	[bookmark: TITUS1HeaderFirstPage] 

	
	




	[bookmark: TITUS1HeaderEvenPages] 

	
	




	[bookmark: TITUS1HeaderPrimary] 

	
	



[image: ]




A critical analysis of the occurrence of sexual
 misconduct perpetrated by Officers in South
 Wales Police and the pertinent features that
 characterise it.   


Name: Sara Louise Herbert 
Student Number: 2112543
School: UWTSD Swansea
Degree: Professional Investigations Bsc (Hons)
Due Date: 1st November 2022 
Word Count: 8,800






    Declaration

This work has not previously been accepted in substance for any degree and is not being concurrently submitted in candidature for any degree.
Signed Date: 21st October 2022

STATEMENT 1 
This dissertation is being submitted in partial fulfilment of the requirements for the degree of BSc Professional Investigation. 
Signed: Date: 21st October 2022

STATEMENT 2 
This dissertation is the result of my own independent work/investigation, except where otherwise stated. Other sources are acknowledged by footnotes giving explicit references. A bibliography/reference list is appended. 
Signed: Date: 21st October 2022







STATEMENT 3 
I hereby give consent for my dissertation, if accepted, to be available for photocopying and for interlibrary loan, and for the title and summary to be made available to outside organisations. 
Signed: Date:  21st October 2022

STATEMENT 4 
I hereby give consent for my dissertation, if accepted, to be available on the university’s IT system to those who have consent to use the system. 
Signed Date: 21st October 2022















Acknowledgements 

I would like to thank my Tutor Alison Cooke for her support, feedback, and time throughout the process of obtaining my degree. 
I would also like to sincerely thank my husband Richard and children Tom and Bella for their endless support and kindness. Their patience, encouragement, and support throughout my time at university has given me the motivation needed to complete my degree. I cannot express how grateful I am. 



















A critical analysis of the occurrence of sexual misconduct perpetrated by Officers in South Wales Police and the pertinent features that characterise it. 
 
Abstract 
This dissertation aims to critically analyse the occurrence of sexual misconduct perpetrated by Police officers in South Wales Police (SWP). This research examines issues relating to witnesses and victims reporting sexual misconduct that they have encountered. Examining why individuals are reluctant to report inappropriate sexual behaviour aids in understanding why this behaviour is accepted and allowed to continue. This research seeks explanations as to why Police officers engage in sexual misconduct. Data obtained will be used to devise strategies of how sexual misconduct can be prevented. 

To meet these objectives, SWP were asked to provide quantitative data. Furthermore, SW Police Officers were asked to complete questionnaires. An extensive critical examination of pertinent and current academic literature on the subject was conducted and relevant information was obtained. The information gathered was critically examined and analysed and the researcher was able to achieve the set objectives and confirm the existence of Police sexual misconduct within SWP. The literature review provides information as to why occurrences of sexual misconduct go unreported and why Police officers engage in such behaviours. Using this data and literature review the researcher has proposed recommendations for minimising inappropriate sexual behaviour within the police organisation, with the suggestion that further research would be beneficial
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Chapter 1: Introduction
 
1.1 Introduction  
This research sets out to determine whether sexual misconduct exists within South Wales Police (SWP). This chapter aims to provide a framework and explanation for the research. It outlines the aims and objectives of the study. 
 
1.2 Background 
The National Police Chiefs Council of England and Wales (NPCC 2017) has defined Police sexual misconduct as `Any behaviour by a police employee, on or off duty, whereby the employee takes advantage of their position to misuse their powers or authority in order to pursue an improper emotional or sexual relationship`. In addition to vulnerable members of the public, it can also occur amongst co-workers in the form of consenting sex while on duty, improper sexual language, and inappropriate overfamiliar contact (Brown et al, 2019).
Following several high-profile police sexual misconduct cases, and to gain confidence in the Metropolitan Police Force, a dedicated police unit was set up in January 2022. Since this date 625 complaints of domestic and sexual abuse against police employees have been investigated (Symonds BBC news 2022). `Police officers can use their power and authority over people, in and out of the force. There is a risk that this power might encourage unlawful and unethical behaviour or allow inappropriate/criminal behaviour to be hidden` (Symonds BBC News 2022). 643 referrals for `Abuses of Power for a Sexual Purpose` (APSP) were made to the IOPC between 2016 and 2020 (BBC News 2021). According to the IOPC, Abuse of position for sexual gain was the largest form of corruption in 2021, accounting for 60% of their investigations. (Ambrose, The Guardian 2021)   







