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[bookmark: _Toc139218896]Abstract

The aim of this dissertation is to define the key elements of police culture, to establish the impact of the PEQF in 2016 upon that culture from the perspective of its students and existing officers, and to critically analyse this interaction. 

Beginning with findings from existing studies, a  literature review is presented which provides the background of existing research and a theoretical framework that informs the analysis. This has been gathered from academic publications, journal articles and publicly available Home Office and College of Policing sources.

This literature review describes the historic landscape of police training and qualification, which did not have an academic component, and explores the ongoing discussion of the value, advantages and drawbacks of the PEQF programme, with its political and social dimension that attracts significant media attention. 

This review of the literature identified powerful elements of police culture that now engaged with the reforming ethos of the PEQF. A discussion of which factors were the dominant influences was informed by a survey which gathered data from officers and staff who had experienced both the historic and current entry routes.

This revealed that the nature of contemporary police culture was strongly influenced by its history and the enduring nature and challenges of the role. This contributed to an environment where the strategy for change was only one of a number of competing priorities, and its impact was diminished by more acute and persuasive operational demands.

The research showed that the values and aims underpinning the PEQF were largely supported but that the premium attached to experience and group identity remained the most powerful factors in defining police culture.

As such, any programme of reform needs to recognise these dominant cultural themes and work with their strengths to drive organisational change.
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[bookmark: _Toc139218897]Chapter 1 - Introduction

1.1 [bookmark: _Toc139218898]Background to the study

This dissertation sets out to develop upon the strong foundations of academic research into police culture and expand upon the existing literature. It will consider the influence of recent changes to the training and qualification of new officers, which is an area of emerging study.

Academic research which deals with the topic of policing has long identified a distinct culture within the profession. This began with the work of early authors which include Westley (1953), Banton (1964), Skolnick (1966) and Cain (1973). 

Their work identified a number of key aspects of police values and behaviours which establish a unique organisational culture, summarised in more contemporary literature by Reiner (2010) as ‘complex ensembles of values, attitudes, symbols, rules, recipes and practices’.

In fact this notion of a police culture has been reinforced by so many studies that it has been described as an ‘unquestioned orthodoxy’ (Sklansky, 2007) and offered as an explanation for many of the apparent negative elements of police behaviour, including those summarised by Terpstra (2013) as ‘an aversion to accountability, resistance to reform, disproportionately in the use of coercive powers against minority groups and poor compliance with formal rules’.

It is against this backdrop of a mandate for change that the UK’s College of Policing implemented the PEQF (Policing Education Qualifications Framework), commencing in 2016 among selected pilot forces before expanding to the whole of England and Wales, where it replaced the previous IPLDP (Initial Police Learning and Development Programme) that had until that point been the training and qualification process for all new police officers.

1.2 [bookmark: _Toc139218899]Research Rationale

This research examines the nature of police culture in a single force, South Wales Police, and considers how this has interacted with and been influenced by the advent of the PEQF. The assessment of this interaction between the extant culture and a reforming programme which differs in scope, purpose and outcome from its predecessor schemes analyses the perspective of officers and staff within the context of relevant academic theory and the findings of previous research. 

Policing, in common with many other professions, must change in response to political and societal influences, and the PEQF was designed ‘to develop skills in problem solving, critical thinking and analysis, reflection, independent decision making and deploying effective evidence-based practice’ . (College of Policing, 2020).

In this regard, the PEQF is intended to support the wider long-term strategy set out by the 2025 Policing Vision (National Police Chiefs’ Council, 2016) which aspires to establish a professional workforce with the right skills, knowledge and values to deliver reform.

This reforming ambition applies though to an organisation which has a long history, and has developed a well-defined culture which has been described as strongly possessed of moral conservatism, cynicism and an anti-theoretical perspective (Chan, 1998; Foster, 2003; Herbert, 1998; Loftus, 2009; Terril et al, 2003).

On this basis there is scope to study how the new and ambitious aims of the PEQF have engaged with the status quo, and to consider which cultural elements have proved the most resilient. As the PEQF has deliberately been designed to be different from its predecessor schemes, this dissertation will consider not only the experience of those who have undertaken the PEQF, but also how it has been received by the existing community of officers.

Officers that joined, trained and qualified under the PEQF’s predecessor schemes can be viewed as having shared a common ‘rite of passage’ from the consistent experiences of their previous training (Islam and Zyphur, 2009) and this provides a basis for discussion of how some of the less celebrated aspects of police culture have interacted with the advent of the PEQF; this includes those elements of the prevailing model which are recognised as having a ‘condemnatory potential’ (Waddington,1999) and are associated with negative consequences (McLaughlin, 2007).

This is set alongside the more positive aspects of police culture, including a dedication to solving community problems and personal commitment to those in need, which have traditionally received less media interest and public attention than the problematic elements. While this may be considered as a current challenge, it should not be seen as a modern phenomenon.  The service’s reputation in the UK has suffered a series of damaging recent blows including the murder of Sarah Everard in 2021 and the Casey Report in 2023, but publicity of police failures has been apparent historically as well as in more recent times (Bittner, 1967; Muir, 1977; Manning, 2007).  

Given that such a wide range of elements are associated with police culture, there is an opportunity to identify the extent to which these disparate themes are present and recognised, and to examine the relationship between the extant culture and the new approach posited by the PEQF.

By examining the relationship between police culture and the ethos inherent in the PEQF it is possible to consider how this new strategy impacts on the both the organisation and communities. As the current literature identifies police culture as emanating from the practical tensions and risks associated with the demands of the role, there is also an opportunity to consider the extent to which culture is an inheritance which is passed on to new officers.

In this regard, certain common elements of police culture can be regarded as inevitable, as they are motivated by the practical realities of the job. So, it may be expected that different forces and agencies that experience similar challenges will present similar manifestations of culture in terms of attitudes and socialisation.

[bookmark: _Toc139218900]1.3 Aims and Objectives

The aim of this research is to define police culture and gather information about how it is presented and operates in South Wales. Against this background, research will establish how the introduction of the PEQF since 2016 has influenced that culture and to analyse this interaction. 

To achieve this, specific objectives are prescribed which define the tasks that are necessary to achieve the desired research outcome.

This dissertation builds upon a wide body of existing knowledge which describes police culture and how this operates within police forces. Much of this research, however, is grounded in the historic landscape of police training and qualification, which lacked the academic component fundamental to the PEQF. 

The research conducted for this dissertation draws together existing perspectives and novel insights against a dynamic backdrop of discussion regarding the value, advantages, and drawbacks of the PEQF programme. This has a political and social dimension that attracts significant media attention and as such the topic being researched has both organisational and public-facing relevance and importance.

[bookmark: _Hlk138062923]The specific objectives established are:

(i)	To define the nature of police culture and its shared touchstones.
(ii)	To establish the distinct aspects of the PEQF that differentiate the programme from its predecessors.
(iii)	To investigate how the novel characteristics of the PEQF have interacted with extant police culture.
(iv)	To analyse the effect of these interactions.
(v)	To discuss the organisational and public-facing impact of these effects and consider their wider influence.

1.3.1 [bookmark: _Toc139218901]Dissertation Structure

Chapter 1  	This provides an introduction to the topic, setting out the background and a clear understanding of the study’s aims and objectives.

Chapter 2  	An analysis of existing literature which deals with police culture, including a particular reference to UK forces and the strategy which informs police training.  This is collected from a range of credible and referenced sources including academic journals, articles, textbooks and official publications.

Chapter 3  	This chapter explains the study’s research methods, sets out why they were chosen 
and how they will be applied.

Chapter 4  	Analysis of the data collected from the primary research which is considered with reference to the findings of the literature review set out in Chapter 2.

Chapter 5 	Conclusions are presented from analysis of the research in response to the objectives laid out in Chapter 1, along with a discussion of their implications.






































[bookmark: _Toc480367229][bookmark: _Toc139218902]Chapter 2 - Literature Review

[bookmark: _Toc480367230][bookmark: _Toc139218903]2.1 What is police culture?

The passing of the Metropolitan Police Act in 1829 set the basis for modern policing, and with this, arose the need for the new force to be constituted as a professional body that set clear standards for behaviour (Reith, 1956). These early days saw significant challenges in addressing concerns about police conduct, as within five years of the establishment of the Met, 80% of the constables originally appointed had left or been dismissed (Emsley, 2008).

Police officers have been regarded as a subject of academic interest for a long time, with initial studies from a social science perspective dating back nearly seventy years (Westley, 1953). This developed into wider examinations of the ‘police personality’ (Skolnick, 1966)  and a consideration of how new recruits became assimilated into the police culture by the process of socialisation (Manning, 1977). 

These early studies often regarded police culture as homogenous, with common themes of authoritarianism, suspicion of outsiders, misogyny and racism which have subsequently been re-evaluated (Chan, 1996, 1998) as people from more varied ethnic backgrounds and a greater proportion of women have been represented within policing.

The overarching topics of socialisation and police culture have though remained relevant areas of study and continue to attract attention (Crank, 2015).

The modern approach to academic examination of police culture has tended to focus on its role in explaining misconduct (Goerling, 2015) and as a barrier to effective reform (Rahr and Rice, 2015). The view, however, that police culture is a monolith has steadily been eroded by studies, beginning in the late 1960s (Wilson, 1968) and followed by more recent examples (Paoline, 2004) that have moved away from the view that all police are the same, with a single vision or approach.

In this regard, it is important to distinguish the nature of policing in the UK from that in the USA, where many early studies originated. As well as being a larger country geographically and having many times the population, American researchers must contend with the fact that there are nearly 18,000 different policing organisations when federal, state and local agencies are accounted for. As such, there is significant variation between what can be considered as ‘occupational’ culture and ‘organisational’ culture.

It would then be an unhelpful generalisation to regard police culture as an umbrella term that can reliably predict the whole range of attitudes and behaviours present across such substantially different groups, as significant local variations have been identified even within a single country (Klockars et al, 2000).

In terms of occupational culture, police officers have traditionally been regarded as exceptions to the usual rules of relationships between employees, supervisors and management, given that the level of individual freedom and discretion increases as you move lower down the hierarchy (Wilson, 1968). This unique feature exists due to the need to address demand with limited resources, prompting individual decisions regarding the scope and scale of police involvement, coupled with the infinite variety of human interactions which lead to subjective judgments and decisions.

Studies which focus on culture at an organisational level have on occasion been known to find elements of officers and staff values and behaviour that run counter to traditional narratives about policing (Jacobs and Keegan, 2016). This research, based on interviews with German police, identified that resistance to change was not the dominant attitude, with indifference being the most common response. This was found to be grounded in ethical and practical concerns about the effects of change and its impact on colleagues, rather than any inherent characteristics of the workforce.

Another interview-based study (Campeau, 2015) advanced the view that police culture should be viewed in sociological terms, with officers possessed of a worldview based on risk and behavioural constraints that had developed from their experiences. This notion of culture developing in response to stimuli has been observed (Lorsch and McTague, 2016) beyond the policing context, with the view emerging that the culture of a business is not usually the determining factor in its success or failure but is more often the product of managerial practice or corporate strategy.

This view of culture as emerging organically from environmental pressures accords with the concept of informal organisations; that people working together jointly evolve an approach that meets needs which have been overlooked by formal policies.

