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[bookmark: _Toc202530640]Background and Context
This proposal is designed to research and investigate elements of leadership practice as outlined in the research aims and objectives utilising a mixed methods approach, with focus on the rank of police sergeants (PS) and Detective sergeants (DS) within Thames Valley Police (TVP), one of 43 police forces in England and Wales. The research specifically addresses the readiness of police sergeants in leadership following the intervention of dedicated leadership development, both TVP and national, College of Policing (CoP) programs.
The research is inspired through the apparent and consistent commentary directed towards poor leadership in policing.  In addressing the area of leadership, the scope is narrowed down to police sergeants of both PS and DS roles within the TVP hierarchy.  General literature supports the critical importance of sergeant leadership and its impact on community safety, and the direct influence towards public trust and confidence. The recognition of leadership development and its importance for sergeants creates an opportunity to visit the impact of these program interventions upon the police leaders in differing practice and leadership contexts.  
National police leadership  remains a key priority in addressing cultural adaptation and increased performance, a key to maximising efficiency and building upon the trust and confidence of the public that harness police legitimacy. Within the hierarchy structure of the police, the police sergeant is the first promoted rank into formal leadership responsibility. The critical nature of sergeant level leadership is captured in a fundamental review by (HMIC, 2014), stating that frontline sergeants are the ‘leaders of people and guardians of excellence in service delivery’.  The view by (Williams, 2016) supports that the sergeant rank is central to change, and therefore considered both vital and necessary, but suggests that studies and literature around sergeants' leadership is limited. The strong acknowledgment of frontline sergeant leadership is further outlined by the (HMIC, 2014) as being crucial for community safety and confidence, identifying the sergeant as a special 24/7 leader, providing the catalyst towards service levels provided to the public in their time of need. The importance of the sergeant role according to (HMIC, 2014) calls for effective, confident leaders who have a clear understanding of their objectives with a need to be well trained to provide the expected skill level in different situations and contexts of leadership. The (College of Policing, 2015) stated that frontline supervisors (sergeants) are “arguably the most important level at which to establish leadership skills and approaches”.
The early acknowledgment of expected good leadership at the rank of sergeants is firmly acknowledged back in 2014, during what was considered the most comprehensive sergeant leadership review undertaken (HMIC, 2014). However, despite the status of importance, evidence from the HMICFRS ‘state of policing report in 2023’ highlights the substantial reforms and adaptations to police leadership that are required, providing context towards the missing support for leaders at junior ranks (HMICFRS, 2024), they support findings that senior leadership is often reflected with a dominant gaze, but significant importance is recognised for roles in middle level leadership, for example sergeants and Inspectors and the critical roles played enhancing standards, culture and performance. A CMI report stakes the importance of middle managers to organisations through their communications, visibility and the central position they play in guiding and managing people. (CMI, 2016).
Critical aspects of supervisory leadership and management are captured in a UK crime investigation policing report.  The report concentrates on supervisors and cites that they are often inexperienced and don’t have the ability or confidence levels to direct criminal investigations (HMICFRS, 2025a).  The report comments that this inexperience limits and restricts the effective direction and advice to personnel relating to ‘reasonable lines of enquiry’ (HMICFRS, 2025a). The (HMICFRS,2025) states that several different force supervisors identified that their leadership and ability to support and supervise staff members was inhibited by increasing bureaucratic demands, other supervisors provided comment that they had little to no physical presence at crime scenes with their staff unless directed by the force but would provide remote supervision when required.  The CIPD states in its report referencing skills and behavior “an improvement in the quality of people management, particularly among line managers and supervisors, is central to more effective delivery of public services and greater local accountability.  Inadequate people management skills are also often at the heart of catastrophic service failure”. (CIPD, 2010).
Whilst the sergeant rank is only one role in the hierarchy, this does not place all performance responsibility in their control, authority or influence.  (Filstad, 2022), argues that there is still too much of an individualistic and context free approach in leadership literature, with little attention towards ‘levels’ of leadership. The construction of sergeant middle level leadership is referenced as being ‘indispensable’ or resembling ‘balancing artists’ (Filstad, 2022). Attention is drawn to the lack of literature around middle level leadership, with observation from a study completed by(DeChurch et al., 2010) that showed a concerning absence of attention to the level of leadership within most leadership literature.