Diagram 1; Referrals and investigations carried out by the IOPC in relation to cases of abuse of Position for sexual purpose between 2016-2020 (Source: BBC News 2021)
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1.3 Rationale for the research  
Sexual misconduct can have devastating effects on victims, public opinion, and the reputation of the police force (Cottler et al, 2014). According to Burger's (2016) research, the public has lost confidence in the police because of their participation in criminal behaviour and abuse of authority. Identifying police officers who engage in sexual misconduct is difficult. The way the behaviour occurs is subjective and unique to the situation and individuals involved, which may explain why it is difficult to define and why it goes unreported (Duemig 2022). This is supported by the IOPC (2022) who acknowledge that recognising `abuse of position` is challenging. Many victims refrain from making complaints for fear of not being believed. It is crucial that all Police employees are aware of the warning signs and behaviours of abuse of position and are willing to report any concerns they may have about co-workers. The `blue code of silence` theory helps explain why police officers don`t report their colleagues' sexual misbehaviour, due to loyalty and fear of repercussions (Sweeting et al 2022). 				
Research on cases committed by SWP officers is scarce, despite there being a plethora of literature on police sexual misconduct in the UK. Future criminal behaviour could be avoided if such officers were identified early in their employment and their behaviour stopped (Harris, 2014). Strategies should be implemented to teach officers how to identify and comprehend sexual predatory behaviour (Fleming, 2009). 
Various theories have attempted to explain why police officers commit sexual misconduct, such as Melig's (2012) `bad apple` and `bad barrel` research. An officer is viewed as a `bad apple` if they intend to abuse their authority when they join the police force. Those who do not have this intention may become bad because of the `corrupt` nature of the police force, the `bad barrel`. The connection between Police officers' ability to measure self-control and sexual misconduct was investigated by Gottfredson and Hirschi (1990).  Piquero et al (2010) agreed that `A lack of self-control is a predictor of crime and deviance`. Gilmartin and Harris (1998) created the `Continuum of compromise framework` to help understanding how an officer may transition from being `honest` to being `compromised`. This illustrates how acts of omission can develop to acts of commission, much like Punch's (2009) `slippery slope` concept. Sherman (1985) found that officers who committed crimes had a sense of entitlement, believing they deserved special privileges. 
This study aims to gather and analyse existing data and research, as well as understanding the views of serving police officers. The outcomes of this study can be evaluated against existing research.
 
1.4 Aim and Objectives 
1.4.1 Aim 
The aim of this dissertation is to investigate and critically evaluate whether sexual predatory behaviour exists within South Wales Police. This study examines whether there is evidence that police officers misuse their position by engaging in sexual misconduct with individuals they meet through their duty as a police officer. To do this, the following objectives have been created. 
 
1.4.2 Objectives 
Objective 1: Identifying whether sexual predatory behaviour exists within SWP. 
Objective 2: Critically analyse issues relating to victims reporting sexual predatory behaviours and co-workers reporting sexual predatory behaviour that they have witnessed. Analysing issues around reporting helps to understand how and why this behaviour is allowed to continue and exist. 
Objective 3: To understand why Police officers engage in sexual misconduct
Objective 4: To critically examine the data gathered to formulate a proposal strategy for reducing predatory behaviour within SWP.

1.5 Research structure 
Both primary and secondary data has been gathered to achieve the objectives. Police officers who work for SWP have completed questionnaires and results from a Freedom of Information Act request submitted to SWP has been obtained. 
A review of the relevant literature has been conducted. The methodology and appropriate research procedures used are described in Chapter 3. Chapter 4 explains the analysis undertaken on the primary data gathered. This data has been discussed, reviewed, and compared to pertinent academic research. The key findings will be reviewed in chapter five.
 
1.6 Conclusion 
This chapter has introduced the research, identified the aim and objectives, and outlined why this research is being conducted. A literature review, discussing the topic in more depth is delivered in the next chapter.  
 
 
 
 
 






Chapter 2: Literature review 

2.1 How Sexual misconduct affects the Police organisation
`Police sexual misconduct is a significant form of corruption` (College of Policing 2022). Along with having a negative impact on victims, this behaviour harms the police forces reputation. According to the United Nations Police (2003), most Police officers are `professional, dedicated, and capable who behave honourably`. However, in contrast a small percentage of police officers misuse their position for sexual gain (IOPC 2012). Many studies claim that police misconduct is prevalent worldwide, while others contend that incidences are infrequent (Gottschalk et al 2012).

2.2 What is sexual predatory behaviour 
The term `Sexual Predators` is frequently used by the media to describe police officers who engage in sexual misconduct (Laville, The Guardian 2012). Predatory behaviour is often a behaviour pattern that can start out trivial in nature and can develop into a pursuit type behaviour if not stopped (Duemig 2022). This is supported by Barkan and Bryjak (2014) who identified that the behaviour often entails a series of occurrences that may vary in severity and time. Distinguishing this behaviour may be challenging as initially the behaviour may appear harmless and subtle. This could include ending a message with a kiss or sending messages from a personal phone. However, this can be the start of a pattern of escalating behaviour (IOPC 2022). Deviant officers may favour attending certain incidents or working alone rather than working as a team (IOPC 2012). Those targeted may not realise that what is happening is wrong or may feel uncomfortable speaking up. Often, when one individual speaks up, it inspires others to do the same (IOPC 2022). The College of Police (2022) guidance states that more serious action is likely when an officer engages in predatory behaviour driven by misogyny.

2.3 Issues in understanding Sexual Predatory Misconduct 
Some criminal offences, such as theft, and criminal damage may not be considered predatory, thus won`t be investigated as having a sexual element (Duemig 2022). It is possible to overlook connections between behaviours, which prevents predatory behaviour being detected. This is demonstrated in the case of Sarah Everard who was raped and murdered by serving Police Officer Wayne Couzens. Prior to killing Sarah, Couzens carried out a series of low-level sexual assaults. If previous allegations about Couzens behaviour had been investigated, then his sexual predatory tendencies may have been identified. A lack of specially trained officers could explain why officers are unable to effectively address predatory behaviour (IOPC 2012). 