This perspective, which defines culture at the organisational level, has been less prominent in studies of policing, perhaps because much of the body of academic research has studied individual agencies, with fewer comparative examinations. One exception to this (Wilson, 1968) considered eight different police departments, each overseen by elected officials, and drew the conclusion that the cultural environment varied according to the political landscape in which they operated.

These varied manifestations of police culture are propagated by the officers and staff that constitute them, but any organisation must, over time, recruit new members. As such, the training and professional development of new police officers has itself been the subject of study, with the case being made (Jaschke & Neidhart, 2007) for the police to follow the approach of medics, lawyers, teachers and clerics in adopting academic qualifications as their professional gateway.

The same reasoning has been applied (Tilley and Laycock, 2016) in comparing policing with a career in engineering, where academic study is the basis for assessment of risk and the development of proficiency in gathering and valuing evidence.

It is within this context that in England and Wales, The College Of Policing determined that from 2020 onwards any new entrants to the profession would need to either be existing graduates or to achieve a degree before becoming qualified officers. This requirement sought to reduce discriminatory behaviours, address concerns of prejudice and support decision-making that was based on evidence and grounded in fairness and objectivity (Cox & Kirby, 2018).

This new approach, treating policing as a graduate profession, followed the reasoning set out by the Home Office twenty years earlier:

‘We acknowledge the benefits which a more academic approach could bring to the delivery of police learning and training… [which will] expose officers to a wider cross-section of the community and weaken the negative elements of the occupational culture’

(Home Office, 1999 ‘Dismantling the Barriers to Reflect the Community We Serve’ p.79)

The requirement for police officers to have a degree has, however, not been meet with universal approval. The view that all officers should be professionally qualified by an academic route does not align with the argument that the police service should reflect the communities it serves, given that more than half of the UK population aged 21 to 64 do not have a degree (National Statistics, 2017).

[bookmark: _Toc480367231][bookmark: _Toc139218904]2.2 Police culture in practice

There has been significant academic interest in the nature of police culture, and a particular focus has developed on how officers individually approach decision-making and discretion (Fielding, 2002).
Studies have demonstrated that new recruits to policing consistently express a desire to ‘help people’ and to ‘make a difference’ (Chan, 2001) however it has been found that this focus on public service diminishes over time (Loftus, 2009) with officers’ attitudes developing in a more transactional direction. This has included the view that ‘real’ police work is based on tackling criminality while the social and community-focused aspects of the job are a distraction.
These findings represent the majority of studies, although there have been examples of the positive characteristics of occupational culture being more prominently featured (Waddington, 1999). This work describes itself as ‘an appreciation of police (canteen) sub-culture’ and seeks to distance the reality from the ‘insubstantial’ grounds on which much condemnation relies. In this regard, Waddington assesses that the traditional charges of police authoritarianism, conservatism, suspicion, cynicism and isolationism must be set against observations of tenacity, responsibility, service and heroism.
Overwhelmingly, though, it is the negative aspects of police occupational culture that have attracted most attention. This has even been acknowledged on occasion by the police service itself (Kiely and Peek, 2002) and associated with significant adverse consequences. The range of behaviours which police culture has been held to influence (Alcott, 2012) includes corruption, incivility, reduced public satisfaction, diminished community trust and opposition to reform.
In addition to defining police culture, academic discussion has considered the causes which have shaped it. It has been argued that the nature of the role itself attracts individuals with particular personalities (Colman and Gorman, 1982) and furthermore, that the process of application and selection itself further refines those that apply by valuing a narrow range of characteristics (Twersky-Glasner, 2005).
This view of police culture, having its origin in the service’s approach to recruitment, has been considered as part of a more expansive approach (Maghan, 1988) to include intrinsic aspects of new officers’ identities including their age, gender, ethnicity, previous experience and their understanding of the role.
Regardless of the raw characteristics of the recruits, it has been established for many years (Van Maanen, 1978) that the programme of education and socialisation that forms initial training is fundamental to shaping new officers (Chan, 1996) through formal learning and a process of absorbing anecdotes and myths. This process of leaving behind your original identity and reinventing yourself as a police officer has been described (Conlon, 2004) as making policing more than a job, and instead defining who you are. 
As such, the occupational culture of the police can be understood as fostering a sense of belonging, with shared experiences and values that make the service resistant to external influences and able to withstand efforts to reform it (Graef, 2012). In this regard, common ground has been identified across police forces internationally (McLaughlin, 2007).
Although police culture may demonstrate a great deal of resilience, it has been considered that education is perhaps the most effective method by which its worst excesses may be curtailed, and this approach has been implemented in Scandinavia (Fekjaer, 2014) where educational attainment is used extensively in the selection process and training is designed as an academic process.
By comparison, the UK’s police training programme, prior to the adoption of the PEQF, had no formal educational requirements and was vocationally based. This can be regarded as an exception when Europe as a whole is considered, with Czech, Dutch, German and Hungarian forces all adopting a higher education-focused approach.
The advent of the PEQF as a development to professionalise policing in the UK pursued aims consistent with other contemporary arguments for reform, whether focused on leadership and training in particular (Neyroud, 2011) or following wider-ranging reviews (Winsor, 2012). 
Despite this widespread support for education as a mechanism to influence and reshape police culture, evidence of its success has been limited. One early study in this field (Crank, 1990) found little support for the notion that officers who had higher levels of academic achievement acted more professionally or were better equipped to repel cultural influences.
Later work (Dominey and Hill, 2010) found that despite the intended purpose, educational programmes did not possess sufficient influence to effect change to the dominant culture. The Scandinavian experience outlined above (Fekjaer, 2014) was also found to create unintended consequences. The requirement in Norway for new recruits to obtain a degree had an impact on the profile of applicants, attracting candidates from families with higher levels of educational achievement, but without any appreciable difference in the students’ attitudes as police officers. As such, the service did not improve standards, but became less representative of its communities.
Students undertaking pre-join degrees in the UK as a foundation for policing careers were reported by one study (Heslop, 2011) to feel isolated from other students as they were pursuing a different path to their university peer group. Furthermore, conflict with tutors was noted, with clashes of attitudes toward policing; those students who had undertaken frontline police work described their experiences as being invalidated, with academic sources given greater weight. 
These findings align with studies which have dealt with perceptions of traditional distrust of academia by police (Jaschke and Neidhardt, 2007).
[bookmark: _Toc139218905]2.3 Police culture and training

From 2005, until the national implementation of the PEQF in 2020, the standard programme for police training in England and Wales was the Initial Police Learning and Development Programme (IPLDP). With the founding of the College Of Policing in 2012, a range of reforms aimed at professionalising the service were launched which were endorsed by forces’ Chief Officers through the National Police Chiefs’ Council ‘Vision 2025’ (NPCC, 2016).
The PEQF was designed to achieve a number of aims; to create a standard approach to training, to develop closer ties with higher education, to create a professional service, to improve standards and to embed evidence-based problem solving (Wood, 2020). This had the effect of recasting policing from a trade which was learned by doing, to a graduate profession which valued study and qualification.
The PEQF created three distinct routes for entry to the service. First, the Degree Holder Entry Programme (DHEP), for which, applicants would need to possess an existing Level 6 academic qualification. For those without a degree, the Police Constable Degree Apprenticeship (PCDA) would apply. Finally, the Degree in Professional Policing was established to take students through University and into employment (Turner, 2021).
[bookmark: _Hlk137512219]The motivation for introducing the PEQF has been considered in some cases (Wood, 2018) as having little to do with improving the service and instead being linked to wider government policy and the imposition of austerity. If viewed more negatively, as a method of ‘attacking the police’, it is still important that the changes made are implemented in a way that maximises any potential benefits, even if recruits value their operational training more highly than learning in an educational setting (Wood, 2020).
[bookmark: _Toc139218906]2.4 Conclusion

A theme that emerges from the literature is that of differing perspectives, both in terms of that possessed by members of a police culture when considering society and the corresponding view of policing held by those outside it. With regard to the interaction of perspectives between policing and academia, this has been described as the ‘dialogue of the deaf’, in which both parties lack understanding of the other (MacDonald, 1986).

This assessment of policing’s view of higher education, being characterised by suspicion and mistrust, identifies a number of barriers to maintaining effective relationships as partners in delivering training to new officers, particularly the differing cultural approaches, funding models and sustainability (Bacon et al, 2020).

These fundamental differences mean policing and academia can be regarded as occupying two separate worlds, with risk, urgency and experience being such significant influences on the police mindset that research and theory seem distant concepts, removed from reality (Fleming, 2010).

With the PEQF still a relatively new programme, and even the first officers that have undertaken it being in the early years of their service, academic research on its impact and effectiveness has necessarily been limited in scale. One study (Mahruf et al, 2020) has found that one significant change has been a reduced emphasis on physical training with a corresponding increase in time spent on skills and critical analysis.

One of the College of Policing’s own initial evaluations (College of Policing, 2020) concluded that student officers have had positive experiences from the programme, with more in-depth knowledge, enhanced critical thinking skills and improved performance in writing and time management in evidence. This new approach to training can also be considered in terms of the experience of those who undertake it, and it has been argued (Hough and Stanko, 2019) that a balance must be struck between theoretical understanding and practical learning, with an excessive focus on academic elements coming at the expense of developing an operational perspective.

Other contemporary research (Wood, 2018) has identified that student officers place a premium on the value of their street-based learning in comparison to the time spent in the classroom. Another study (Norman and Williams, 2017) undertook interviews with police officers who held undergraduate and postgraduate policing qualifications and considered how they had applied this in the workplace, with significant barriers being reported as a result of organisational structures, hierarchies and the distribution of responsibilities.

As such, this dissertation considers the views of those who have experienced the PEQF, alongside those of existing officers and staff to understand their different perspectives.

[bookmark: _Toc139218907]


















Chapter 3 - Research Methodology

This chapter deals with research design, the tools used to collect data, the process which was followed to extract and analyse the data and how this relates to the research aims and objectives.
This study combines quantitative and qualitative approaches to gathering data from a defined cohort of police officers and staff within South Wales Police. As such it can be described as a mixed-methods approach.
Although purely quantitative assessments can measure outcomes in numerical terms, qualitative approaches are more suited to understanding the reasons behind these outcomes, as they focus on the subjective point of view possessed by the individual responding (Sarantakos, 2005).
The core aim of the research was to consider police culture and gather information about how it is presented and operates in South Wales. This informs a discussion of the organisational and public-facing effects and their wider impact. It is relevant to note that studies of this nature have previously found (Crank, 1998) that police culture includes emotional and intellectual elements and is reflected through traditions and a variety of informal practices.
As such the survey was designed to elicit personal perspectives and to seek additional commentary where relevant. This encouraged participants to share their own values and beliefs, which can be considered to be typical representations of the extant culture (Campeau, 2015).
One limitation of this approach is that in some cases, respondents may not be aware of every aspect of their organisation’s culture if they have not been exposed to it or be reluctant to accurately report elements that they feel would meet with disapproval. To minimise these risks, the survey was conducted anonymously, although it was only accessible to users of the South Wales Police Microsoft 365 client, ensuring that any external responses from outside the required cohort would not skew the results.
An electronic survey was created to gather responses utilising a secure online platform, Microsoft Forms. This had the advantage of being accessible to all South Wales Police officers and staff with responses being received immediately. The survey was open for two weeks and received 100 responses during this period. A copy of the survey is attached as Appendix 1.
In order to determine how the reported perspectives aligned to respondents’ own backgrounds and characteristics, the first seven questions dealt with biographical and educational considerations.
[bookmark: _Toc139218908]3.1 Objectives

The specific objectives established are:

(i)	To define the nature of police culture and its shared touchstones.
(ii)	To establish the distinct aspects of the PEQF that differentiate the programme from its predecessors.
(iii)	To investigate how the novel characteristics of the PEQF have interacted with extant police culture.
(iv)	To analyse the effect of these interactions.
(v)	To discuss the organisational and public-facing impact of these effects and consider their wider influence.

