Task 1: Reflection & Personal Development
1. Introduction
Reflective practice is integral to professional competence within contemporary policing, particularly in high-risk environments such as Counter Terrorism (CT). Using Gibbs’ (1988) Reflective Cycle, this paper critically evaluates my development as a Professionalising Investigations Programme (PIP2) Manager over the past twelve months having moved from Serious Organised Crime (SOC) into CT. The discussion draws upon leadership theory, CT research, and team dynamics to provide a structured analysis of my experiences.

2. Description
In the past year, I have been involved in several complex CT investigations involving extremist networks, online radicalisation, and individuals presenting threats to communities and national security. A particularly demanding investigation required the rapid assessment of multi-source intelligence, coordination with partner agencies such as Senior investigating Officer (SIO), Tactical Firearms commanders (TFC) and implementation of an investigative strategy whilst minimise risk to staff involved. Within this role, I carried responsibility for ensuring adherence to legislative frameworks and national investigative guidance (College of Policing, 2020).

3. Feelings
At the beginning of this period, I experienced a heightened sense of apprehension due to the implications of CT decision-making. This aligns with Schön’s (1983) contention that professionals often encounter uncertainty when operating in ambiguous, high-consequence environments. Through greater exposure to CT investigations and engagement in reflective discussions with supervisors and peers, this initial anxiety evolved into increased confidence and professional competence. As Boud, Keogh and Walker (1985) argue, such emotional processing is central to developing reflective competence.

4. Evaluation
I applied the National Decision Model College of Policing,(CoP)( 2013) consistently, provided robust investigative oversight and working strategies, I supported team welfare during periods of operational tension. Partner agencies commended my approach to information-sharing and collaborative decision-making. Nonetheless, shortcomings were also evident. Early investigative briefings occasionally lacked strategic focus or clarity, inhibiting operational cohesion. This is significant given Innes’s (2006) observation that CT investigations rely heavily on the rapid and precise interpretation of intelligence.

5. Analysis
A deeper analysis, informed by theoretical frameworks, offers further insight into my practice. Belbin’s (2010) Team ‘9 Roles’ Theory was particularly useful in understanding my leadership tendencies. My predominant roles appeared to be those of Coordinator and Monitor Evaluator, promoting inclusive decision-making while maintaining analytical rigour. However, applying Brookfield’s (1995) ‘colleagues experience’ revealed that some investigators perceived my deliberative style as overly cautious in fast-moving scenarios— Githens-Mazer, J. & Lambert, R. (2013) argues that effective counter-terrorism is iterative and reflexive, avoiding top-down assumptions. This highlights the importance of effective Debriefs, CoP (2020) 

Engagement with academic research on radicalisation Horgan, (2008) & Silke (2014) enhanced my ability to contextualise intelligence and challenge assumptions. This mirrors Sherman’s (2013) emphasis on evidence-based policing as essential to effective investigative leadership. Moreover, Goleman’s (1998) work on emotional intelligence helped illuminate the importance of empathy, self-regulation and interpersonal awareness in supporting staff working within high-stress roles.

6. Conclusion
This reflection highlights significant growth in my leadership capability, analytical decision-making, and emotional resilience as a PIP2 Manager within CT investigations. Integrating reflective models, team theory, and evidence-based research has strengthened my professional practice. The insights gained provide a foundation for continued professional development recorded on PERFORM in delivering efficient and effective investigative leadership within policing.
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 	1. Introduction
Modern policing operates within an increasingly complex social, legal, and technological environment. To remain effective and legitimate, police organisations must ensure their workforce continuously develops the skills, knowledge, and values required to meet evolving demands. Continuous Professional Development (CPD) is therefore essential to maintaining operational competence and organisational effectiveness. For South Wales Police (SWP), CPD forms the foundation of its ability to deliver efficient, ethical, and community-focused policing.
This essay examines the importance of CPD in achieving SWP’s organisational objectives and explores the relevance of reflective practice as a key component of professional development. It will demonstrate that continuous learning and reflection are interdependent processes which enhance professional standards, foster organisational learning, and support the strategic vision of South Wales Police.