2.4 Background 
Police Sexual Misconduct has been significantly highlighted and come under national scrutiny over recent years due to a number of high-profile cases (College of Policing 2022). However, this issue is not new and extensive work has been conducted in the last 10 years to understand and raise awareness (IOPC 2022).  In 2011, a sexual misconduct case in Northumbria led to changes in Police regulations (Her Majesty Inspectorate of Constabulary- HMIC 2017). As a result, Police organisations must now release the findings of misconduct proceedings. 
Over the past 6 years, in England and Wales, 33 police forces have reported 1,491 cases of sexual misconduct which include officers abusing their position (Jayanetti 2019).However, the Home Office (2019) noted that there are approximately 199,753 Police employees in England and Wales. These numbers imply that sexual misconduct is uncommon and represent one incident for every 1,000 police employees. This indicates that most police officers uphold the standards and behave professionally (College of Policing, 2014). However, when sexual misconduct occurs, it can seriously harm the police organisation`s reputation in addition to causing extreme distress for victims. This may affect the propensity of other victims in reporting sexual offences (IOPC 2022).

2.5 Differences between types of offences 
Sweeting et al (2022) studied `155 sexual misconduct cases reported by 30 police forces in England and Wales, between November 2018 and April 2019`. This research set out to determine whether there were differences between gender and rank in relation to Police sexual misconduct as well as identifying whether there were variations in case outcomes between police organisations. According to Sweeting (2022), the most frequent type of incident involved police officers having sex with victims, witnesses, or other vulnerable people. It is often Police `Constables` who commit this form of sexual misconduct as they have more contact with victims of crime.

2.6 Differences in ranks 
The second most common type of misconduct involved Police officers behaving in a sexually inappropriate manner towards colleagues (Sweeting et al 2022). Higher-ranking officers have less contact with victims of crime and were far `more likely to engage in sexually inappropriate behaviour towards female colleagues`. This is supported by Cockbain and Wortley`s (2015) research who proposed an `opportunistic` theory of crime, suggesting that suitable victims were found through everyday activities, such as the working environment. Power imbalance is created by rank, therefore, `a higher-ranking officer having a relationship with a lower raking colleague and the inappropriate sexual element of it, could meet the definition of sexual harassment` (Johnson et al, 2018). In Sweetings (2022) study Detective constables were more likely to engage in sexual relationships with offenders. The fact that detectives `develop professional working relationships with criminals and `befriend them` may help to explain this` (Nash, 2016).

2.7 Difference between males and females 
Maher`s (2010) studies identified that sexual misconduct is mostly attributable to male officers. Stinson et al.’s (2014) study agreed and identified that 99.1% of the perpetrators of sexual misconduct were male. Female officers who engaged in sexual misconduct, often had `relationships with offenders` This was explained by Sweeting (2022) as the perpetrator needing a `source of protection or for police intelligence purposes`. The media often minimised the seriousness of female perpetrators behaviour `emphasizing their good careers` (Cockcroft 2015). Lonsway (2013) found that female officers were more likely to experience `unwelcome sexual attention`, and they found this attention far more upsetting than men. This is supported by Sweeting (2022) who found that male officers were less likely to report sexual misconduct than female officers. This is further supported by Cheng and Hsiaw (2019) who`s research found that `women view a wide range of sexually inappropriate behaviours as intolerable compared to men, men are more likely to provide excuses for such behaviour`.


2.8 Is vulnerability a factor?  
It is likely that vulnerability may be a factor when Police officers choose their victims. Cottler et al (2014) found that victims' personal circumstances increase the risk of them being a victim. Most victims in their research were involved with the police so were already seen as vulnerable. However, as defined by the NPCC (2017) `the victim does not have to be vulnerable, the disparity of power between the victim and the officer is enough to constitute misconduct`. Vulnerability also includes children. Sweeting's (2022) research found that 40% of the special constables who committed sexual offences committed these offences towards children. Some officers join the police to have access to vulnerable people and children. This is similar to research involving ‘professional perpetrators’ such as teachers and priests (Christensen and Jansen, 2019). However, Police employees who commit child sexual abuse are rare in the UK.

2.9 Outcomes 
`There are many different outcomes for officers who engage in sexual misconduct` (NPCC 2017). Police organisations are taking allegations of sexual misconduct more seriously and Officers who engage in this misconduct are more likely to receive some form of discipline (College of Policing 2014). However, Sweeting's (2020) research found that there were inconsistencies in outcomes for the same offences being committed in different forces. This ranged from no action to dismissal. For example, `in the south 94% of officers were dismissed for having sex with a victim of crime, whereas 72% were dismissed in the Midlands, and only 66% in the North`. The College of Policing (2014) provide guidance on what discipline action officers should receive. Despite this guidance, it is concerning that there are differences in dismissal outcomes. The reasons are unknown but could point to there being differences in management. There must be consistency and transparency when deciding the appropriate outcome (College of Policing 2022). Sexual misconduct complaints are either made by the public or colleagues. The Observer Newspaper submitted a FOI request to Police forces in England and Wales. This data revealed that internal complaints are far more likely to be upheld than public complaints. Only 10% of public complaints compared to 40% of internal complaints relating to sexual misconduct were upheld. This may be because police complainants understand the process and evidence required than public complainants. However, in contrast, once upheld, public complaints are more likely than internal complaints to result in a dismissal of the accused police officer (The Guardian 2019)