When approaching research, it is useful to consider how it can be defined. It can be seen as:
[bookmark: _Hlk139302814] ‘an umbrella term for an array of attitudes towards and strategies for conducting inquiry that are aimed at discovering how human beings understand, experience, interpret, and produce the social world.’ (Sandelowski, 2004)
[bookmark: _Toc139218909]3.2 Research design

To complete a research project effectively, it is imperative that it is designed in a suitable way to elicit appropriate responses that address the questions posed. The process of research design establishes how the research questions will be answered.
Research can be regarded as having two key elements; primary and secondary research. Primary research is that which is novel and specific to the subject being studied. In this dissertation it is made up of the questionnaire responses and participant observations. Secondary research comprises the study and analysis of existing material such as textbooks, journal articles and the findings of existing researchers.
As such, the most efficient and appropriate method of research must be chosen. Research methods can be grouped into different philosophies including positivism, interpretivism and criticalism. While positivism and interpretivism both concern themselves with identifying patterns and causality, researchers adopting a critical stance also investigate the applicable context, be that a person, institution or organisation (Hammersley, 2013).
[bookmark: _Toc139218910]3.3 Data Collection

The literature review conducted in Chapter 2 reflects the secondary research that underpins this study. This addresses the background to objectives (i) and (ii), namely defining police culture and distinguishing the particular characteristics of the PEQF that stand apart from its predecessor schemes. The primary research, in the form of the anonymous online survey, seeks to supplement and expand this understanding, leading on to objectives (iii) and (iv), specifically to consider how the PEQF interacts with the existing culture and analyse the effect of these interactions.
The detail assembled from the literature review was used as the basis for the questions contained in the survey, which was used to obtain quantitative and qualitative data. The quantitative data is easily represented numerically and is capable of easy comparison, providing a basis for statistical analysis, while the qualitative data reflects opinion and personal insight, and provides richer detail that assists in understanding problems based on the respondents’ views. (White and Rayner, 2014).
While qualitative data can be narrowly viewed as a written or non-numerically based response, it is important to note that this research has been designed in order to permit analysis of qualitative responses by counting or comparing them, therefore taking a quantitative approach to evaluate discrete views.
The original method set out in the research proposal for this study identified a two-stage approach, based initially on an anonymous online survey with the opportunity for participants who wished to volunteer for focus groups to provide contact details.
Of the 100 responses received to the online survey, only two participants volunteered for the focus groups and provided contact details. As this number was insufficient for focus groups to be organised, the approach to the primary research was modified. Those survey questions which prompted a written response, i.e. qualitative data, were in some cases, responded to quite thoroughly, and in addition to this, an opportunity to add any further comments not specifically covered by the survey was replied to by thirteen people.
This provided an opportunity for consideration of the themes identified by participants and a discussion of the insights they provided.
Figure 1 – Survey Responses

	
	Focus group volunteers
	Added additional comments
	Of which, blank or ‘N/A’
	Provided substantive comments

	Total Responses (100)
	2
	18
	5
	13



The decision to conduct this primary research using a survey was made on the basis of efficiency and effectiveness. This option was selected from a range of potential alternative strategies including case studies, experimental approaches, grounded theory, archival research, action research and ethnography (Saunders et al, 2007).
The survey-based approach also offered advantages in terms of anonymity. Given the nature of police culture discussed in the literature review as being untrusting of outsiders and sceptical about higher education, there were benefits to promoting participation and candour associated with the anonymous online method. The fact that only two of the hundred people who responded were willing to provide contact details for focus groups aligns with this view.
Furthermore, the method of online assessment made the recording of data more reliable in terms of record-keeping and omitted any human error that could occur in manual entries. Similarly, the presentation of the survey questions was completely consistent for all participants and was not susceptible to any emphasis, bias or supplementary content being presented, as could be the case in face-to-face discussion.
The quantitative elements of the survey also permit comparison and association of responses to identify relationships between respondents’ characteristics and to establish themes. Prior to the two-week window for the survey’s completion a pilot version was created and tested to ensure that the data collection process operated effectively and that the results were securely gathered and compiled coherently. As such, the survey in its live state recorded responses numbered from 2 to 101, with response number 1 being discounted.
The survey was distributed through internal publicity by an email introduction and online link and posting an introduction and online like via the force intranet.
[bookmark: _Toc139218911][bookmark: _Hlk138153876]3.4 Validity of research

Research can become susceptible to unreliability as a result of a number of factors, the principal threats being:
· Bias by respondents – those participating in the survey may feel led to respond to in a particular way by the researcher or feel pressure to provide a reply that others would approve of. Both of these issues are minimised by the online nature of the survey and its anonymity.

· Error by respondents – Mistaken replies may be provided due to misinterpretation of questions which are ambiguous or misleading. This issue was minimised by utilising a feature of the Microsoft Forms platform that allows the responses received to be viewed contemporaneously. From the outset, data was assessed on receipt to identify any errors that would necessitate reworking and extension of the survey period. This was not required.

· Bias by researcher – responses may be interpreted to fit a predetermined conclusion. This was minimised by making the questions specific to particular points so that replies would only apply to the issue at hand, and furthermore by provision of unedited copies of the survey responses in this document.

· Error by researcher -  responses may be incorrectly recorded, counted or categorised. This was minimised by the use of a secure online platform and data analysis tools. 

To promote validity and ensure that the primary data gathered would be applicable to the subject area, the questions for the survey were based on the themes and insights apparent from the secondary research.
[bookmark: _Toc139218912]3.5 Ethics

As with any process that gathers and records data, there were legal considerations that applied to this research, including the Data Protection Act (2018) and the principles which it implements under the General Data Protection Regulation (GDPR).
This required that the personal data gathered must be used fairly, lawfully and transparently and that it is used for specified and explicit purposes. It must be used in a way that is adequate, relevant and limited to what is necessary. Requirements also apply to accuracy, retention and security.
To address this, the survey began with an introductory statement:





Figure 2 – Survey Introductory Statement
You are invited to take part in a research study. Before participating it is important that you understand the purpose of the research and what it will involve. Please read this carefully and ask the researcher if you have any questions via email: 2016284@student.uwtsd.ac.uk
This survey is for an educational purpose, to assist the researcher in their dissertation. The results will also be provided to the university for academic consideration. This will be done on an anonymous basis.
It is hoped to gain a perspective from the police service on the impact of the PEQF on police culture. There is no obligation to participate and those taking part will do so by explicit consent. You are free to withdraw from the survey or omit answers without being required to give a reason. There is no cost to take part and no expenses are paid for participation.
Please answer the questions honestly. The survey is anonymous. Anyone who wishes to provide their contact information for follow up is able to do so, but this is not required. The data obtained via Microsoft Forms will be held securely and not retained for longer than necessary.
There are no identified risks or disadvantages to taking part and this research will be conducted in line with UWTSD guidelines and relevant data protection legislation including GDPR and the Data Protection Act.
This research is supervised by the UWTSD ethics committee, and it is recognised that in being asked for views, participants may recall events or experiences that they find troubling. Support is available at https://www.headstogether.org.uk/partners/charity-partners/
This statement set out the ethical basis on which the survey was conducted and provided an opportunity for anyone with queries to address them; no questions were received or concerns raised. 
Reference was made to the legal framework within which the research operated and recognition was given to the possibility of support being required if any troubling issues were recalled by the participants. Also included was the detail of ethical oversight and the application of the University’s ethics policy.
The relevant human rights of the survey’s respondents were respected throughout. This research did not involve the capture of especially sensitive material such as medical or financial data, but it was established from the outset that data would be held securely, only retained for as long as necessary and that any provision of contact or identifying information would be on a limited, voluntary basis with no wider use beyond the completion of this specified work.
An embedded copy of this dissertation’s ethical approval form is attached as Appendix 2.


[bookmark: _Toc139218913]Chapter 4 - Data Analysis

This research project aims to define police culture and gather information about how it is presented and operates in South Wales. Building upon the literature review and designing a survey to gather specific, measurable data, analysis is then required to identify patterns and establish findings.

In this chapter, the survey results from 100 participants are presented and analysed, to highlight associations between reported perspectives in line with the research objectives as set out at 3.1 above:

(i)	To define the nature of police culture and its shared touchstones.
(ii)	To establish the distinct aspects of the PEQF that differentiate the programme from its predecessors.
(iii)	To investigate how the novel characteristics of the PEQF have interacted with extant police culture.
(iv)	To analyse the effect of these interactions.
(v)	To discuss the organisational and public-facing impact of these effects and consider their wider influence.

These objectives will now be considered in line with the primary research, which adopted a mixed methods approach that consists of both quantitative and qualitative elements.

[bookmark: _Toc139218914]4.1 Initial Observations

This section provides an indication of the initial findings from the primary research.

[bookmark: _Toc139218915]4.1.1 Online Survey

The survey was created on Microsoft Forms and consisted of seventeen questions. The software possesses a feature that automatically estimates the time it will take for the survey to be completed. This was indicated to be seven minutes. The survey was open for a two week period and the average time taken to complete was ten and a half minutes. Some of this additional time taken may be attributable to respondents adding optional text comments.

During the two weeks that the survey was open, 100 responses were received which met with the anticipated volume set out in the research proposal. After this point the survey was closed and no further responses were received. The Microsoft Forms platform prevents any data from being amended or altered and automatically compiles the results, as discussed below.

[bookmark: _Toc139218916]4.1.2 Online survey responses – Question 1

Question 1 asked respondents to choose their classification from a number of options. This aimed to identify the participant’s perspective and experience so that any patterns in their later responses could be established. The results were:

[bookmark: _Hlk139303309]Figure 3
	Role
	Number
	Proportion (%)

	Serving police officer
	76
	76%

	Former police officer
	2
	2%

	Current police staff
	19
	19%

	Former police staff
	0
	0%

	Other
	2
	2%




[bookmark: _Toc139218917]4.1.3 Online survey responses – Question 2

Question 2 asked respondents to indicate their total length of service with the police, as an officer, staff or combined. This aimed to capture a further category of biographical detail that would inform the identification of patterns in the data.

Figure 4[image: ]

[bookmark: _Toc139218918]4.1.4 Online survey responses – Question 3

[bookmark: _Toc139218919]This question asked for the participant’s age, which was anticipated to align with their experience of training and organisational culture. The option of ‘prefer not to say’ was included to respect people’s privacy however no respondents chose this option and all answered the question.

Figure 5[image: ]

The data collected demonstrates that the greatest proportion of respondents (69%) were in the middle and later age categories (35-54 years). There were however 26% of participants aged 34 and under which compares with only 5% of respondents aged 55 or older.

4.1.5 Online survey responses – Question 4

This question asked respondents to identify their gender in order that responses could be considered for any patterns that aligned to this.