2. Understanding Continuous Professional Development in Policing
According to the Chartered Institute of Personnel and Development (CIPD), CPD is “the process of continually maintaining, improving and broadening one’s knowledge and skills in order to perform effectively and professionally” (CIPD, 2023). In policing, CPD extends beyond mandatory training to include informal learning, self-directed study, coaching, mentoring, and reflective learning.

The College of Policing (2022) defines CPD as a professional obligation for all officers, emphasising self-management and accountability for individual learning. Through the Policing Education Qualifications Framework (PEQF), the College ensures consistent national standards for police education, integrating academic and operational learning.

South Wales Police serves over 1.3 million people across Cardiff, Swansea, Bridgend, and the Valleys, representing diverse socio-economic and cultural communities South Wales Police, (2023). Its Strategic Plan (2023–2027) identifies key priorities: protecting vulnerable people, reducing serious violence, and enhancing public confidence. Achieving these objectives depends on a highly skilled and adaptable workforce, making CPD central to the organisation’s long-term success.




3. The Importance of CPD in Achieving Organisational Objectives
CPD ensures officers maintain current legal, procedural, and technical competence. Ongoing professional learning enables officers to interpret and apply complex legislation—such as counter-terrorism, safeguarding, and data protection laws—effectively in operational contexts. This continuous updating of skills leads to improved investigative standards, ethical decision-making, and performance efficiency.
SWP also applies evidence-based policing (EBP) principles, where CPD helps officers understand and utilise research to inform practice (Sherman, 2013). Officers trained in analytical thinking and data interpretation can contribute to strategic decisions, improving outcomes in crime prevention and public safety.

Leadership capability is integral to achieving SWP’s strategic aims. CPD supports the development of leadership competencies at all organisational levels, from first-line supervisors to senior management. The College of Policing’s Leadership Review (2015) emphasises that leadership is not limited to rank but is a behaviour that can be nurtured through continuous learning.

Structured leadership programmes and talent management initiatives within SWP help prepare officers for succession, ensuring organisational continuity as experienced staff retire or transition. Effective leadership development promotes ethical behaviour, motivation, and innovation—key drivers of organisational performance.

Public trust is the cornerstone of policing legitimacy. CPD reinforces ethical and professional standards by embedding the Code of Ethics, College of Policing (2014) into all training and development activities. Ethical awareness training and reflective learning encourage officers to critically examine their decisions, recognise bias, and uphold fairness and integrity.

By promoting ethical reasoning, CPD directly contributes to SWP’s commitment to maintaining high standards of conduct and accountability, South Wales Police, (2023).

Policing requires rapid adaptation to new challenges such as digital crime, cyber threats, and changing community expectations. CPD supports organisational learning by creating structures that transform individual experiences into collective knowledge.

When SWP integrates lessons learned from operational debriefs, critical incident reviews, and community feedback into its training and procedures, it becomes a learning organisation—capable of innovation and continuous improvement,  Senge, (1990). CPD therefore enhances resilience and strategic agility.

Professional development contributes to officer well-being by fostering competence, purpose, and self-efficacy, Maslach and Leiter, (2016). SWP’s people strategy recognises that officers who feel supported in their development are more motivated, engaged, and less likely to experience burnout.

CPD also facilitates career progression and role diversification, helping officers explore specialist fields such as digital forensics, safeguarding, or community liaison. This sense of progression and professional recognition enhances morale and retention, aligning individual satisfaction with organisational performance.

CPD ensures alignment between SWP’s objectives and national policing priorities. The National Police Chiefs’ Council (NPCC)(2023) identifies CPD as vital for maintaining public confidence and delivering effective policing outcomes. By embedding national training standards, competency value frameworks and accreditation processes, SWP can demonstrate compliance with inspection criteria set by HM Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) and uphold its accountability to the public.

4. The Relevance of Reflective Practice in Professional Development
Reflective practice involves the systematic analysis of professional actions to gain insight and improve future performance, Schön (1983). It encourages practitioners to move beyond routine responses, questioning their assumptions and understanding the implications of their actions.

Models such as Gibbs’ Reflective Cycle (1988) and Kolb’s Experiential Learning Cycle (1984) provide structured methods for reflection, moving through stages of description, analysis, evaluation, and action planning. Within policing, reflection allows officers to learn from real-world experiences—such as managing critical incidents or community engagements—enhancing judgment and decision-making.