2.10 Existing research which provide explanations for why officers engage in sexual misconduct. 
Maher (2010) states that `Police work provides an opportunity for sexual misconduct`. Being in a position of trust, often having unsupervised contact with members of public enables officers to engage in PSM. Although most officers don`t engage in PSM, police culture can generate an atmosphere whereby officers tolerate PSM. 
Duemig`s (2022) research suggested that examining predatory sexual behaviours displayed by officers can provide an understanding of why the perpetrator behaves in such a way and can assist in understanding why they engage in sexual misconduct. This understanding can also identify the direction that these behaviours may be headed and provide information on potential risk and future dangerousness. Klockars et al (2006) identified that all Police officers have many opportunities to abuse their rights and privileges and could succumb to temptation. Whereas the majority do not abuse their powers, it is important to understand why some do. 
There is often a debate surrounding whether PSM can be best described as an individual theory of police corruption (Perry, 2001) or an organisational cultural theory (Gottschalk et al 2012). Melig`s (2012) research into why police officers engage in inappropriate sexual behaviour proposes the idea of the `bad apple` and `bad barrel`. Officers joining the police with the intention of misusing their authority are seen as `bad apples`, officers who don’t have this intention may become ‘bad’ from the `corrupt police environment—the bad barrel`. This `rotten apple` view of police misconduct is often accepted by police organisations, as they don`t need to look any further than individual suspects (Griffen and Ruiz 1999).  However, Hyeyoung et al`s (2016) research found that corrupt behaviour is `less likely to be because of individual factors and more likely to be because of organisational factors`. The Mollen Commission (1994) argued against the `bad/rotten apple` theory stating that by Police organisations accepting this, they were preventing change. By maintaining this theory Police organisations are refusing to recognise and acknowledge that a problem exists in the first place. This causes officers to lack confidence and trust in the leadership. It is often only when PSM occurs on a larger, more serious scale that police misconduct is critically examined (O'Connor, 2005). Gottschalk et al (2012) found that when serious sexual misconduct occurs and/or when it is repeated the behaviour will be viewed as bad practice and blamed on poor management, rather than individual acts. 
The IOPC has said that the Police organisation are not doing enough to stop deviant sexual behaviours by isolating each individual case and they should carry out a review of the organisation and culture as a whole (The Guardian 2012). A comparable study is the ‘systems theory’ which suggests that the `whole of a phenomenon of misconduct within the Police should be investigated, rather than an individual part` (Scott, 1996). This systems theory argues that activities within a system are interrelated, and events such as sexual misconduct can be explained as a product of interactivity within one another. Systems theorists have argued that to understand the problem, the organisation and how it operates, the system needs to be examined as whole. Therefore, the police organisation contains many interrelated components, which interact with one another and produce good and bad outcomes (Groeneveld, 2005). Klockars et al (2006) agrees with this, he states that officers’ integrity is defined by `individual, organisational, and environmental factors` and not just one factor. (Gottshalk et al, 2012) support these findings and highlight the need to look further than the `bad apples` theory and focus on how `organisational factors can affect police integrity and accountability`. 
Griffen and Ruiz (1999) have also suggested that deviant police officers have been able to misuse their position of trust as they have failed to be screened out by psychological testing. This is supported by Arrigo and Clausen (2003) who found that one predicter of future misconduct was a lack of conscientiousness. Detrick et al. (2004) found that officers who showed signs of arrogance and emotional vulnerability often didn`t complete their training and some were dismissed for PSM. Following a review of PSM cases, The IOPC identified that had more thorough checks been carried out on officers’ background prior to them joining the police, concerns around the officers’ conduct would have been identified (IOPC 2012).
Gottfredson and Hirschi’s (1990) `General Theory of Crime` has also been used to explain police misconduct. They suggested that those who `lack self-control are more likely to engage in misconduct as they can’t foresee long-term consequences`, these individuals are `impulsive, insensitive, physical, risk-taking and short-sighted`. This is supported by Pogarsky and Piquero (2004) who agreed that impulsivity affects police misconduct. When officers feel more secure in their role the ‘slippery slope’ research could become relevant. In this case officers take gradual and tentative steps into wrongdoing and if inappropriate behaviour is not stopped, they could go on to commit crimes (Gottschalk et al 2010).
2.11 Reporting Misconduct 
Sexual harassment often goes unreported. Research suggests that less than 25% of women make complaints of sexual harassment (Lonsway et al). Victims are unlikely to come forward as they are worried about being believed (Stinson et al, 2015) they may feel `embarrassed, intimated or fear repercussions` (Walker & Irlbeck, 2002). Therefore, the true amount of sexual misconduct is unknown. Also, not all victims see themselves as `victims of sexual harassment`. Research by Magley et al (1999) estimates suggest that less than 20% do.