Figure 6
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The option ‘non-binary’ was not selected by any participants and the option of ‘prefer not to say’ was chosen by only three people. As such, the data demonstrates that 74% of those that answered were male and 26% female. This is disproportionate to the organisation as a whole, which is 46% female. When considering police officers only, 35% are female while police staff are 62% female.

When this data is viewed alongside the response to Question 1, which identified that 76% of respondents were serving police officers, the disproportionality is reduced.

4.1.6 Online survey responses – Question 5

This question asked respondents to define their ethnicity and 89 indicated they were white, with five preferring not to say. Adjusting for this, 93% of survey respondents defined their ethnicity as white. 

The force’s own data indicates that 98% of its workforce is white however a quarter of officers and staff are uncategorised, either joining the organisation before this data was monitored or electing not to state their ethnicity.

Figure 7
[bookmark: _Toc139218920][bookmark: _Toc139218921][image: ]4.1.7 Online survey responses – Question 6

This question asked respondents whether they had personally undertaken the PEQF programme and if so, by which route. Those who joined the police under different schemes, or as police staff, were provided the opportunity to select appropriate options reflecting this.
Figure 8
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19 of the 100 respondents had undertaken the PEQF, providing just under a third of the numbers (60) that had joined through predecessor schemes. These proportions aligned with what was expected when considering the age data captured in Question 3, demonstrating integrity of the responses. Similarly, the responses for ‘other’ and ‘police staff’ were in line with the role data captured in Question 1 which supports the view that this survey was completed consistently.

4.1.8 Online survey responses – Question 7

Question 7 dealt with the respondent’s highest level of academic qualification before joining the police, with options to include school-level, further and higher education.

Figure 9
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A majority of respondents (51%) reported having an undergraduate or postgraduate qualification prior to beginning their police service. This is of significant value to the primary research as it provides a basis for consideration of how academic qualifications are relevant to a policing career and its organisational culture. 45% of respondents had GCSE and A-level qualifications with only 4%  having vocational qualifications or other (which could include none).

4.1.9 Online survey responses – Question 8

This question asked respondents to classify how valuable they found the academic elements of their training. 41% indicated that their training did not include an academic component which is significantly fewer than the 60% who identified having joined the police through the Initial Police Learning and Development Programme or other predecessor schemes.

Figure 10
	Statement
	Number

	My training did not include an academic element
	41

	The academic elements were of limited value both in training and operationally
	22

	The academic elements were relevant to training but of less operational value
	19

	The academic elements were valuable both in training and operationally
	18

	The academic elements were not relevant to training but were valuable operationally
	0



This may be accounted for in a number of ways; although police training programmes prior to the PEQF did not require a degree  or commit a recruit to obtaining one, there have always been requirements for student officers to sit and pass exams covering law, evidence and police procedure. These may in some cases have been perceived as academic in nature given the requirement for study, understanding and recall under test conditions. 

Furthermore, the IPLDP programme, while not requiring or providing for a degree, did offer a Diploma In Policing for successful candidates. This was assessed as a Level 3 qualification, which is equivalent to an ‘A’ level rather than the Level 6 qualification which is provided for by the PEQF’s degree based programme.

4.1.10 Online survey responses – Question 9

This question aimed to identify any existing connections to the police service which would indicate some previous exposure to police culture, before joining as an officer or member of staff.

Figure 11
	Statement
	Number

	No existing connection
	67

	A significant previous connection through family or as a police volunteer
	27

	A limited connection such as work experience or via a related agency
	6

	A connection through an appointed mentor or organisational contact
	0



Just over two thirds of respondents indicated that they had no previous connection with the police service before joining, nearly all the others though indicated a significant previous connection. The apparent lack of lower level or limited connections presents a largely binary set of responses for this question with significantly contrasting experiences.

4.1.11 Online survey responses – Question 10

This question aimed to identify how closely the culture experienced in police training aligned with respondents’ previous exposure to the police service. This data, combined with that gathered in question 9, should elicit some understanding of how much in common participants felt the training culture had with their preconceptions.

Figure 12
	Statement
	Number

	The training culture aligned with my expectations
	54

	The training culture was different to my expectations in a positive way
	20

	The training culture was different to my expectations in a negative way
	20

	Other
	3



It is immediately apparent that despite more than two thirds of respondents indicating in Question 9 that they had no previous connection with the police service, more than half found that training was consistent with their expectations.

4.1.12 Online survey responses – Question 11

This question provided the opportunity for respondents to identify how the culture in training differed from expectations. There were 60 responses, which can be expressed in a word cloud which identifies frequent comments:

Figure 13
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Eliminating blank responses, the comments received in their entirety are displayed below:

Figure 14
	Young class with very limited life skills, not a great deal of experience from other jobs etc, unable to communicate effectively.

	It generated a sense of belonging and discipline that has served me well during the rest of my career.

	It was more relaxed and friendly.

	You will catch them criminals another day....if not caught on the day.. should be more positive

	Culture in training is shit, no banter and just full of bitchy-ness and back stabbing

	i thought the training would more disciplined

	More academic than practical.

	Less disciplined than I expected

	Better prepared me life on BCU

	Diversity training was poor

	There was no difference - it matched my expectations. I expected to be recruited into a rank structured, disciplined organisation, where there was respect for rank and for oneself and colleagues, taking pride in their appearance and for the service they worked for.

	The general ethos of the police was more enlightened than I was expecting.

	My initial training (10 years ago) for a specialist staff role was in house and of a low standard.

	Everything appeared more complicated after joining, there's a lot more that goes on behind the scenes than you realise when you're a member of the public.

	Policing professional standards, rank, structure

	I completed the CKP, and when in initial training, there was no support and the rules of scenarios changed throughout the scenarios. I have found this to be the same of police culture. There is no support from the SMT, and the rules change to depending on the supervisor.

	LESS FORMAL AND LESS REGIMENTED THAN EXPECTED

	I joined in 2012, I think the culture was very much set by your trainer. Some classes had a very supportive introduction where as mine felt punitive from day one.

	not as professional

	I didn't really have any expectations during training, however, the culture of the training staff seemed professional and disciplined. Coming from a Forces background it was a lot more relaxed than I expected.

	more physical and regimented

	It didn't. I attended a residential police training course in Cwmbran. It was fairly strict and disciplined. Due to the residential nature, some people were clearly not cut out for policing and were identified at an early opportunity by staff/trainers/other probationers.

	the culture surrounding the scrutiny and untrustworthiness towards officer from other senior officers.

	I expected a more disciplined organisation due to the fact that there is a rank structure. There was a level of discipline, but I expected a little more than experienced. I was a Special for two years before I was a regular officer and felt that there was more of an element of discipline instilled through that training that what I was experiencing during my initial training.

	There was no " Police Culture" just training to get you ready to be a competent police officer

	It was more relaxed than expected

	Upon joining the service, I expected the training to be disciplined and structured and to prepare me, as best as possible, with the skills required to perform the role of a police officer. As I now reflect on on my initial training, there were skills I was learning which I hadn't even realised I was, and which I fear we may have lost in the strive to become a more academic vocation. Policing requires sound knowledge and ethical decision making, but at its core, it is not an academic endeavour. It requires empathy, understanding, courage, resilience and discipline, and I am not sure we have the correct balance in the way we recruit and train our new police officers.

	I used to work in a completely different industry so I will say it certainly opened my eyes to what policing entails

	I believe it was what I expected

	Staff were told not to teach as the knowledge should have been gained through the paid pre-join course. Role plays were limited and irrelevant and the training was geared around ensuring that relevant tests were passed

	All felt very formal and treated as though we were back in school and not professionals

	it was more professional

	I enjoyed the large majority however the inclusive culture wasn't always felt as a PCSO.

	Training was not realistic to what was expected of you.

	You expect the police force to be up to date, with the newest technology - clear training plans and non of this was delivered and this is why i have put my notice in

	very open and honest

	VERY DISORGANISED. LACK OF CONTACT.

	Much less discipline than I was expecting - I expected "military" style inspection and command structure, but the organisation is much less formal and organised

	trainers were welcoming , professional , approachable. the wider organisation is shocking at admin. during recruitment i dont think i had a single email that had the correct date or even year. other things like. not enough handcuffs for police students.

	I didn't think that the training was indepth enough and we needed more experience of what other departments were doing

	Practical elements were not realistic and do not prepare you adequately for response policing.

	It was a very disciplined organisation with a clear rank structure which was clear and supportive.

	as a member of police staff i feel there is not much training for staff roles and i expected a higher attention to detail.

	Was not as job related as I would have expected

	it was far more theory based and I felt that there was a lack of practical and situational practice to prepare for day to day policing

	Didnt explain the culture of the police, the dangers to staff/officers, raise awareness of deprivation in communities - so was a total shock when working on a BCU

	Training does not prepare you for the real world

	It was a lot more academically focused than I initially anticipated. However the comradery that the pressure developed amongst myself and my team was a lot greater than I had previously experienced during my previous tim ein academia

	felt would be more professional and was surprised at conduct of some students

	My expectations were the same through training as on shift.

	Higher management in training were not very approachable and seemed to go out of their way to tell off our entire class for things that we were never told to do/not to do by our trainers.



4.1.13 Online survey responses – Question 12

This question asked respondents to compare their experience during training with the culture they experienced operationally.



Figure 14
	Statement
	Number

	Training culture prepared me well and was consistent with operational culture
	37

	Training prepared me in a limited way and operational culture was more positive
	32

	Training prepared me in a limited way and operational culture was less positive
	22

	Other
	7



There were 98 responses to this question and 70% of those who answered indicated that the operational culture was either better or at least consistent with their experience in training.

4.1.14 Online survey responses – Question 13

This question asked respondents to indicate how the operational culture differed from training. There were 60 responses which can be summarised in the below word cloud:

Figure 15
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Eliminating blank responses, the full list of comments is provided below:

Figure 16
	Colleagues were more robust and decisive than I had expected. There was more support and a sense of togetherness than in training.

	Training felt like being back in school/ college - Operationally you are surrounded by more life experience in general.

	There were experienced officers that I worked with as a probationer who taught me different approaches based on what worked for them. This emphasised discretion and communication as more important than the letter of the law.

	early police training was very military style - emphasis on lots of physical training which I loved at the time.

	Bullying in the work place... advised SWP look after welfare of staff when in fact it is not

	SKILLS AND KNOWLEDGE APPLIED DIFFERENTLY, DISCRETION USED WHEN OPERATIONAL. LITTLE DISCRETION TAUGHT IN TRAINING.

	Loads of support o n team, good Sgt

	The expression 'Welcome to the real world' said to me by members of my shift best sums it up.

	Family ethos.

	Very negative attitudes operationally, limited routes for progression

	more of an operational focus.

	More acceptance of bad culture operationally than in training. General low morale.

	No difference. I was prepared well and as would expect. Police service was totally different back then to what it is now, sadly.

	Officers were a bit more laid back that the training would have suggested.

	Once competent I was valued by other departments.

	Theory into practice takes time and isn't always as easy when not in training. I learnt more in the role than I did in training.

	Training culture within the police was more militaristic. A stricter environment where the rules and regulations are thrown at you. There is such a focus on everything being 100% procedurally correct and following policies to the letter. However, when you become operational, the whole mindset changed. It becomes more of a relaxed environment with a less structured and militaristic feel. Focus changes to self preservation where effective workload management is arguably just as important as doing things the right way.