The macro position of police charges and summonses across England and Wales are captured in Fig1. This area of objective completion in police leadership is seen as a strategic leadership option to increase outcomes in terms of criminal charges and summonses. 
 [image: ]
Fig 1: (Gov.Uk, 2025) Crime outcomes in England and Wales 2023-2024. 

According to (Gov.uk, 2024) there has been an increase in the number of charges in the year from March 2023 to March 2024 from 4.8% to 5.5%.  This provides evidence of small increases in crime outcomes in a continuingly complex and demanding policing environment. However, Legitimacy and public confidence continue to be the bedrock of public measure and scrutiny. The UK parliament horizon scanning in 2024 (UK Parliament, 2024) highlights that over 52% of UK adults had declining or no confidence in the police to tackle community crime, citing (YouGov, 2024). The continuing focus on legitimacy is indeed highlighted from the police leadership review, suggesting the fundamental basis of UK policing professionalism is built upon strengthening legitimacy and public confidence. This aspect was captured in an early but significant review of police leadership and training by (Neyroud, 2011).
The intricacies of police leadership and training are complex, (Davis and Silvestri, 2020) cites (Grint, 2005) who describe leadership as a ‘contested concept’ harnessed through the spread of assumptions. The importance of leadership definition and its practice can define the consequences for organisations according to (Davis and Silvestri, 2020). To reference a working definition of leadership within this proposal (Yukl, 2013) helpfully outlines ‘Leadership is the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives’.
Leadership, however, does not solely focus on objective performance. (Filstad, 2022) argues that performance or ‘goal management’ is absent of scrutiny of knowledge and quality constructs in policing.   These leadership aspects are considered big influences upon contextual leadership practices (Filstad, 2022).
Cultural Leadership remains a prevalent focus in policing nationally. In 2023 Bareness Louise Casey completed a full review of the Metropolitan police service in response to the murder of Sarah Everard, reflections of leadership determined that when leadership is not prioritised, with support of clear systems and good communication it creates the environment for the development of poor cultures to thrive. Concluding that leadership was not taken seriously (Casey, 2023). Specific aspects of sergeant leadership were highlighted in the report with (Casey, 2023) suggesting that skills development was absent in effective communication, difficult conversations, officer support, and officer development. 
(Schedlitzki and Edwards, 2018)  suggest the factors in leadership development should relate to contextual based experiences, and not fully on traditional ‘leader’ theory.  The development of leadership is also challenged by (Day et al, 2014) as being longitudinal with multi-level development stages. The question relating to the effectiveness of leadership development in creating leadership capacity in businesses is raised by (Jones, 2006). The evaluation of leadership is commented on by (Hannum and Craig, 2010), that although leadership evaluation is difficult it remains possible and important but accepts the contextual challenges that leadership can present.  The views around leadership development have been considered by some as heavily focused on functionalist assumptions (Mabey, 2013).  However, attention to increased critical perspectives and learning to lead are progressed according to (Edwards and Turnball, 2013). These critical perspectives are suggested by (Schedlitzki and Edwards, 2018) as being related to distributed, complex, and cultural leadership paradigms. The future of leadership development as suggested by (Day and et al, 2014) suggests focus and research in the following areas: - 
· Choosing relevant outcome variables (concept of leadership development over time)
· Broadening the development focus (hypotheses on what is developed)
· Practicing leadership. (Knowledge of scope of practice that leaders choose)
[bookmark: _Toc202530641]Thames Valley Police
In respect of the national picture provided, Thames Valley Police are subject to scrutiny for performance over multiple themed areas as directed by His Majesties Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS), who assess and report on effectiveness and efficiencies of the police and the fire rescue services in the interests of the public. (HMICFRS, 2025b).  In 2021-22, Thames Valley was inspected, and the following outcomes were determined.(HMICFRS, 2022).
[bookmark: _Toc202509390]Table 1. HMIC PEEL Inspection Thames Valley Police, 2021-2022 – Part 1
	Crime data integrity
	Victim Service Assessment
	Treatment of the public
	Preventing crime
	Responding to the public 
	

	Good
	Not graded
	Good
	Adequate
	Requires Improvement 
	





[bookmark: _Toc202509391]Table 2. HMIC PEEL Inspection Thames Valley Police, 2021-2022 – Part 2.
	Investigating Crime
	Protecting Vulnerable People
	Managing Offenders
	Developing a positive workplace
	Good use of resources