Reflective practice is embedded within the National Police Curriculum and the Continuing Professional Development Framework, College of Policing (2022). Officers are encouraged to record reflective accounts as part of their CPD portfolios, linking learning outcomes to operational performance.

Reflection supports officers in:
•	Evaluating decision-making and outcomes;
•	Identifying skill gaps and learning needs;
•	Processing emotional and ethical challenges;
•	Integrating organisational values into daily practice.
Through reflection, officers develop self-awareness and professional confidence, strengthening their capacity to adapt to complex policing situations.

Reflective practice flourishes in a supportive organisational culture. Reflective supervision—where supervisors engage in constructive dialogue about experiences—encourages learning rather than blame, Ingram et al., (2020). SWP’s emphasis on learning from incidents and near-misses demonstrates its commitment to a growth-oriented culture.

Regular reflective supervision sessions help identify development needs early, guiding CPD planning and enhancing performance management. This collaborative learning environment reinforces SWP’s values of integrity, professionalism, and accountability.

Reflective practice also supports emotional intelligence by helping officers process the psychological impact of exposure to trauma and conflict. Through reflection, officers can develop empathy, resilience, and emotional regulation—skills crucial to effective policing, Goleman (1995).

By promoting emotional literacy, SWP enhances its capacity to deliver community-focused policing. Officers who reflect on their communication, bias, and emotional responses can engage more effectively and respectfully with the public, strengthening legitimacy and trust.

Reflective practice complements evidence-based policing by encouraging officers to evaluate interventions critically. Reflective debriefs enable practitioners to assess what worked, what failed, and why, integrating evidence into practice improvement Lum and Koper (2017).
For instance, after implementing a community engagement initiative, reflective analysis might reveal insights into partnership effectiveness and public perceptions, which can inform future strategies. Reflection thus bridges the gap between operational experience and research-informed policy.

Despite its benefits, reflection is not universally embedded in police culture. Common barriers include time pressures, performance-focused supervision, and the perception that reflection implies weakness Ingram et al. (2020). Overcoming these barriers requires leadership commitment to a “just culture” that values learning from mistakes.

Providing structured reflection time within shifts and incorporating reflective writing into CPD systems can normalise reflective learning across all ranks.

CPD and reflective practice are interdependent. CPD provides opportunities for learning, while reflection ensures that learning becomes meaningful and embedded. For SWP, combining both processes supports continuous improvement and professional growth.

Historically, police training was procedural and compliance focused. However, embedding reflective CPD promotes a learning organisation model Senge (1990), where learning is dynamic and self-directed. Officers take ownership of their development, transforming knowledge into improved practice. This shift fosters adaptability and innovation, essential for meeting contemporary policing challenges.

Practical mechanisms for embedding reflection in SWP include:
•	Personal Development Reviews (PDRs) with reflective components;
•	Learning logs capturing insights from incidents and training;
•	Peer reflection groups or debrief sessions;
•	Mentoring and coaching frameworks integrating reflective dialogue.

These systems ensure that reflection informs both individual and organisational learning. Lessons from reflective CPD activities can directly influence policy updates, training design, and service improvement.
Evaluating the effectiveness of CPD and reflection is crucial. Metrics may include improvements in performance indicators, public confidence, complaint reduction, and staff retention (HMICFRS, 2023). By linking these outcomes to CPD initiatives, SWP can evidence the tangible benefits of professional development.

Although SWP promotes CPD and reflection, in my experience a number of challenges persist:

•	Balancing operational priorities with time for reflection;
•	Measuring the long-term impact of CPD on organisational outcomes;
•	Overcoming cultural resistance to reflective learning is a significant hurdle. 

For South Wales Police, continuous professional development is fundamental to achieving organisational objectives and maintaining public confidence. CPD enhances competence, leadership, adaptability, and ethical standards, aligning the workforce with the organisation’s strategic goals.

Reflective practice complements CPD by transforming experiences into learning, fostering self-awareness, emotional intelligence, and professional accountability. Together, they create a learning culture in which officers and staff are empowered to innovate, adapt, and deliver high-quality policing services.

Ultimately, CPD and reflective practice are not peripheral activities—they are strategic enablers of effective, ethical, and resilient policing in South Wales and beyond.
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