	Training is always gold model, which doesn't often reflect the realities of policing. I wasn't quite prepared for the behaviour of people and the conditions in which people allow themselves to live.

	REAL LIFE DOESNT GO AS PLANNED AS IT DOES IN ROLE PLAY AND POLICE CANNOT BE ROBOTIC IN THERE INTERACTIOSN WITH TEH PUBLIC TO FULFIL HOW THINGS ARE SUPPOSED TO BE ACCORDING TO TRAINING

	Far more relaxed and supportive, again this was dependant on the team rather than an organisational culture.

	Within training my experience was very much the "politically correct" version that the organisation expected. This matched my expectations and experiences working within the Public Sector prior to policing. Having arrived in an operational role my experience changed. The culture was somewhat "old-school" from some parties. I formed the opinion that the culture was changing, but that that unless traits of the old unwanted culture were demonstrated openly in front of senior ranks, it was generally put down to individuals being long in the tooth and not likely to change. Fortunately such individuals were few and far between across the teams that I worked upon or interacted with on a regular basis, but there seemed to be a reluctance to deal with those individuals robustly unless forced to do so.

	more bullying and harrassment

	Training came across very clinical and not a true reflection of how Policing actually is. The culture in training was very methodical, disciplined and organised, however, when you leave training and enter the real world of Policing it is far from that.

	more team orientated

	The training was strict and regimented, but life on division was understandably more relaxed. My shift were very close and I became part of the "police family".

	more experienced colleagues on shift led to differing experiences of different officers and a wealth of knowledge.

	It was regimented during training and was very much 'by the book'. When moving into the operational theatre, there became a less black and white side to the job and shades of grey appeared.

	poor supervision and management

	There was no " Police Culture" just training to get you ready to be a competent police officer

	I've found learning on the job personally was better training for me. As staff there's not necessarily loads to start with apart from standard induction.

	There was no preparation or information of the response culture, but the culture I experienced on response was mainly positive and was welcomed into the team very well

	Training was overly PC and out of touch. Operationally it was faster paced and not at all PC.

	More realistic and when I commenced operational duties, I worked with enthusiastic officers who wanted to do the best they could, regardless of age or experience. Many of the training staff I encountered had limited operational experience, were possibly working as trainers for the wrong reasons and didn't have the same work ethic or positivity.

	It was real.

	Operationally more optimistic and less formal.

	There is a better relationship between officers, PCSOs and our supervisors.

	You enter the real world operationally and I don't think training prepared anyone for that.

	No training plan, inadequate training and then our team had to work it between us to get the job done regardless of police support.

	old fashioned policing styles

	LIMITED TO NO TRAINING.

	the operational culture is less professional and less "politically correct" but much more relaxed

	It was stated that colleagues would be more helpful

	The shift really want to hep each other. However the processes and policies tie officers down and restric them in how they can effectively manage their workloads. They are not able to get rid of nonsense calls due to red tape created by the force.

	Culture in training focused less on a team ethos and comradery than existed in operational policing.

	The culture was more work orientated. Do the job. Training was the building blokes for understanding the job.

	Training was sterile (Black and White) and everyone got on, however in reality the abuse and hatred for police can be overwhelming.

	The only real difference was the fact you fully appreciated the impact of making wrong decisions I.e. Real life consequences

	everything was very positve and lovely in the training bubble

	The culture was not massively different in of itself. The sense of a "team" amongst colleagues was very similar, the only difference I found was in my relationship with sergeants. Operationally I feel much more able to speak with my superior officers/ask for advice, however I believe this is to be expected as they are managing a much smaller number of staff and have more of an involvement in the day to day processes of operational policing.

	The culture in training school was protected whereas operationally the culture was harsh .

	When i arrived onto my operational team, I was shocked at the poor the standards of behaviour. Officers frequently colluded to embellish evidence within witness statements. Many officers drank on duty, and frequently attended at takeaway outlets to secure free food. Some drank and drove including Police vehicles. Most officers on my team were married, but engaged in affairs that were frequently conducted whilst on duty and this was supported (even encouraged) by Sgts and Insps. I worked on building sites before joining. Standards were better there, than those I encountered within the Police Service. Fortunately, my tutor Constable was first class and helped set me off on the right path.

	In training you were told that you do not have to make the teas for the shift, but in reality, this is part of the culture and does mean that you are being put upon to do things.

	My operational Sergeant and Inspector are very approachable, extremely helpful and understanding.



4.1.15 Online survey responses – Question 14

This question asked respondents to rate how satisfied they were with their training in terms of preparation for their role. There were 99 responses.

Figure 17
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58% of participants indicated that training prepared them somewhat well or extremely well, compared with only 19% that thought it had been in the two poorest categories.

4.1.16 Online survey responses – Question 15

This question asked respondents to indicate how influential a series of factors had been on their development, ranging from not applicable to having an exceptional impact.














Figure 18
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The factors perceived to have the greatest impact were operational experience, followed by operational colleagues and operational supervisors. The least influential were academic supervisors and post-training academic studies however for 11% and 25% of respondents these were of at least moderate impact. The academic studies during training scored more highly than those that occurred while operational.

4.1.17 Online survey responses – Question 16

This question asked respondents to indicate, in their experience, how significant to police culture a number of themes were. Available responses ranged from not being present at all, to being universally apparent.








Figure 19
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The factors which were most strongly represented were positive in nature, being the desire to help people, commitment to the job, team spirit and accepting risk. The factors least associated by the respondents with police culture were authoritarianism and distrust of external influences, however there was a significant minority view that recognised these as being present.

4.1.18 Online survey responses – Question 17

The final question was discretionary and gave participants the opportunity to add either their email contact information or provide further comments. Excluding blanks, the responses were:

Figure 20
	Training should be reformed to account for advances in adult learning evidence base. There should be much more emphasis on scenario-based training, and less front-loading.

	Personal reflection - most of my learning came from the team around me, and then my supervisor. I joined a team of 13 people where 11 of the thirteen had between 3 and 25 years service. The level of service amongst the response teams in the biggest barrier to the effective development of operational policing skills. There are teams that are entirely made up of probationary (student) police officers which would not have been acceptable 20 years ago.

	In my opinion, it was a huge mistake when it was decided to localise police training. Centrex was a great experience, preparing us well for what was to come. Discipline was learned very early on. Respect for rank was engrained into the officers. We knew what we had let ourselves in for with shifts, areas posted, what to expect from certain types of people etc. My experience of new recruits is sadly, a lack of these key elements being instilled into them. Their practical ability is generally very poor and understanding of policing seems to be non-existent. There is too much focus on attaining academic qualifications which do not benefit the individual with their role as a practical police officer. Let's teach them how to police the streets, teach the bread and butter of law eg Theft Act etc. A degree is not needed to police at this level and quite frankly, a waste of time and money.

	As stated initially my training was inadequate. I have since moved roles multiple times. My most recent training experience has been a positive one.

	The CKP and the degree process, whilst it helps understand the concepts behind policing, what police officers need is being taught law and experience. At the moment however, it seems that academic studies are very black and white, and show no real purpose to policing, especially when the point behind the academic studies are to make the police more professional and accountable for their decisions, when increasingly, decisions are being taken out of individual officer's control due to policy.

	You need to understand the law/definitions of offences to effectively conduct your duties. This knowledge is enhanced and complimented by your experience. I query the benefit of wider academic studies during your early years of policing. Culture is something that is influenced by leadership. Teamship should be strong within the police and enhance resilience but unprofessional behaviour should not be tolerated. Standards and values should be embedded from day 1 in the organisation.

	Policing culture has significantly changed in the nineteen-years since I joined the organisation. Changes on the whole have been for the better and very much aligned to societal expectation.

	Policing today is politically driven and unfortunately the impact has severed ties with the public. Minor crimes impact on individuals sometimes as much as more serious matters, and a lack of investigation indicates a care less policing policy. Our communities are the backbone of the country and deserve better from the Police Service. Talk is cheap - action gives out positivity and confidence in policing.

	i cant stress this enough . We need station "work experience" before hitting division. we were never shown control works for example in training. Also everyone agrees that a week of OST isn’t enough , i think we should have a day a week of OST or even half a day, even if its just the bleep and handcuffing.

	The culture when i joined some 38 years ago was awful it was very much sexist, women including myself and Women Police Officers were made to feel not worthy of working for SWP the culture was most defiantly male orientated and there was no room for women. I must admit in my 38 years of working with Police Officers I have never once heard any Officer or Staff make a derogatory comment on peoples Colour, Race, sexual orientation or Religion. Male Police Officers were bad at making sexual remarks at us female employees and many a time i wanted to leave but i loved my job so much i chose to ignore their comments. I would say this came to an end when SWP had a female Chief Constable and she stamped out this culture and i saw a big decline in Male Officers making any suggestion against women so a massive big thank you goes out to Barbara Wilding as i don’t think i would have lasted working SWP.

	The selection process is not working. Offices are being appointed with no face to face interviews etc and so the force are paying the price later on, where officers are being sacked/quitting due to not being suitable for the role. The degree process is also not working for Policing. It has no benefit to officers on the ground and puts an unnecessary strain on resources. It is also creating rifts between the PCDA and DHEP officers who are getting paid different wages for the same length of service.

	I do NOT believe that the new academic approach to policing prepares employees for the rigours and expectations of life working as a frontline police officer. Hopefully a transition to a more work experienced based training supported by classroom legislation and policy input will assist.
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4.2 Analysis of results

This section considers the survey results against the objectives to establish findings from the primary research that reinforce or challenge the secondary research.

4.2.1	To define the nature of police culture and its shared touchstones.

The secondary research provides an examination of these issues and the primary data further supports the notion of a distinct police culture, and that it is broadly recognised by its members. 

The elements of police culture described in 4.1.17 were endorsed far more widely than they were dismissed, with particular emphasis on the positive aspects. The most negative aspects were the least supported.

4.2.2	To establish the distinct aspects of the PEQF that differentiate the programme from its predecessors.

Those serving officers who have undertaken the PEQF responded more positively to the academic elements of their training than those who had qualified through the IPLDP and predecessor schemes. There was however less positive regard for the academic work completed while operational. 

There was also a view from PEQF officers that were in the 25-34 and 35-44 age groups that their peers in the 18-24 category were noticeably lacking in life experience and confidence. One respondent described their class as having ‘limited life skills [and] unable to communicate effectively’. Another member of this older cohort said ‘[it] felt very formal as though we were back in school and not professionals’.

Regardless of age, PEQF officers all valued operational experience and the influence of their colleagues and supervisors more highly than training and academic elements. One said ‘there was a lack of practical and situational practice to prepare us’. Other similar views were expressed as ‘training doesn’t prepare you for the real world’ and that the programme was ‘theory based’. 

Despite this, PEQF officers described the camaraderie during training that mirrored this aspect of operational police culture as being ‘a lot greater than I had previously experienced… in academia’.

4.2.3	To investigate how the novel characteristics of the PEQF have interacted with extant police culture.

Once deployed operationally, those who have undertaken the PEQF reported similar experiences to those who had undertaken predecessor schemes, with significant value attached to the influence of colleagues and supervisors. The academic aspects of their training were regarded as having limited effect, or perhaps, more accurately, a limited opportunity to be effective.

The pressures associated with frontline policing were identified as having an impact on the feasibility of reflective practice, with one PEQF student stating ‘when you become operational, the whole mindset changed… focus changes to self preservation where effective workload management is arguably just as important as doing things the right way’.

