The second identified key issue was the
limited focus and structure of talent
development programs. GPF officers continued
to allege that promotions in the service were
still primarily determined by seniority, ignoring
leadership ability, strategic ~ thinking
capabilities, or operational skills.

An Officer raised an issue:

"Promotions are still about who has
more years, not necessarily who is
better at leading. There’s no obvious
career track — officers are on their
own." (Participant 12)

A divisional officer even said the promotion
should be aligned with a competency-based
progression ladder:

“People with leadership skills are not
nurtured because we have no process
to evaluate potential, to judge

potential, only to judge seniority. If we

want change, we need assessments,
leadership programs, and targeted
grooming.” (Participant 5)

Only a small proportion of officers had
undergone formal leadership development,
most of which was externally funded and
delivered overseas rather than internally
provided. A lack of formalized career paths,
succession planning, and career plans made the
leadership pipeline less resilient. Despite the
GPF strategic plan (2019-2025) setting clear
targets for manpower development,
documentation  analysis revealed little
operationalization at the regional and divisional
levels. Members emphasized that the
organization is leaving itself vulnerable to
continued leadership voids, a demoralized
high-potential officer corps, and future
operational instability if it does not focus on the
strategic development of talent.

The Case for Integration

Although participants characterized the
knowledge management and talent
development issues independently, the
consensus was clear that a comprehensive,
multidomain approach focusing on both
domains is required to build leadership
resilience.  Several  officers  suggested
integrating a mentorship framework with
operational debriefings and knowledge capital
generation.

A mid-level officer stated:

“You can’t make people up through
informal mentorship anymore. If you
tie mentoring to catching operational
experiences, we are not only training
the next leader but also creating
knowledge banks for the entire force.”
(Participant 9)

A different officer observed the advantage of
integrating leadership development
knowledge-transfer forums:

“It would stand to reason that officers
going to schools of instruction would

be documenting what projects they did,



lessons  learned,  what  hiccups

happened there — and we would be

able to store that in our knowledge

system for other people to learn from,”
she said. (Participant 14)

Specific integration methodologies were
highlighted by participants, including:

1. Need to establish leadership knowledge
banks that capture de-identified operational
case studies provided by participants in
their leadership training.

2. Need for embedded knowledge activity
(e.g., after-action reviews) fundamental to
promotional evaluation.

3. Need to develop formal "mentoring”
programs where senior officers coach
young leaders, record practices, and learn
together.

In addition, the officers emphasized the need
for institutionalizing integration, rather than
relying on voluntary work, to ensure that it
endures beyond changes in individual
leadership.

One senior officer encapsulated the feeling:

“Leadership development and
knowledge retention must be part of the
DNA of the force — not left to chance,
goodwill or personality. If we want real
resilience, it must be systematized and
measured.” (Participant 1)

Discussion

This research indicates that neither KM nor
TD alone is sufficient for law enforcement
agencies to ensure sustainable leadership
resilience, including the GPF. Instead, based on
interviews and document analysis, the evidence
appears to support the current literature trend
that a synergistic or integrated model is needed
for addressing issues of leadership stability in
dynamic operations [10].

The top themes identified in participant
responses—organizational knowledge capture
and leadership development— also resonate

with themes in the literature. Several officers
emphasized the need for an official knowledge
base, organizing mentorship plans that closely
parallel Okoro and Theanachor’s [15] call for
digitized knowledge management frameworks
in policing and Lewis and Carter’s [13] plea for
formalized  leadership  tracks.  Indeed,
contributors commented on the loss of
institutional memory due to retirement and the
ad hoc sharing of know-how, which was a
significant challenge to operational continuity,
and their argument was supported in the
literature [16]. Moving beyond selection-
related issues and talent development,
participants’ words echoed the criticisms of
Ready and Conger [33] regarding the
inadequacy of  using  seniority-based
promotions. Officers were also unhappy about
the absence of career development models
linked to skills, supporting research that says
promotions to leadership positions in modern
law enforcement agencies should be based on
ability (i.e., potential) instead of just how long
someone has been there.

In contrast, while the literature discusses KM
and TD as separate topics, participants
highlighted a key practical point: that
combining the two is essential for everyday
resilience. Officers envisioned a future where
capturing knowledge and developing leaders go
hand in hand, with lessons from operations
included in mentoring programs and
promotions linked to proven skills and
contributions to learning  within  the
organization. This pragmatic vision is also
consistent with Johnson and Steffensen's [10]
and King's [37] concept of the learning
organization, which intentionally integrates
KM and TD for a sustainable leadership
pipeline [38, 39].

Based on both participants’ responses and
academic literature, a streamlined, explanatory
model is shown in Table 1:



Table 1. This Framework Integrates Two Pivotal Domains—Knowledge Management (KM) and Talent
Development (TD)—to Build Leadership Resilience in Law Enforcement Organizations

Element Knowledge Management Talent Development

Capture Documenting institutional memory Assessing individual competencies
through centralized knowledge through performance appraisals and
systems [Participants 2 &7; 11; 15; leadership assessments [ Participants 5 &
38]. 12; 35; 34].

Develop Disseminating operational and Offering customized leadership training
strategic knowledge through programs tailored to role requirements
workshops, case studies, and [Participant 5; 13].
knowledge platforms [Participant 14;
11; 15; 38].