	Adequate
	Adequate
	Good
	Adequate
	Requires Improvement



In 2023, the HMICFRS Inspected Thames Valley Police with the following determinations: -
[bookmark: _Toc202509392]Table 3. PEEL Inspection 23-25 – determinations – Thames Valley Police. (HMICFRS, 2023).
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[bookmark: _Hlk202468341]
Deterioration in performance – particularly Leadership and Force Management: -
In 2023, the HMICFRS recommended that the focus of capability and capacity in leadership should be developed to promote efficiency, recognising that the force had prioritised training for sergeants, but observed restricted training available to other leaders across the force .The (HMICFRS, 2023), suggesting effectiveness and efficiency of a well performing force can be linked to the critical factor of leadership, assurances were required by Thames Valley Police that proactive leadership training is available to force personnel, and that this training is effective (HMICFRS, 2023).  The Police and Crime commissioner for Thames Valley Police (PCC) accepts the findings in full and supports the criticism that first line supervisors are not supported or getting the investment required despite being instrumental in improving force performance (PCC, 2023).
In 2023, TVP developed and launched a new and pioneering approach towards better understanding, the force, people, behaviors, wellbeing and impacts towards change management initiatives.  The department was named ‘Behavioral Science Unit (BSciU). The BSciU has been responsible for the development of new leadership standards for Thames Valley Police. The standards reflect the voice and expectations from all staff on what they wanted from leadership (TVP, 2023).  The leadership standards were developed and are supported by the Thames Valley Strategic plan 2025-26. (TVP, 2025c).  See Table 4. 

[bookmark: _Toc202509393]  Table 4. Leadership standards - (TVP, 2023)
[image: ]

In April 2024, Thames Valley Police launches its ‘Leadership Academy Hub’ (TVP, 2025d). This is in line with the TVP strategic plan 2025 of ‘valuing our people’ “To equip leaders with the right skills and launch and evaluate a leadership academy” (TVP, 2025c).
The hub hosts several practical and knowledge-based resources to assist all members of the organisation with leadership development.  The hub supports three core leadership development courses, specifically for sergeants and Neighborhood Supervisors. (TVP, 2025d).
a) Inclusive Leadership - (Five days classroom) – ‘IL’
b) Coaching and managing people (Three days classroom) – ‘CMP’
c) Initial Operational Leadership (Two-day classroom) - ‘IOL’
A further core training course named ‘Supervision of Investigations’ (SOI) is also available to all sergeants, acting, and ‘ad hoc’. This is available outside the scope of the Leadership Academy hub as a five-day classroom course.  
The three courses; Inclusive leadership (IL), Coaching and Managing people (CMP), Initial Operational leadership (IOL) and the Supervision of Investigations (SOI) are mandatory attendance courses for all newly promoted sergeants as part of their formal accreditation process of Work Based Assessment (WBA).  The modules provided alongside these courses include:-
a) Push Far 1:1 Coaching and mentoring
b) Team Development & Coaching 
c) Being an effective Leader
d) Effective 1:1’s 
e) Bite size learning (knowledge)
f) Psychometric assessments
g) Development programs: - (stand lone leadership program accessible through application and assessment (PDD) / Women's development program / Professional Action Learning Sets (PALS).  (TVP, 2025b).



[bookmark: _Toc202530642]Research Aims and Objectives
[bookmark: _Toc202530643]Title
‘Readiness of police sergeants in Thames Valley to lead following a program of leadership development.’
[bookmark: _Toc202530644]Research Aim
This research aims to examine how police leadership development programs influence the readiness of Thames Valley sergeants. Specifically, it will assess sergeants’ awareness of leadership concepts and identify strategies they employ to maximise leadership capabilities based on their experience. The research seeks to inform future leadership preparation by evaluating the practical impact of these programs on sergeants’ leadership readiness.

[bookmark: _Toc202530645]Research Question
To what extent do leadership development programs influence the readiness of Thames Valley police sergeants to lead?