There was also a strong identification with the positive aspects of police culture, with PEQF students valuing support, informality, team spirit and knowledgeable colleagues. A minority however noted low morale, bureaucracy and a lack of professionalism as being apparent.

4.2.4	To analyse the effect of these interactions.

Among both PEQF students and officers who had undergone training in predecessor schemes there was a theme in evidence of training and operations being two different worlds. This dichotomy was apparent in the quantitative data and also in the language used in the qualitative aspects of the survey.

Responses included ‘real life doesn’t go as planned’ and ‘training is always gold model, which doesn’t reflect the realities of policing’. Other replies stated ‘training came across very clinical and not a true reflection of how policing actually is’,  ‘training was overly PC and out of touch’ and ‘many of the training staff I encountered had limited operational experience, were possibly working as trainers for the wrong reasons and didn’t have the same work ethic or positivity’.

These responses suggest that regardless of the mechanism or method of training, police officers attach greater value to operational experience than study. The learning acquired during training is not overwritten by operational deployment, but quickly comes to be regarded as distant and abstract in comparison to the ‘real’ value found in doing the job.

4.2.5	To discuss the organisational and public-facing impact of these effects and consider their wider influence. 

These findings indicates a significant challenge to the PEQF, or indeed any training programme, being effective in delivering reform as regardless of the entry route, officers are more strongly influenced by their colleagues, supervisors and experiences than they are by study. 

The College of Policing’s own study into the progress of the PEQF programme established a number of initial findings. They largely focus on organisational rather than operational benefits and highlights were reported as:

… a unique opportunity for forces to support each other, 
the need for forces to work closely with higher education, 
a positive experience for students overall with deeper knowledge and understanding, critical thinking, time management and writing skills,
the importance of the role of tutor,
the importance of strategic decision making at force level,
the management of protected learning time and workforce planning,
and that [this] was not seen as a barrier to entry to the service’                         (College of Policing, 2020)

[bookmark: _Toc139218924]4.2.6 Summary of findings

The results demonstrate that there is a clear necessity to bridge the divide between theory and practice. A significant distance exists between the aims of the PEQF and what it has so far been able to achieve as the prevailing culture within policing in South Wales is powerful and persistent.

To some extent this gap between aim and outcome can be linked to the documented history of mistrust between policing and outsiders – in this case, academia, but a persuasive argument can also be advanced that difficulties are not solely the product of a clash between strategy and culture, but also the nature of the operational environment. 

Historically high levels of service demand, a compliance focus and busy workloads all contribute to a setting in which new officers in a relatively inexperienced frontline must survive under a multitude of risks and pressures, leaving little capacity for reflection and development.



[bookmark: _Toc139218925]Chapter 5 - Conclusions and Recommendations

[bookmark: _Toc139218926]5.1 Discussions

This study aimed to examine police culture and discuss its interaction with the PEQF. It is important to note that despite achieving the desired sample size and implementing measures to encourage honest reflection, there remain limitations on the application of this study’s findings in a wider context. The original ambition to conduct focus groups aimed to provide greater depth and focus.

5.1.1 Objective one: To define the nature of police culture and its shared touchstones.

[bookmark: _Toc139218927]This objective was principally served by the secondary research completed in Chapter 2 which demonstrated the existence of a distinct police culture with many shared characteristics across agencies and jurisdictions. There were however a significant number of studies that noted variations, which were particularly apparent under direct political leadership.

[bookmark: _Toc139218928]While much of the literature focused on apparently negative aspects of police culture including authoritarianism, cynicism and mistrust of outsiders, police officers tended to have greater regard for the values of unity, commitment and bravery.

The primary research echoed these themes, with officers and staff of different ages and backgrounds all identifying more strongly with the positive characteristics of police culture and limited evidence being supplied to support assertions of the abuse of power.

[bookmark: _Toc139218929]5.1.2 Objective Two: To establish the distinct aspects of the PEQF that differentiate the programme from its predecessors.

The PEQF comprises three entry routes which vary in their operation. The Police Constable Degree Apprenticeship is a three year programme, while those with existing degrees will qualify in two years. Despite this, there are common elements which characterise the PEQF when compared to the IPLDP and previous schemes. The involvement of Higher Education Institutions introduces an external perspective to the design and delivery of police training and sets expectations for continued professional development, specialism and promotion processes.

In parallel with the development of the PEQF, the National Police Promotion Framework has similarly required newly promoted officers to undertake a study-based programme of qualification into their new rank which demands a greater understanding of theory than was previously the case.

The academic aspects embedded into the PEQF have broadened the scope of police learning and changed the delivery method. Predecessor police training programmes adopted a front-loaded approach with initial classroom-based sessions being followed by practical on-the-job experience. The PEQF however requires continued study and submission of assessed essays during the operational phase.
This led to the requirement for protected learning time, which, when combined with the volume of new officers recruited under the police uplift programme has increased resource abstractions. This practical impact, however, was not reflected as a concern in the primary research.

[bookmark: _Toc139218930]5.1.3 Objective Three: To investigate how the novel characteristics of the PEQF have interacted with extant police culture.

It is apparent that PEQF officers and those who trained under previous schemes report similar experiences and perceptions. As such they have expressed largely positive sentiments about police culture, particularly the relationships with colleagues.

A sharp divide between training and operations is apparent, however. The College of Policing’s own review of PEQF implementation (College of Policing, 2020) itself identified that ‘while lessons with an obvious link to policing were well received by students, students did not always immediately see the relevance of learning that was less clearly linked to policing’.

[bookmark: _Toc139218931]5.1.4 Objective Four: To analyse the effect of these interactions.

The literature review identified the argument, made on a wide basis over many years, that police occupational culture acts to stifle reform and furthermore has a negative effect on service delivery. Improvements to training in terms of its scope and depth have been proposed as a method of reducing cultural influence and improving professionalism.

The mechanism decided upon in British policing, the PEQF, has a place alongside other European nations in working with higher education to implement a degree requirement. While those with a pre-join degree in policing or undertaking the PCDA will have a solely police-focused qualification, DHEP officers join as undergraduates from a range of fields and so possess diverse skills and knowledge. 

This research indicates that regardless of background, student officers integrate well with their operational teams and value the experience and support of colleagues. There is however a contrast in terms of cultural alignment apparent, with more than half of those who undertook legacy training believing it prepared them well compared with less than half of PEQF officers.

This underlines the division discussed in the literature between policing and academia, expressed in this study’s survey as a contrast between training and reality.

[bookmark: _Toc139218932]5.1.5 Objective Five: To discuss the organisational and public-facing impact of these effects and consider their wider influence.

The results suggest that the PEQF is likely to face challenges in achieving cultural reform given the powerful and influential manifestation of police culture demonstrated by the primary research. It is apparent however that some of the worst excesses of police culture; authoritarianism, mistrust of outsiders and resistance to change are those most strongly rejected by respondents to the survey.

The strongest elements identified with were team spirit, commitment to getting the job done and a desire to help people and communities. It is these core cultural values that any training and development programme must understand and use as leverage if it is to be truly transformative.

[bookmark: _Toc139218933]5.2 Conclusions

This study reinforces the widely held view of the existing literature that there is such a distinct concept as police culture and that it is both real and relevant. Furthermore, the primary research provides a largely positive picture about how that culture is regarded by current officers working within it in South Wales.

The consistency of responses from officers who have undergone traditional methods of police training and the PEQF is noticeable across much of the survey, and reflects the powerful influence of police culture in homogenising recruits from a range of backgrounds through socialisation. In this regard, the experience of operational deployment can be seen as a unifying factor that both bonds officers together but to some extent, overwhelms other influences.

It is further notable that responses from those who have undertaken each form of the PEQF are remarkably consistent, regardless of their undergraduate qualifications, having a pre-join degree or being a degree apprentice. One explanation for this may be the particular approach to the PEQF that exists in Wales. English forces are able to recoup funding from their national apprenticeship levy, but due to differences in devolved arrangements, this does not apply in Wales. 

As such, Welsh forces have sought to reduce costs associated with the delivering the PEQF programme by undertaking their training of DHEP and PCDA students together, with members of both entry routes sharing classes and trainers, as well as following the same timescales for training and deployment. Thus it should be expected that there will be significant common ground between these cohorts which are otherwise treated as distinct groups.

[bookmark: _Toc139218934]5.3 Recommendations

Following the findings of this study, it is possible to make recommendations regarding the delivery of training for new police officers in a modern context that will align with the most positive aspects of organisational culture and create the best chances of success.

1. The opportunity exists for a virtuous circle to develop between training, culture and service delivery.

The notion of higher education as having value to inform and guide police training is widely reflected in the literature review, and a significant number of PEQF students reflected positively on the application of skills and learning. 

This reflects the findings of Roberg and Bonn (2004) who described the notion of a positive ‘chain reaction’ with education of police officers enhancing their thinking and communication skills. In turn, this has the potential to improve engagement with communities, thus developing greater trust and confidence in the police. The resulting improvement in perception promises both a better and more legitimate service.

2. Change will not occur through the introduction of degrees alone.

In order for police training to be regarded as effective, it must produce officers that are not only capable of performing their role in an operational context but also possess the positive values of trustworthiness and impartiality.

The primary research identifies the benefits associated with higher education in terms of enhanced communication and critical thinking skills, as well as preparing officers for continuous professional development but the persuasive power of police culture has been demonstrated by the secondary research.

As such, it will not be sufficient for the PEQF to rely upon the academic components of initial police training to effect change. Any programme of learning and development must take account of policing’s unique challenges and distinct culture.

3. Learning can be aligned to culture to maximise effectiveness.

Given the strong identification with police culture demonstrated by PEQF officers, a student-centric approach must align with these values to bridge the gap between perceptions of the unreality of training and the experience of operational deployment.

Methods of teaching that are based on scenarios, particularly those that are likely to be encountered, are likely to encourage greater participation and be more effective as they can be seen as relevant. This has a particular application to problem solving, which is a skill required by police officers when faced with complex scenarios and competing priorities (Lettic, 2016).

Integrating the currently distinct worlds of theory and practice will improve students’ learning experience and their preparation for operational deployment. This could be achieved through consideration of how training is structured and organised, with alignment of academic concepts to ‘real world’ issues that will embed theoretical understanding into practical application. 

Especially important is the field training aspect which, arguably, is the most important period of initial training in the process of becoming a police officer (Hendricks, 2014). Both academy instructors and mentors need to have the right attitude, be knowledgeable, highly skilled, and experienced, and be perceived as such by the recruits.

4. Ensure the involvement and support of forces

Police culture was traditionally instilled in student officers from their beginning of their initial training, which possessed quasi-military characteristics of intense physical exercise, uniform preparation and marching drills. More recently, studies identified that this was a barrier to changing attitudes and perception (Stanislas, 2013).

Given that police culture remains resilient, and has a significant impact on the socialisation of student officers, it is important that the hierarchical rank structure, influence of seniority and level of demand does not undermine academic focus during the two or three years of PEQF completion. 

There is much that forces can do to support learning in this critical phase, including the provision of protected learning time and management of wellbeing. Protected learning time is currently provided but not aligned to any provision of support such as sessions with academic supervisors or study groups. 

The importance of operational colleagues as role models has been evidenced in the primary research and echoes the College of Policing’s own findings. As such, appropriately skilled and capable tutor constables and shift colleagues must be valued and encouraged.