2.12 Why Police officers do not report sexual misconduct 
Women in non-traditional professions are less likely to report sexual misconduct (Ilies et al 2003). Other reasons for the lack of reporting could be due to the nature of the offences and the police `code of silence` (Porter & Prenzler, 2016). Skolnick (2010) agreed with this, he found that `strong group relations and solidarity` prevented officers from reporting wrongdoings. This could be due to the fear of repercussions from peers (Rinsky 2016). The Mollen Commission (1994) found that the `code of silence` was the most serious challenge to eliminating misconduct. However, the `blue code` in policing has many positive aspects (Waddington 2013). Westmarland & Michael Rowe (2018) found that some officers have a strong moral compass when it comes to their beliefs and actions. 
Klockars et al (2006) defined `Police integrity as the normal tendency among Police officers to resist temptation to abuse their privileges`. However, when faced with the knowledge that a colleague has displayed inappropriate behaviour this `norm` may compete with the urge to be loyal and show support, resulting in a moral dilemma. Victims having confidence in the organisation to deal with sexual harassment effectively was important when deciding to make a complaint (Brown et al 2018) 

2.13 Does the Police Culture influence reporting 
`Non-reporting could be due to the `Police culture`, which is sometimes described as aggressive and masculine. This culture could encourage an `environment where inappropriate sexual behaviour may be minimised` (Brown et al 2018). However, this view is criticised by Demirkol and Nalla (2020). They suggested that using police culture to explain the lack of reporting, presumes that `police officers think and behave in the same way`. Instead, their research suggests that officers’ `individual backgrounds and experiences determine their beliefs`. The Code of Ethics contains specific advice in relation to police sexual misconduct (College of Policing, 2014). The Code `requires officers to report colleagues’ wrongdoings`. Westmarland and Rowe (2018) questioned whether this `code’ would be strong enough to offset ‘the blue code culture’. Their research found that when officers understand the Code of Ethics, they are `more likely to report sexual misconduct`.

2.14 Strategies to combat Police sexual misconduct 
2.14.1 Training 
The initial training new Police Officers receive is the first opportunity for concerns to be identified. This is supported by Sweeting and Cole`s (2022) research who found that during the training stage some officers display warning signs, including, inappropriate language, inappropriate sexual relationships, and sexual behaviour. New recruits become `aware of the potential dangers of their role and the scrutiny they will face`. They `form strong personal bonds with their colleagues and identify themselves as different from members of public` (Boivin et al, 2020). It is vital that all officers receive appropriate training and acknowledge that PSM is not accepted or tolerated, ensuring staff are aware of the signs of PSM and know how to report it. Training should include role plays, case studies, and real-life scenarios to enable officers to identify PSM and develop strategies to address issues  (Stinston et al 2015).

2.14.2 Supervision  
Supervision of staff is crucial. Investigations by IOPC in relation to reported PSM cases found that more effective supervision should have been carried out by way of dip sampling IT use and keeping records of concerning patterns of behaviour (IOPC 2012). Supervisors can witness at first hand inappropriate behaviours which must be addressed immediately. They need to be mindful of officers’ methods of working, especially if they volunteer to attend certain incidents or be paired up with a certain colleague or whether they are unaccounted for at any time during a shift (Brown et al 2018). Good supervision will enable supervisors to address this behaviour and colleagues should feel able and willing to report any concerns with their supervisors. This is supported by Dungan et al (2015) who found that whistleblowing will occur when `employees are encouraged to do so and are confident they will be supported`. Maher (2010) concluded that a zero-tolerance policy to sexual misconduct is necessary, and supervisors must address and change this culture. He also suggested early intervention systems, to target officers prone to misconduct.
Supervisors can often witness `Banter`. `Banter` can be seen as a form of sexual harassment. There is a fine line when defining `banter` (Giuffre and Williams 1994). Some people enjoy the banter within the office however some perceive it as harassment. Berdahl and Aquino (2009) suggested that `sexual banter encourages an enjoyable atmosphere that helps defuse stressful working environments`. However, studies by Brown et al (2018) found that sexualised banter within the police increases stress levels and decreases productivity. 
An unexpected finding of Sweeting et al`s (2020) research found that most officers preferred to make complaints to their supervisor directly, rather than an using a confidential telephone line. This is supported by Wright (2010) who found that 50% of officers believed that the confidential way of reporting wasn`t anonymous. Therefore, positive officer/line manager relationships are vital to ensure that officers report misconduct (Wolfe and Nix, 2017). 
The Mollen Commission (1994) found that most Police officers did not join the Police with the intention of committing offences. Circumstances often lead them to change their values. Therefore, the Commision concluded that the Police organisation must share the blame as it failed to take necessary action to ensure that officers remain honest, this could be achieved through effective supervision, training, deterrence, and management. Supervisors must be alert to the possibility of inappropriate behaviour escalating, and to ensure that it is monitored, stopped, and dealt with properly (IOPC 2012). 

2.15 Effect on staff 
Analysis by Chan et al. (2008) identified that sexual harassment in the workplace is linked to negative outcomes, for the individual and organisation. Merkin and Shah (2014) agree with this and suggest that sexual harassment is linked to disrespect and affects the well-being of the employee.  Richman-Hirsch and Glomb (2002) found that being a witness to this also has a negative impact on job satisfaction and performance. Berdahl and Auino (2009) found that employees’ work suffered when they experienced sexual behaviour in their workplaces, regardless of whether they disliked or didn`t mind the behaviour.

2.16 Conclusion 
This literature review has identified that sexual misconduct occurs within the Police Organisation and there are concerns in relation to the reporting of it. Many recommendations to combat this have been suggested by the IOPC (2022). Chwarae Teg are a charity that champions women's rights within the workplace. In 2019 the four Welsh police forces requested `Chwarae Teg` undertake a review of sexual harassment in the Police organisation. As a result, SWP and the crime commissioner have identified important key findings and developed recommendations going forward (Appendix I). Even though there is a wealth of information relating to Sexual Misconduct within the Police organisation in the UK, limited research has been conducted on officers perpetrating sexual misconduct in SWP.
