[bookmark: _Toc202530646]Research Objectives
 1.	 Evaluate the impact of a dedicated leadership development program on Thames Valley police sergeants’ awareness and understanding of leadership. [RO1].
2. 	Identify effective strategies that sergeants use to enhance their leadership in practice. [RO2].
 3. 	Investigate how front-line sergeants deliberately select and apply different leadership styles. [RO3].
 4. 	Explore perceived obstacles that hinder sergeants from achieving full leadership readiness. [RO4].

[bookmark: _Toc202530647]RO1 - The focus of this objective seeks to investigate and evaluate how a leadership development program supports a sergeant's leadership awareness and general understanding of leadership.  This will include attitudes and engagement on leadership programs and seeking evidenced differences of possessing new knowledge within the field of leadership and how this may benefit their understanding of leadership in practice.  The research seeks to evaluate perception of awareness and understanding whilst considering the different roles of Police sergeant and Detective sergeant, including geographical working locations and department roles.  
[bookmark: _Toc202530648]RO2 – The practice of leadership may be considered in a different sphere to having only knowledge around leadership, therefore the research seeks to identify how leaders use leadership, how it is considered in terms of social, cultural, and contextual settings. Within policing there may be a requirement for different approaches in different contexts or situations, the question of applied strategies, templates, guides or other techniques used to enhance leadership as a practice will be explored.
[bookmark: _Toc202530649]RO3 – This objective seeks to understand decision making within leadership approaches, understanding of experience and effects of experiential learning on the ability to move from one leadership style to another, the research seeks to understand the conscious competence applied or evidence towards unconscious competence, to examine how reflection may provide benefits to self.    
[bookmark: _Toc202530650]RO4 – The exploration of challenges or barriers towards the development of leadership skills for sergeants, the research seeks to understand how social, cultural or hierarchy impedes or improves leadership readiness. The question of experience and exposure to leadership opportunities will be explored to test assumptions of what is considered effective leadership performance, and what aspects inhibit this achievement. 




[bookmark: _Toc202530651]
Methods
I will employ a mixed-method approach, incorporating both quantitative and qualitative research methodologies.
My theoretical framework will be developed through deduction rather than an inductive approach.
[bookmark: _Int_RCAOoofX]Initially, I am inclined towards a qualitative design due to the nature of my research question, which suggests a questioning aspect through interviews and potential focus groups. This method will allow for the exploration of details from participants that would be difficult to capture through a purely quantitative approach. According to (Thagard, 1998), questioning is a key aspect in the discovery process for the research question. My design, rooted in the paradigm of interpretivism, facilitates a more subjective social approach, recognising that participants are individuals with unique perspectives and meanings (Thomas, 2023). The research question focuses on how leadership readiness is influenced by leadership development interventions, emphasising interactions among people. (Thomas, 2023) suggests that this focus aligns with the philosophy of interpretivism. This approach also enables me, as the researcher, to reflect on my own experiences and interests regarding participants' behaviors (Thomas, 2023). My connection to the research area allows me to consider my positionality. As a senior police leader with operational experience as a front-line patrol supervisor, I am closely linked to the realm of police performance, where leadership is a significant topic. These experiences will inevitably influence my interpretation of the research. The interpretivist paradigm contrasts with positivism. I acknowledge this distinction and anticipate the need for additional qualitative data to inform my work. While I will also employ a quantitative approach, it is to a lesser extent. I recognise the necessity of obtaining generalised data from a larger purposive sample through questionnaires. The questionnaire design will address (a) descriptive questions and (b) questions about the relationship between variables (Creswell and Creswell, 2018). The questionnaire will be constructed using a study method plan (Creswell and Creswell, 2018).  The approach towards reliability is suggested by (Thomas, 2023), that the research method instruments have the scope to provide the same results on different episodes.  Ensuring the instrument is doing what it should be doing is important suggests (Thomas, 2023), and not addressing elements outside of scope, (Thomas, 2023) will argue that reliability will be different in every method, suggesting that research through an interpretative method may provide an area where reliability is less important due to the concept of positionality. Thomas states that reliability is ‘irrelevant in interpretative research’.
I considered using an ethnography design frame, by joining participants during working hours, taking notes, conducting interviews, and making observations. However, I evaluated the ethical implications of this approach on busy sergeants in stressful situations and concluded that it would create unnecessary stress. Additionally, the time required for this method is considerable. Therefore, while acknowledging that ethnography is central to interpretative research (Thomas, 2023), I will not fully engage in this method. Nonetheless, personal questioning through interviews may incorporate elements of ethnographic research.  Therefore, the first stage of research will be through quantitative research and the use of questionnaires. The second stage will conduct research using a qualitative approach through means of interviewing participants for detailed and subjective interpretation that can capture contextual detail according to (Thomas, 2023).  (Creswell and Creswell, 2018) elaborates on three core mixed design methods: -