5. Further study will be valuable

As the PEQF is a relatively new scheme, the longer term impact of policing being recast as a graduate profession would benefit from further study. This takes place against an unstable background, however. 

In November 2022, the Home Secretary announced that she had asked the College Of Policing to consider options for a non-degree entry route to policing which will complement the existing framework (Home Office, 2022) and ensure that forces must offer opportunities to those who neither have, nor want, a degree.

As such, further research, on a larger scale, which follows cohorts of PEQF officers over the longer term will over valuable insights into which elements of learning and culture are the most significant and make a worthwhile contribution to the improved professionalism and service delivery that communities deserve. 
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6. Have you personally undertaken the PEQF programme?
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12. How did your experience of police culture during training compare with your
experience when deployed into your role?
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15. Please indicate how influential these factors have been on your development:
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16. In your experience, how significant are the following themes within police culture?
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17. If you would like to add any comments or your email contact details to provide
further information, please do so below. Thank you for participating.
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APPLICATION FOR ETHICAL APPROVAL



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



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



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



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



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



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



Delete the Guidance Notes at the end of the form BEFORE submitting your application





SECTION A: About You (Principal Researcher)

		Full Name:

		Daniel Glyn Howe



		Tick all boxes which apply:



		Member of staff:

		☐

		Honorary research fellow:

		☐



		Undergraduate Student

		☐		Taught Postgraduate Student

		☒		Postgraduate Research Student

		☐





		Institute/Academic Discipline/Centre:

		Institute of Management and Health



		Campus:

		Swansea Business Centre



		E-mail address:

		2016284@student.uwtsd.ac.uk



		Contact Telephone Number:

		07732 073754



		For students:



		Student Number:

		2016284



		Programme of Study:

		MSC18-PT Policing (Operational and Strategic Leadership)



		Director of Studies/Supervisor:

		Alison Cooke












SECTION B: Approval for Research Activity

		Has the research activity received approval in principle?

(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)

		YES

		☒		NO

		☐

		

		Date



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

		Research Degrees Committee

		☐		



		

		Institute Research Committee

		☐		



		

		Other (write in)



		☒		Programme Manager & Lecturer 29/11/22







SECTION C:  Internal and External Ethical Guidance Materials

		Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines.



		UWTSD Research Ethics & Integrity Code of Practice



		☒

		

UWTSD Research Data Management Policy

		☒







SECTION D: External Collaborative Research Activity

		Does the research activity involve collaborators outside of the University?

		YES

		☐

		NO

		☒



		

If Yes, please provide the name of the external organisation and name and contact details for the main contact person and confirmation this person has consented to their personal data being shared.as part of this collaboration.



		Institution

		





		Contact person name

		





		Contact person e-mail address



		



		Has this individual consented to sharing their details on this form?

		YES

		☐

		NO

		☐



		Are you in receipt of a KESS scholarship?

		YES

		☐

		NO

		☐



		Is your research externally funded

		YES

		☐

		NO

		☐



		Are you specifically employed to undertake this research in either a paid or voluntary capacity?

		Voluntary

		YES

		☐

		NO

		☐



		

		Employed

		YES

		☐

		NO

		☐



		Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)

		If YES then the permission question below does not need to be answered.

		YES

		☐

		NO

		☐



		Permission to undertake the research has been provided by the partner organisation

		(If YES attach copy)

If NO the application cannot continue

		YES

		☐

		NO

		☐









Where research activity is carried out in collaboration with an external organisation

		Does this organisation have its own ethics approval system?

		YES

		☐

		NO

		☐



		

If Yes, please attach a copy of any final approval (or interim approval) from the organisation









SECTION E: Details of Research Activity

		Indicative title:

		The interaction between the Policing Education Qualifications Framework and police culture



		Proposed start date:

		11/10/2022

		Proposed end date:

		03/07/2023



		Introduction to the Research (maximum 300 words)

Ensure that you write for a Non-Specialist Audience when outlining your response to the three points below:

· Purpose of Research Activity

· Proposed Research Question

· Aims of Research Activity

· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

· What the research activity will add to the body of knowledge 

· How it addresses an area of importance. 



		Purpose of Research Activity



To examine how the introduction of the PEQF requirement for new police officers in England and Wales to study for a degree or diploma has interacted with and influenced police culture.



(this box should expand as you type)



		Research Question



How has the introduction of the Policing Education Qualifications Framework influenced and interacted with police culture?



(this box should expand as you type)



		Aims of Research Activity



The aim of this research is to gather information about police culture, to establish how the introduction of the PEQF in 2016 has influenced that culture and to analyse this interaction. To achieve this, objectives will be prescribed which define specific tasks that are necessary to achieve the desired research outcome.



The research will build upon a wide body of existing knowledge which describes police culture and how this operates within police forces.



Much of this research, however, is grounded in the historic landscape of police training and qualification, which lacked an academic component.



This research takes place against a dynamic backdrop of ongoing discussion regarding the value, advantages and drawbacks of the PEQF programme which has a political and social dimension that attracts significant media attention.



As such the topic being researched both organisational and public-facing relevance and importance.



(this box should expand as you type)



		Objectives of Research Activity



(i) Establish the nature of police culture and its shared touchstones.

(ii) Establish the distinct aspects of the PEQF that differentiate the programme from its predecessors.

(iii) Investigate how the characteristics of the PEQF have interacted with extant police culture.

(iv) Analyse the effect of these interactions.

(v) Discuss the organisational and public-facing impact of these effects in order to consider their wider influence.



(this box should expand as you type)



		Proposed methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed.



		

First phase: Literature Review



A review of current and relevant literature will be conducted, considering both theoretical explorations of police culture and research into its operation in practice. This will be completed using peer-reviewed academic sources that will be appropriately referenced, using the Harvard method for consistency and clarity. This will give due credit to those authors whose work is relied upon.



Furthermore, research which has been commissioned by the College of Policing will be reviewed. This takes the form of both the supporting material that underpinned the initial objectives of the PEQF at the point of its commission and subsequent studies that deal with its development and implementation.



These reports have been published and are currently available to the public; as such there will not be any risk of sharing confidential or sensitive material or identifying any specific individuals.



This will establish the backdrop for the research, distilling a number of broad sources into a manageable and coherent proposition for study.



Second phase: Original Research



Survey activity will be planned and conducted; initially this will focus on designing an appropriate survey methodology which will fulfil the research objectives – there are however some fundamental requirements that are necessary to observe, namely confidentiality, anonymity and data integrity.



This will be achieved by utilising an anonymous electronic survey which can be accessed, completed and returned using online methods. This can be carried out using the functions available in Microsoft 365, the platform being supported by the University but also publicly accessible to contributors. There will not be any requirement for participants to identify themselves in order to complete the survey, however provision can be made for those who are willing to provide contact information to do so in order to support further research (outlined below in Phase Three).



Any contact information provided will be handled in accordance with the University’s code of research ethics, GDPR and data protection requirements. Specifically, it will be held only for the purposes of study, not retained longer than required and not communicated to any other parties. Following the conclusion of the research it will be retained only for the period required for validation.



Non-personal detail which is anticipated to be gathered includes regional or force attribution, role and rank, length of service and identification of gender, disability, sexual orientation and ethnicity to identify any trends and set the survey findings against objectives for representation.



It is expected that survey responses will be obtained from not only the Southern Wales region but England and Wales more widely, where the PEQF programme applies.



Third phase: Focus Groups



Following analysis of the survey results, identified themes will be extracted and used to inform discussion at focus groups. This will be in order to validate the findings of the survey and promote a deeper consideration of emerging issues. It is anticipated that the focus groups will be conducted online in an anonymous capacity so far as possible, with contributors not being identified to each other in order to ensure confidentiality. As with Phase Two above, compliance with ethical and data protection standards will be maintained.



Fourth phase: Critical Analysis



Using the information gathered in the first three phases, existing literature and novel research will be analysed to identify findings and consider their implications.



This discursive activity will be captured in the body of the dissertation and appropriately credited and referenced. Where required, data from the survey and focus group activity will be referred to and relied upon to support conclusions.



The dissertation document will identify where original survey and focus group data is held for validation and integrity purposes.



(this box should expand as you type)








		Location of research activity

Identify all locations where research activity will take place.



		Online (UK based) and within the South Wales area.

(this box should expand as you type)



		Research activity outside of the UK

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



		There is no planned activity outside the UK.





(this box should expand as you type)





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



		NO

		☒



		

		YES

		☐



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







(this box should expand as you type)










SECTION F: Scope of Research Activity

		Will the research activity include:

		

YES

		

NO



		Use of a questionnaire or similar research instrument?

		☒

		☐



		Use of interviews?

		☐

		☒



		Use of diaries?

		☐

		☒



		Participant observation with their knowledge?

		☐

		☒



		Participant observation without their knowledge?

		☐

		☒



		Use of video or audio recording?

		☒

		☐



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

		☐

		☒



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

		☐

		☒



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

		☐

		☒



		Investigation of participants involved in illegal activities?

		☐

		☒



		Use of procedures that involve deception?

		☐

		☒



		Administration of any substance, agent or placebo?

		☐

		☒



		Working with live vertebrate animals?

		☐

		☒



		Other primary data collection methods, please explain in this box

For example, ‘focus groups’. Please indicate the type of data collection method(s) in this box and tick the accompany box.

		☐

		☐



		Details of any other primary data collection method:

Focus groups comprised of volunteers giving informed consent and participating anonymously. The audio recording referenced above refers to the method used to compile notes from the focus groups – excerpts will not be used and any quotes anonymised.





(this box should expand as you type)

		

		





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



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






SECTION G: Intended Participants

		Who are the intended participants:

		

YES

		

NO



		Students or staff at the University?

		☐

		☒



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

		☒

		☐



		Vulnerable adults?

		☐

		☒



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

		☐

		☒



		Prisoners?

		☐

		☒



		Young offenders?

		☐

		☒



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

		☐

		☒



		People engaged in illegal activities?

		☐

		☒



		Others (please identify specifically any group who may be unable to give consent) please indicate here and tick the appropriate box.



		☒

		☐



		Other – please indicate here:



Professional contributors participating as those with relevant knowledge or experience that volunteer to respond.



(this box should expand as you type)

		

		







		Participant numbers and source

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



		How many participants are expected?



		

100-200



(this box should expand as you type)



		Who will the participants be?



		

Police Officers and Staff, current and retired



(this box should expand as you type)



		How will you identify the participants?

		

The survey will be circulated via existing staff networks and contacts inviting anonymous participation and providing details of the work and safeguards to ensure informed consent.



(this box should expand as you type)










		Information for participants:

		

YES

		NO

		

N/A



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

		☒

		☐

		☐



		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		Will you obtain written consent for participation?

		☒

		☐

		☐



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

		☐

		☐

		☒



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

		☐

		☐

		☐



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

		☒

		☐

		☐



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

		☒

		☐

		☐



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

		☒

		☐

		☐



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

		☐

		☐

		☒



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



		





(this box should expand as you type)







		Information for participants:

		

YES

		NO

		

N/A



		Will participants be paid?

		☐

		☒

		☐



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

		☐

		☒

		☐



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

		☐

		☒

		☐



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

		☐

		☒

		☐



		If YES to any question, please provide full details 



		





(this box should expand as you type)










SECTION H: Anticipated Risks

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



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



		Full risk assessment completed and appended? 