Chapter 3: Methodology 
 
3.1 Introduction 
This chapter outlines the research methodology used to achieve the objectives and answer the research question. The main aim of this study is to establish whether sexual predatory police behaviour exists within South Wales Police (SWP) and to determine whether this behaviour is recognisable and predictable. By understanding and identifying when officers may participate in deviant behaviour, police organisations can devise and implement efficient intervention techniques to minimize and prevent those behaviours. This is supported by Porter and Prenzler (2016) who suggest that `targeted actions can significantly reduce police misconduct`. However, before this can be done it is important to understand why Police officers engage in sexual misconduct and to understand the challenges associated with victims/witnesses reporting sexual predatory behaviour. 
 
3.2 Methods used 
To achieve its goals and objectives, this research study has employed a variety of methods. The researcher has conducted a literature review and analysed data obtained through questionnaires and freedom of information request.
The findings from the questionnaire have been evaluated against findings from the literature review. The literature review has been crucial in obtaining information for this dissertation. The researcher has used the university library by searching terms such as: predatory behaviour, sexual misconduct, abuse of trust, and sexual harassment. According to Walliman and Walliman (2011), research is `an activity that entails learning about something in a systematic way and understanding information that you didn't know`. According to Glatthorn and Joyner's (2005) study, the method used to conduct research should be the most suitable to achieve the goals of the study and replicable if necessary.
 
3.3 Research Methodology  
Research methodology can be explained using the `Research Onion` (Saunders et al 2007). To guarantee that all steps of the research methodology are taken, researchers are encouraged to work through each layer.
            
Diagram 2: The Research Onion (Source: Saunders et al 2016)
      [image: ]         
 
As seen in the above diagram there are six stages that must be followed to build an effective strategy (Raithatha 2017). 
 
3.4 Research Philosophy
The researcher decides what kind of research they intend to conduct at this stage (Saunders, 2016). For this study it involved examining whether sexual predatory behaviour occurs within SWP.
 
3.5 Research Approach 
The `deductive` method was used for this investigation. According to Bryman (2016), a deductive method is employed when the researcher has a theory in mind. The specific hypothesis for this study was that `Sexual predatory behaviour does in fact exist inside SWP`. As part of the study, the researcher tested this theory. A deductive technique is typically used while conducting quantitative research.
 
Diagram 3: Deductive and Inductive Approaches (Source: Bryman, 2016)
        [image: ]
 
3.6 Strategies for obtaining the information  
Adopting a `Mixed Method` strategy, primary and secondary data sources were gathered. The anonymous surveys that officers were required to complete produced primary data. Primary data is information that is obtained for the first time, while secondary data is information that already exists (Anuradha 2021). Poorly written surveys can be tedious (Gillham 2007). Therefore, the questions were carefully structured to prevent respondents from completing the surveys too quickly rather than honestly. Asking the person to answer too many questions can cause them to lose interest, 15 questions were deemed to be sufficient. The questionnaire can be viewed in Appendix A. Research using primary data is advantageous as it allows the researcher to obtain current information and can ask specific questions in relation to the research. Through the examination of the questionnaires, valuable insight can be gained. A variety of methods including utilising focus groups and interviews were considered. However, studies reveal that asking people for information in an anonymous manner increases their likelihood of them giving truthful and accurate answers (Saunders et al 2007). This is supported by Denscombe (2012) who found that anonymous surveys are more likely to yield precise and honest responses. According to Denscombe (2012) people often provide different answers depending on who is asking the questions. For instance, an officer might reply differently or more honestly if a colleague asks about sexually predatory behaviour than if an officer from Professional Standards Department (PSD) poses the same question. In this study officers may have been questioned about individuals they know or have worked with. Case studies were also considered as a method of gathering information. However, Gaille (2018) suggests, everyone has their own unconscious bias. The author of the case studies chooses what counts as `fact` and what does not. The data acquired can be based on the conclusions the author wants you to be aware of. Thus, they could influence the decisions made.
 
3.7 Methodological Choice 
This phase chooses whether to utilise a qualitative, quantitative, or mixed methodology (Melnikovas 2018). This study used a hybrid methodology. The quantitative statistical data was obtained through questionnaires, and the qualitative information was gathered through literature reviews. The questionnaire contained closed-ended questions that required participants to tick a box. Despite the importance of qualitative data, Tewksbury (2009) argues that quantitative data is simpler to analyse. However, qualitative data is deeper and more insightful, providing the researcher a better understanding of the difficulties and providing information that they had not considered. To allow respondents to provide extra information in qualitative detail, an open question was added to the end of the questionnaire. 
The secondary data obtained from the literature review was examined alongside the primary data obtained from the questionnaires. According to Walliman (2006), critical analysis is vital, the literature must be effectively evaluated and compared to the main findings. The literature review can be used to confirm the findings from the questionnaires or to argue the importance of the issue according to Creswell (2012). Conducting a literature review has many advantages, including quick and simple access to available research and the capacity to gather a wealth of data (Creswell 2012). However, Burnett (2009) identified that there are also restrictions.  A literature review requires enhanced analysis to ensure that the already-acquired information is relevant to the topic of this research as it may have been gathered with a particular objective in mind.
 