Retain Embedding knowledge into systems, Establishing clear career pathways,
SOPs, and institutional databases succession plans, and leadership
[Participant 9; 38]. incentive programs [Participant 12; 13].

Deploy Enabling knowledge-based decision- Strategically positioning leaders into
making and organizational learning roles based on readiness assessments and
[10; 37; 38]. future organizational needs [38; 39].

By incorporating this
approach into the GPF regularly, leadership
resilience can shift from a response based on
individual personalities to a planned, organized,
and lasting practice.

This study further prior
theorizing while rendering new practical
insights for frontline officers on thinking about
and enacting integration. It emphasizes the need
to rethink how integration is made “real” in the
day-to-day shaping of organizational life rather
than relying on formal policies or ad hoc

comprehensive

substantiates

programs.
Recommendations

The following practical recommendations
are based on the findings and comparisons with
existing literature reports.

Install an  Electronic

Repository

Knowledge

The GPF must establish an electronic
repository of knowledge that is central, secure,
and readily available, tied to officers' profiles,
performance appraisals, skill lists, training
histories, and other relevant information [31].
This platform should store after-action reviews,

leadership vignettes, operational guidelines,
and standard operation protocols. Al-enhanced
search services may enable rapid access to
needed knowledge when an emergency or
discontinuity makes direct reliance on human
memory insufficient, even in augmented forms
[30].

Create Formalized Talent Pipelines

It is recommended that the GPF develop
defined career paths along with rotational
opportunities, tailored leadership programs,
and stated advancement opportunities. Law
Enforcement Agencies can
competency framework that
competencies of various leadership roles [13].
Formal mentoring programs for senior leaders

develop a
outlines the

and high-potential officers will provide
opportunities to build the next generation of

leaders and enhance knowledge transfer [4].
Embrace 360-degree Review Process

Promotability and readiness for leadership
should be assessed through a 360-degree
feedback process whereby the promotion
process gathers performance appraisals from
the candidate's supervisors, subordinates, and



peers to have a well-rounded view of the
candidate's leadership ability [1]. Leadership
skills—strategic thinking, decision-making in
challenging environments, flexibility, and
ethical leadership—should be evaluated, as
well as operational capacity and participation in
knowledge-sharing activities [36, 40].

Create Knowledge-Sharing Events

The GPF should require quarterly symposia,
leadership roundtables, and officer-to-officer
exchange programs, at which officers can brief
lessons learned from operations, discuss
strategic  objectives, and share creative
practices. The electronic arsenal must publish
and archive these discussion groups as part of a
knowledge-development culture [31, 40].

Implement an
Succession Audit

Annual Leadership

Leadership Succession Audits should be a
part of the organization’s fabric and completed
annually to measure leadership readiness,
acknowledge succession gaps, and enhance
talent development efforts [11]. Workforce
planning, promotion timelines, and leadership
program distribution should incorporate the
audit results [15]. Transparency in the auditing
findings may also increase trust and morale in
potential leadership-track officers [17].

Conclusion

The strength of policing leadership in
Guyana is based on maintaining institutional
memory while forging new leaders in a
changing landscape. As this study suggests,
neither Knowledge Management (KM) nor
Talent Development (TD) alone can address all
the complex leadership challenges public
security  organizations face. Instead, a
framework that is part of the organization’s
DNA offers a supportable answer by treating
the retention of knowledge and the growth of
leaders in a symbiotic way.

It can be inferred from the results that an
incoherent knowledge base and the absence of
a career progression plan often hinder leaders'

succession in GPF. If the situation is not
addressed in a timely manner, the organization
will be exposed to perpetual leadership
instability,  operational  disruption, and
weakened public confidence as the security
environment becomes increasingly complex
and rapidly changing. Integrating KM and TD
provides a strategic course that shields valuable
institutional memory and prepares forward-
thinking, knowledgeable, and skilled future
leaders with the agility to weather crises,
implement reform, and preserve the
fundamental public safety mission. Including
knowledge-sharing practices in leadership
development programs guarantees the retention
of crucial experiential learning, even during
retirement, relocation, or transition. At the same
time, developing these competency-based,
structured talent pipelines fosters a leadership
cadre that can innovate, motivate, and lead in
response to the challenges facing modern
policing.

To ensure strong and lasting leadership,
political officers, organization executives, and
stakeholders must move past temporary fixes
and make the integrated KM-TD framework a
key part of the company’s main goals. The
process involves adopting formal policy,
developing infrastructure (for example,
electronic  knowledge  repositories and
leadership academies), and ongoing investment
in programs that support leadership
development, mentoring, and assessment.
Ultimately, future-proof leadership models in
the GPF and beyond require an organizational
culture shift from mere institutional memory to
creativity, lifelong learning, and strategic
leadership development. Movements of this
nature are not just necessary; they are essential
for maintaining service delivery, public
confidence, and the endurance of Guyana’s
national security organizations in a changed
political and social context.

The current research usefully adds to the
existing leadership resilience literature by
providing a grounded model of resilience at the



tactical level that integrates theoretical
understanding with practical significance.
Future studies could build on this research by
examining the technology, funding, and social
factors needed to apply integrated leadership
resilience frameworks in similar public sector
environments.
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