		Yes 

		☐



		

		No

		☒



		Risks to participants

For example: emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information



		Risk to Participant:



No identified risks



(this box should expand as you type)

		How will you mitigate the Risk to Participant







(this box should expand as you type)



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



		

N/A



(this box should expand as you type)



		Risks to investigator

For example: personal safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest



		Risk to Investigator:

 

No identified risks



(this box should expand as you type)

		How will you mitigate the Risk to Investigator:







(this box should expand as you type)



		University/institutional risks

For example: adverse publicity, financial loss, data protection



		Risk to University:



No identified risks



(this box should expand as you type)

		How will you mitigate the Risk to University:







(this box should expand as you type)







		Disclosure and Barring Service



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

		YES



		NO



		N/A





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

		☐

		☒

		☐










SECTION I: Feedback, Consent and Confidentiality

		Feedback

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



		No debriefing is anticipated to be necessary.





(this box should expand as you type)



		Informed consent

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



		

The survey will be circulated via existing staff networks and contacts inviting anonymous participation and providing details of the work and safeguards to ensure informed consent.



(this box should expand as you type)



		Confidentiality / Anonymity

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



		

Surveys will not request or provide for identifying details save for where participants volunteer to provide contact information for future focus groups. The focus groups will not require names and participants will be referred to by code letters.



(this box should expand as you type)










SECTION J: Data Protection and Storage

In completing this section refer to the University’s Research Data Management Policy and the extensive resources on the University’s Research Data Management web pages (http://uwtsd.ac.uk/library/research-data-management/).

		Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?

		YES

		NO



		“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person.

		☐

		☒



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



		





(this box should expand as you type)



		Does it involve special category data (as defined by the GDPR)?

		YES

		NO



		“Special category data” means sensitive personal data consisting of information as to the data subjects’ –

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

		

☐

		

☒



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



		





(this box should expand as you type)





		
Will the research activity involve storing personal data and/or special category data on one of the following:

		YES

		NO



		Manual files (i.e. in paper form)?

		☐

		☒



		University computers?

		☐

		☒



		Private company computers?

		☐

		☒



		Home or other personal computers?

		☐

		☒



		Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

		☐

		☒



		“Cloud” storage or websites?

		☐

		☒



		Other – specify:



		☐

		☒



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



		



(this box should expand as you type)



		All Data Storage



		Will the research activity involve any of the following activities:

		YES

		NO



		Electronic transfer of data in any form?

		☒

		☐



		Sharing of data with others at the University?

		☐

		☒



		Sharing of data with other organisations?

		☐

		☒



		Export of data outside the European Union or importing of data from outside the UK?

		☐

		☒



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

		☒

		☐



		Publication of data that might allow identification of individuals?

		☐

		☒



		Use of data management system?

		☐

		☒



		Data archiving?

		☐

		☒



		If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and DPA (and/or any international equivalent):



		





(this box should expand as you type)



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



		





(this box should expand as you type)



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



		





(this box should expand as you type)



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



		





(this box should expand as you type)



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



		





(this box should expand as you type)



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



		YES

		☐



		

		NO

		☐



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

		YES

		☐



		

		NO

		☐










SECTION K: Declaration

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



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



		Signature of applicant:

		

		Date:









For STUDENT Submissions:

		Director of Studies/Supervisor:

		

		Date:



		Signature:

		



		







For STAFF Submissions:

		Academic Director/ Assistant Dean:

		

		Date:



		Signature:

		



		







Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:

		☐

		I have read the guidance notes supplied before completing the form.



		☐

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



		☐

		I confirm that the research activity has received approval in principle



		☐

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



		☐

		I have attached a full risk assessment (and have NOT completed Section H of this form) (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT



		☐

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



		☐

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



		☐



		I have deleted the guidance notes before submitting the PG2 for consideration












		RESEARCH STUDENTS AND STAFF ONLY

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

You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.







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



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/ 







Application Process



All staff research projects and all research students must submit the Ethical Approval Form to the University Research Ethics Committee via the Academic Office (pgresearch@uwtsd.ac.uk).   Staff research directly in relation to personal study for taught undergraduate or Masters programmes should be submitted via the Institute procedures explained below.



Taught masters and taught undergraduate research Ethical Approval Forms are considered within Institutes.  Institutes will provide details of the specific processes for this.  Where the Ethical issues within any single ethical application are of particular concern the Institute will refer these to the University Research Ethics Committee.   Any student activity that involves the collection of primary data needs to undergo Ethical approval, this includes assignment work as well as dissertations.   






Notes for guidance in completion of this form



Section A:  About You

Please complete all relevant sections



Section B:  Approval for research activity

Research proposals must be approved in principle before applying for Ethical Approval.  The proposal approval only becomes final when the ethical approval is received.  



The process for proposal approval varies according the individual and programme of study:

· Research students, by application on form PG1 to the Research Degrees Committee

· Taught students by review of research proposal within Institutes (Institutes provide specific details of these processes)

· Staff, by agreement by the Academic Director/Assistant Dean



Section C:  External Ethical Guidance materials

Many discipline areas are required to operate with the discipline specific codes of research ethics (for example health, psychology, education etc.), any such codes must be listed and you must tick to confirm that you have consulted with these.



Section D:  External Collaborative Research Activity

Provide details of the external collaborative partners, where appropriate you might want to submit a copy of the external collaboration agreement with the Ethical Approval Form.  If the partner requires the research to be subject to its own internal Ethical approval process then please provide details of that process and a copy of any final (or interim) approvals received from the organisation.



Section E:  Details of Research Activity

Remember that the individuals reviewing this Ethical Approval Form may not have seen your research proposal, and also may not be experts in the specific area of your research.  The information provided should therefore be jargon free and clearly stated.

Indicative Title:  please use the same title as used on the research proposal.

Purpose:  the Ethical approval process will want to ensure that the methods you propose are adequate and appropriate to address the research aims and objectives.  Excessive additional data collection can be seen as unethical.

Proposed Methods:  the Ethical approval process seeks to ensure that you understand the methods that are intended, and that the implementation of those methods will be appropriate and without unnecessary impact on respondents.  This section must explain how the methods described will lead to the collection of necessary and sufficient data, but not excessive data.  Please be specific.

Location:  this needs to mention geographical location and also local situation (for example, within Local Authority Offices in Cardiff, using a private room but close to other individuals).  If you are collecting data within an organisational setting then you need to explain the permissions that you have obtained to do this.

Research Activity outside of the UK:  please complete this section in detail, and note any guidance you have received.  Also describe your own familiarity (or not) with the location that you will be utilising.



Section F:  Scope of Research Activity

Please tick ALL of the research activities that might be undertaken.   If any additional types of activity are intended then please add an extra box and describe these.

If you have answered no to all questions in F then sections G and J do not need to be completed.  Section H should be considered, and may be completed.  Signatures are still required in section K.



Section G:  Intended Participants

Please tick all categories that might apply.

Numbers & Source:  if you are using a series of different methods or research activities please list numbers for each stage/phase.  Be clear about how you will find respondents.   Will you use intermediaries, and if so how?  How will you ensure compliance with your sampling strategy?

Information for participants:  all participants should be appropriately informed about the research, what is expected of them and what will happen to the information that they provide.  The Ethical review process does not ask to see this documentation, but requires this to be reviewed and approved by the Director of Studies in the case of research students, the supervisor/module tutor in relation to students on taught programmes and the Academic Director/Assistant Dean in relation to staff research.



Section H:  Anticipate Risks

All research carries some level of risk.  The answers you provide to questions in this section will be reviewed to ensure that you have an appropriate understanding of the type of risks involved and how you can mitigate against these risks. If you have completed a full risk assessment, as required for example for laboratory work, field work, clinical tests, diving operations, or by a collaborative partner, you may append that to this form.  In that case, please tick the box indicating this has been provided.  You will not then be required to complete Section H.

Risk to participants   Think very carefully about how your actions/questions/discussions might affect the people you are involving as participants.  You might identify the risk as small but it would still be a risk.  Many types of question have the potential to make respondents less content with their life / job; you need to recognise and try to ameliorate any such effects

If these are business owners, time with you may reduce profit.  

In some locations physical risk is very real to both participants and yourself, please consider this.

Risk to you, the researcher   Think about where you will meet people, if there are any dangers involved in the location.  If you are meeting people as individuals think about using a public place.  In general do not visit people in their own homes or remote locations.  If you are talking to individuals about certain issues think about how their responses might affect you emotionally.  What about the risk of collecting insufficient data?

Risk to the University   When undertaking your research, you are acting as a member of the University (student or staff).  Professionalism is important, so it is important to be well organised and well prepared. Punctuality, clarity etc. are all part of this.  What will you do to ensure this?  You must ensure you do not harm the good name of the University in any way and do nothing to undermine the reputation of the research it conducts and sponsors.  Upholding high standards of conduct and integrity are vital in this regard. You must also conduct the research in such a way to minimise the potential for claims of negligence made against the University, its researchers and any collaborating individual or organisation. In this respect you should always comply with ethical, legal and professional frameworks, obligations and standards as required by statutory and regulatory authorities, as well as the university’s Research Integrity and Ethics Code of Practice.  Research misconduct in this respect can take many forms, including:

· fabrication: making up results or other outputs (eg, artefacts) and presenting them as if they were real

· falsification: manipulating research processes or changing or omitting data without good cause

· plagiarism: using other people’s material without giving proper credit

· failure to meet ethical, legal and professional obligations: for example failure to declare competing interests; misrepresentation of involvement or authorship; misrepresentation of interests; breach of confidentiality; lack of informed consent; misuse of personal data; and abuse of research subjects or material

· improper dealing with allegations of misconduct: failing to address possible infringements such as attempts to cover up misconduct and reprisals against whistle-blowers



Adverse Outcomes.  Think carefully about the possibilities, and cover here



Section I:  Feedback, Consent and Confidentiality

Feedback to participants:  outline your approach.   Will interview transcripts be shared with respondents to check accuracy?  Will summaries of questionnaire analysis be made available to respondents in some way?   Will an overview report be provided?  How and when?

Informed consent:   Draft letter / e-mail / or heading (or footer) section of questionnaire must be approved by DoS/supervisor (if research student), supervisor/module tutor if taught student, or Academic Director / Assistant Dean if a member of staff.

Confidentiality/Anonymity.  Explain clearly how you will ensure confidentiality and anonymity.



Section J:  Data Protection and Storage

Before completing this section it is necessary to read the University’s Research Data Management information.   The questions that follow are designed to ensure compliance with the Data Protection Act as well as established research protocols.



Many research activities will involve electronic transfer of data and use of data management systems in the summarisation and analysis of data.  You will need to explain these in relation to compliance with the Data Protection Act.

Think carefully about who will have access to your data, this will include supervisors and examiners. Also that a thesis will be made available via the University library and the British Library system.  If you are seeking an access bar for a period of time after completion then mention it here.  If you will provide a copy of your findings, or intend to give a presentation, to a facilitating/ supporting/accessing organisation then explain that in this section.  But also think about the general principle of data sharing, as explained in the Research Data Management information.

In terms of storage of data please ensure security, and also mitigate against loss of data.



Section K:  Declaration

Ensure the appropriate countersignatures have been provided

Look carefully at the checklist and ensure that you comply with and tick all that are relevant to your research.
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