3.8 Time scales
This research was restricted by time. As stated by Saunders et al (2016) researchers should predict how long the research will take. Participants were given one month to complete the questionnaires. This was deemed necessary so that the findings could be compiled and analysed. A Gantt case was formulated at the study's outset to aid in scheduling the data analysis.
Diagram 4: Gantt Chart 
[image: ]

3.9 Techniques and Processes  
Saunders et al`s (2007) `Onion theory` concludes with `techniques and processes` This can be described as the data collection and analysis. Having considered the sample size, it was deemed necessary that 30 SWP Officers complete questionnaires. These included male and female officers from various SWP departments. These officers had previously participated with PSD focus groups. According to Saunders et al (2007) numerous employees should receive questionnaires to gather meaningful data. Google forms were used to collect the data. This format was easy to use, and the answers can be presented in many ways. Google Forms works alongside Google spreadsheets to organise data by analysing and summarising the data obtained. 
The researcher has analysed the data using `themes` to organize the data gathered from the surveys. Pie charts were created to represent the quantitative results of the questionnaires. Thematic analysis, which methodically identifies repeating patterns, themes, and the frequency of the material to provide `useful data interpretations` has been used to critically analyse and summarise the qualitative data obtained from the literature review. This method has been referred to as a `reflection and thinking` process (Wincup 2017). Finding a solution to a research problem involves developing themes and consistent or comparable responses (Roller, 2019).
The quantitative approach has limitations as it requires a substantial sample size to produce reliable results (Mertens et al 2017). However, qualitative data analysis may also be problematic, as the data collected may not fit the researcher's themes. This analysis can take time and depends on the researcher's ability of in-depth data analysis (Tewksbury 2009). It is beneficial to use both approaches. Data from qualitative research, according to Burnett (2009), `provides interpretations and knowledge that places the data into perspective`, providing insight into quantitative research.
A Freedom of Information (FOI) request was submitted to SWP requesting details of all incidents of sexual misconduct committed by officers for the last ten years. SWP provided a description of the behaviour and confirmed whether the victim was a member of public or Police employee, the gender and rank of those involved and the outcome of the allegation (Appendix D and E). 
 
3.10 Limitations 
At this point, it's crucial to acknowledge the research's limitations. The researcher initially created a questionnaire that required in-depth responses and was designed to be sent to a large audience (Appendix H). PSD opposed sending the questionnaires widely, owing to the sensitive nature of the questions. This was due to the possibility that following answering the questions, the participants may require after care and support. The answers provided by the respondents could generate investigations, should offences be disclosed. This raised questions about the researcher’s ability to respond to all concerns that the participants identified. PSD expressed concerns that officers may be less likely to participate in subsequent questionnaires of a similar nature if they had previously participated in this research. PSD plan to conduct similar research in the future and will guarantee that participants receive full support. It was decided to change the questions on the questionnaire and disseminate it to a smaller group of people. The FOI response was subject to further restrictions as SWP were unable to provide information about current investigations.
 

3.11 Ethics
Due to the sensitive nature of the research, ethical considerations were prioritised throughout. Along with the questionnaires, an explanation was provided in relation to what the participants could expect when completing the questionnaire (Appendix B). Before the research began, a code of ethics was completed (Appendix C). The researcher adhered to this code of ethics. 
 



















Chapter 4: Data Analysis and Findings 

4.1 Introduction
This chapter proposes to analyse and understand the results obtained from the questionnaires, Freedom of Information Act (FOIA) request and literature review. A questionnaire (Appendix A) was sent to thirty male and female Police officers, from a variety of different departments. Pie and bar charts have been created using the raw data (Appendix F) and the results (Appendix G). A FOIA request was submitted to South Wales Police (SWP) asking for information in relation to allegations of sexual misconduct made from 2010 to 2021. The results obtained were subsequently populated onto charts (Appendix E). This chapter will analyse whether the objectives set at the start of this study have been achieved.

4.2 What is analysis 
Analysis involves examining, processing, interrogating, and understanding the data produced. To do this the data needs to be sectioned into themes. This is corroborated by Hsieh & Shannon (2005) who insisted that `data needs to be interpreted through a systematic process of coding and identifying themes or patterns`. The data needs to be separated into qualitative and quantitative data, the data obtained needs to be assessed and the irrelevant data discarded. Only the findings that will provide additional weight to the study should be highlighted. To analyse quantitative content, the data must have been randomly obtained to ensure the validity of the statistical data (Babbie 2010). This contrasts with analysing qualitative data as in this instance the researcher will specifically target data collection techniques (Zhang and Wildemuth 2017). The data analysis throughout this chapter will reflect on the objectives that have been set. 

4.3 Themes
The data has been analysed and seven themes have been created from the information provided by the research. 



4.4 Theme 1, Does Sexual Misconduct exist within SWP. 
This theme was created to answer the first objective, which asked whether sexual misconduct exists within SWP. The information from the FOI (Appendix E) clearly shows that sexual misconduct does in fact exist, with the number of cases being investigated steadily rising over the last 10 years. SWP have noted that there are also still several ongoing investigations from 2019 to 2021 so the figures are likely to be higher. This is supported by the results from the questionnaire whereby 19 out of 30 officers felt that sexual harassment of some sort exists and 17 out of 30 felt that an abuse of position of trust exists within SWP.