1) Convergent Design (One phase design), 
2) Explanatory Sequential Design (Two-phase design), 
3) Exploratory Sequential Design (Three-phase design). 
The approach of this research will follow Explanatory Sequential Design (Two-phase Design).  The overall approach according to (Creswell and Creswell, 2018) is to adopt qualitative data in a way that can build and support the initial phase of quantitative data, with deeper explanation and context of its richer data. 















[bookmark: _Toc202530652]Data Collection 
The research area that I have chosen is the leadership roles of sergeant (PS & DS) within Thames Valley Police, one of 43 forces in England and Wales. My reason for this choice is based upon my experience within this police force with over 26yrs in diverse departments including response policing as a uniformed Police Sergeant and Inspector, and Detective policing as both a Detective Sergeant and Detective Inspector. This familiarity with the force will allow greater access than any unfamiliar external force.  My rationale is also guided by the anticipated use of software and IT systems that would be restricted elsewhere. This decision is based on the concept of being able to access the relevant and available five Local Command Units (LCUs) and one Assessment Investigation Unit (AIU) research areas.   
[image: ]
[bookmark: _Toc202509542]Figure 1. Force area of Thames Valley Police (TVP, 2025a)

[bookmark: _Hlk202469063] 
An updated headcount of sergeants in the LUC’s and AIU is broken down in Table 2. (TVP, 2025b).
The force data captures the breakdown in each rank as a percentage of the total force population. (TVP, 2025b). Sergeants at PS and DS feature as the role profile that will primarily attend the four prescribed courses for leadership development, three of these courses are accessed through the Leadership Academy; one course is accessed through Learning and Development, (SOI). This detail provides a suitable population of 419 potential participants; however, a sample filter will need to be applied to determine from the 419 how many sergeants accessed the leadership development programs that will feature as part of this research.

	Rank
	Headcount
	% of Total

	Constables
	3629
	77.3%

	Sergeant - PS
	544
	11.6%

	Sergeant - DS
	183
	3.9%

	Inspector
	239
	5.1%

	Chief Inspector
	54
	1.2%

	Superintendent
	27
	0.6%

	Chief Superintendent
	11
	0.2%

	Chief Officers
	5
	0.1 %

	                     TOTAL
	4692
	100.0%



[bookmark: _Toc202509543]Figure 2. Population of all ranks in Thames Valley Police (TVP, 2025b).





	LCU area
	Milton Keynes LCU
	Oxfordshire LCU
	Buckinghamshire LCU
	Berkshire
West LCU
	Berkshire
East LCU
	AIU
	Total

	Sergeant
Headcount

	53
	96
	71
	85
	67
	47
	419

	Police sergeant (PC)
	42
	73
	56
	63
	56
	42
	

	Detective sergeant (DS)
	11
	23
	15
	18
	11
	5


	


Table: 2 Total breakdown of sergeants in Thames Valley Police at PS and DS across five LCU’s and AIU. 


[bookmark: _Toc202509544]Figure 3. Overview of sampling proposal
PS & DS
LEADERSHIP TRAINERS

                                                                                                                       
                    Analysis of themes from data responses, select small sample =<10 for Qualitative interviews.
Questionnaire data sent to population sample
Sample of participants that have attended through Leadership development programe.





[bookmark: _Toc202530653]Stage 1
The first stage of the questionnaire using a quantitative approach will aim to collect initial data from all attendees on the leadership development programs. This sample questionnaire will only involve the sergeant student participants and not the L&D trainers of the program.  In completing this first stage quantitative questionnaire there is a greater opportunity to maximise data with a realistic sample size of all attendees to the program.  This method will enable the data returns to be analysisd to determine themes of interest. This data can then be used to create the structure and questions used towards a smaller sample of approximately 10 students in the qualitative interviews in stage two.  (Creswell and Creswell, 2018) suggest the results from the quantitative data can be used in development of the qualitative second stage, assisting in the design of relevant, quality open-ended questions, however, warns against merging data in the interpretation phase. The aim within the discussion section should qualify how qualitative data has expanded explanations from the quantitative outcomes.
[bookmark: _Toc202530654]Stage 2
Stage two interviews will be completed using a semi-structured interview approach. This approach, according to (Thomas, 2023) encapsulates both the need for structure, but also the flexibility for follow up and clarification of questions.  This differs from a structured account where according to (Thomas, 2023) is relatively rigid with little opportunity for a follow-up position. When considering the option of unstructured interviews as a researcher, I am not a participatory member, and therefore an unstructured interview approach may not be the most suitable method in these circumstances. 

As a research design, the convergent design method was considered. However, (Creswell and Creswell, 2018) outlines difficulties that are common to this approach and that are trying to deal with the divergency of data results. The second observation is the difficulty in merging and sense making of quantitative and qualitative data. The research design also considers that there would be an anticipated disparity in a large ‘N’ from quantitative versus qualitative data recovered.

[bookmark: _Toc202530655]Data analysis processes 
The process of dealing with qualitative data returns from interviews and transcripts will be to adopt qualitative software to assist in analysis coding. (Creswell and Creswell, 2018)  presents the difficulties of time demand if attempting to code by hand, even short samples.  advocating that an electronic data system is employed in the analysis of qualitative data. To assist with this project, I will be adopting Tesch’s Eight Step Coding process. A recommended software system by (Creswell and Creswell, 2018)  and (UWTSD, 2025) is NVivo. This will be the choice of qualitative analysis software for this research project.
Other data sources alongside interviews will be acceptable, secondary source documents in terms of organisational documents (strategic plans, reports, performance meetings) (Creswell and Poth, 2018).

[bookmark: _Toc202530656]Ethics
The submitted research proposal will be centered around three key areas of ethics and guidance.  The first will be the Research Ethics & Integrity Code of Practice issued by the University of Wales Trinity St David, (UWTSD, 2022).   The second is utilising practice and methods supported by the British Educational Research Association. (BERA, 2024), and finally, my work institutions National Code of Ethics within policing (College of Policing, 2024).
When considering my research question and objectives, it is suggested by (Thomas, 2023)  that a key consideration is, who does the research benefit? In addressing this initial consideration, I believe that the research will benefit the following
a) The participants, in the fact that attention to leadership knowledge and practice is a growing and important factor in self-development and supports the construction of differing viewpoints through theory and everyday policing practice.
b) The Learning and Development leadership Academy.  After the Academy's inception in 2024 (TVP, 2025d) , this research will directly contribute towards up-to-date primary research relating to police sergeant’s role in leadership development and a greater understanding of practice and theory.  This benefit will assist the academy to consider updated and refined information that can impact future program delivery for future leaders.
c) Finally, benefits for future academic research within the area of sergeant and middle manager leadership within policing, contributing to the narrow area of research available.
[bookmark: _Toc202530657]Institutional clearance 
Clearance for research commencement is required from two main positions, The Ethics and Integrity Board of the University of Wales Trinity St David (UWTSD, 2022). The second clearance is required from operational governance within Thames Valley Police (TVP, 2025). This aspect has been completed and submitted as part of this submission. (Appendix A). The Importance of correct and meaningful ethical submission and clearance is highlighted by (Thomas, 2023). This position is articulated by (Coghlan, 2019) who argues that the position of primary access (a person having access to an organisation at one level), may be inhibited at a secondary access level, this may include specialised data, reports and more sensitive information.  Securing levels of access appropriate to the research area is important.  The research project will be aided by core ethical research principles suggested by (Biggam, 2021) :- Transparency, Confidentiality, Voluntary, Do no harm, Impartiality.
[bookmark: _Toc202530658]Ethical risk management
The guidance provided by (UWTSD, 2022) and (BERA, 2024) suggests the importance of participants’ physical and mental safety as a primary factor in primary research. The creation of a considered risk assessment with risk management solutions is advisable according to (Thomas, 2023) , (Creswell and Creswell, 2018) also supports building a notation of risks for the participants.  Table 5 presents an Ethical risk table with associated management to reduce or eliminate the condition.



[bookmark: _Toc202509394]Table 5. Suggested ethical risk areas with controls adapted from (Thomas, 2023) with author's content input.
	Ethical Risk
	Management

	Sergeant participants may anticipate a power imbalance due to the rank of the author.
	Ensure a transparent and open invitation whilst considering ethical incentives.  The author will also engage in civilian clothing during the research to minimise the rank power imbalance that may be perceived. 

	Sergeants may consider the questioning a threat to their own leadership styles and working practices.
	The adoption of clear briefing and understanding prior to any commencement, ensuring an enhanced understanding of confidential 

	Sergeants may be guarded as to the motives of the study and its origin. 
	Clear parameters with focus upon the individuality of the research and that this has not been directed by the organisation, supervision from outside of the institutional setting.

	Sergeants may question what benefit the research has for them in both the short and long term.
	Participants will be encouraged to stay engaged from initiation through to competition with updates on progression, including any support mechanisms.

	The research may impact on working time and practices of sergeants.
	The development of samples being limited to10 interviews across the full geographical force area and spanning multiple departments will minimise intrusive contact and abstraction.  Early planning will ensure appointments are protected and available resources can cover individual abstractions. 

	The sergeant participants may experience neurodiversity and feel a negative impact of questioning under interview.
	Explanation sheet and briefing on individualistic needs that may be required; adaptations can be made.  Clarity that the interview can be terminated or paused at any time. 

	The sergeant participants may feel embarrassed in line with the questioning and subject area.
	The researcher will promote the practice of confidentiality and objective of supporting how sergeants practice, and the benefits that may be appreciated in the future, reassurance that this is not personal research query on them as an individual. 


	The sergeant participants may feel compelled to positively participate through fears of their hierarchy of supervision and senior management.  
	Confidentially reassurance that no named data will be transmitted at any stage in the research, data compliant with GDPR and data protection.

	Sergeant participants may be reflective after the interviews and research and seek additional support in terms of leadership practice.
	The Researcher will enable a channel for follow up enquiries on any elements of the research, including Force and College of policing leadership support.  



Table 1: Ethical Risk table with associated management conditions, 

[bookmark: _Toc202530659]Consent
The importance of consent in any research is an area that is highlighted by (Thomas, 2023) who argues that informed consent is required from participants engaged in the research process, this includes information on nature and purpose of the research, ethics processes and escalation mechanisms. The consent aspect according to (Thomas, 2023) should also consider any groups or participants that may be considered vulnerable, and how special conditions can be applied, including relevant questions as outlined by (Lewis and Porter, 2000).
a) Has the participants’ ability to provide fully informed consent been discussed with relevant others? 
b) Have methods of scrutinising the understanding of research confidentiality been explored with participants?
However, in the case of this research proposal there are no known vulnerable groups or people that would be introduced to the research environment.





[bookmark: _Toc202530660]Costs and Time
As a part-time university student in full-time work, I am conscious of the available hours within the weeks specified in the timeline, Table 6.  
I am, however, supported in my workplace to complete this research, with the expected benefits outlined above. The resources to assist in the development of this research are overtly supported.  In relation to resource costs, I do not foresee any significant expenditure.  I am supported through the support to study process.  I am also supported by my University, University of Wales Trinity Saint David (UWTSD), to access support in terms of systems and IT, for example software for Qualitative Analysis (NVivo).  My data collection will be managed through available work systems with appropriate permissions such as Microsoft Teams for interviews and transcribing resources.  Study time and preparation time will be managed both in working hours, however most of the research and preparation time will be managed in private time. 








[bookmark: _Toc202530661]Timeline

[bookmark: _Toc202509395]Table 6. The authors proposed time line for research completion.
[image: ]









[bookmark: _Toc202530662]Beneficiaries of this research

The research aims to provide several benefits, firstly to the community of research and academic contributions, and secondly to the institution of Thames Valley Police with whom this research will be conducted.  The range of research will encompass both primary and secondary data.  This data can be viewed and used in future academic research in the increasing field of knowledge of police sergeant leadership, particularly around leadership development programs and perceived readiness of sergeants. Literature review and empirical findings will assist in further developing a deeper understanding of leadership in policing during complex and challenging environments.  Leadership is a key theme of organisational performance and change management in policing. This research will assist those intending to develop current methodology and new approaches for effective and safe leadership in the future.  
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Appendix A - submission form to Thames Valley Police to request initials permission prior to research proposal submission with UWTSD. 
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