Diagram 5 Freedom of Information Act (FOIA) results (Appendix E) showing the percentage of allegations of sexual misconduct in SWP between 2010 & 2021.
[image: ]









Diagram 6 FOIA results (Appendix E) showing the number of allegations of sexual misconduct in SWP between 2010 & 2021.

[image: ]
*1 ongoing investigation in 2019
**3 ongoing investigations in 2020
***6 ongoing investigations in 2021

Diagram 7; Questionnaire results. Do you feel that sexual harassment exists with South Wales Police (SWP)? 
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Diagram 8: Questionnaire result. Do you feel that the abuse of position for a sexual purpose exists within SWP? 
[image: ]
            

Along with statistics, there are numerous media reports that emphasise the prevalence of predatory police officers who take advantage of their positions of power and professional opportunities to obtain sexual gratification (Gould 2020). The increase of sexual misconduct is supported by research by Janetti (The Guardian 2019) who reported that the Independent Office for Police Conduct (IOPC) had received 643 referrals for sexual misconduct between 2016 and 2021. The actual figure may be significantly higher as not all cases are reported to the IOPC; some are handled by the police organisations.

4.5 Theme 2, Whether the Complainant was a member of public or Police Officer. 
The results from the FOIA request show that the number of members of the public making allegations steadily increased from one allegation in 2010 to eleven allegations in 2021. 
More members of the public than individuals employed by South Wales Police have been made allegations. The number of allegations made by persons employed by South Wales Police increased from one in 2010 to seven in 2018 but then dropped to three in 2021. Police sexual misconduct is seen as so critical that it is a `national research priority` (NPCC, 2017). The rise in this figure has been explained by Paoline et al (2000) who stated that the danger of policing can `give officers an aggressive outlook in their working lives, which may increase their tendency to abuse their position of authority`.



Diagram 9: FOIA results (Appendix E) shows the               Diagram 10: FOIA results (Appendix E) shows the percentage of persons employed by SWP who            percentage of members of public who made made allegations.                                                                   allegations.		
[image: ]                     [image: ]

Diagram 11: FOIA results (Appendix E) Comparison of Complainants who were members of the public and employed by SWP between 2010 and 2021.

[image: ]

It is not only non-consensual/consensual sexual activity between officers and members of public that is considered misconduct. Consensual sexual behaviour between officers can also be seen as sexual misconduct (Sweeting et al 2020). Their research revealed that out of `155 cases of PSM in England and Wales, 6.5 percent involved officers engaging in sexual activity whilst on duty`. According to NPCC, (2019) officers are required to notify their supervisor's if they engage in sexual relationships with colleagues. The impact of this behaviour can be significant. As an illustration, `a Sussex police officer missed an urgent call to attend a fatal road collision because she was on a phone call to her married police officer lover` (Dearden, The Independent, 2019). 



4.6 Theme 3, Gender of the accused and the Complainant.
Most complainants were females. This has increased from none in 2010 to 15 in 2019, this has then decreased to 8 in 2021. Fewer males make complaints than females. The maximum being 6 in 2021. This supports the research that most victims are females.
   
Diagram 12: FOIA results (Appendix E) 		Diagram 13: FOIA results (Appendix E)                  Percentage of male Complainants in SWP               Percentage of female Complainants in SWP
[image: ]                   [image: ]



Diagram 14: FOIA results (Appendix E) Comparison of male and female Complainants in SWP between 2010 and 2021 
[image: ]

Research by Sweeting et al (2020) shows that female officers are far more likely to report sexual misconduct than their male colleagues. According to research by Benabou et al (2018) women see a wider range of sexually inappropriate behaviours as “unacceptable compared to men and men are more likely to provide excuses for such behaviour”. Research by Adebayo (2005) into police ethics suggests that `female police officers are more ethical than male officers, which is why they are more likely to report their concerns`.

Overwhelmingly, the data from the FOIA show that most of the accused were male. This has increased from 1 in 2010 to 15 in 2021. The data shows that there are some years where no females were accused of sexual misconduct.


Diagram 15 FOIA results (Appendix E) Percentage            Diagram 16 FOIA results (Appendix E)
of female perpetrators in SWP                                              of male perpetrators in SWP 
[image: ][image: ]


Diagram 17 FOIA results (Appendix E) Comparison of male or female perpetrators in SWP between 2010 and 2021.
[image: ]

In their study of 548 cases of police sexual misconduct, Stinson et al. (2014) concluded that "99% involved male officers`. This number `may be generally compared to sex offenders, whereby the majority are male` (Sorrentino et al 2016)
4.7 Theme 4, The rank of the accused. 
Most of the accused were Police constables. This figure has interestingly increased from zero in 2011 to twelve in 2019, only four in 2020.


Diagram 18: FOIA results (Appendix E) Comparison of the ranks of the accused in SWP between 2010 and 2021    
     [image: ]

The review of the literature in chapter 2, includes the studies of Cockbain and Wortley (2015) and Sweeting et al (2020). These studies discuss the variations in PSM between ranks. Johnson et al`s (2018) research found that higher-ranking officers usually display sexually inappropriate behaviour towards lower-ranking females. The rank creates a power imbalance and can be defined as workplace bullying or sexual harassment, as the persons involved often display negative verbal and/or physical behaviour and this behaviour is often sexual. 

4.8 Theme 5, Outcome for the accused 
The results show that in 2017, two persons were convicted. One person was cautioned in 2016. Most outcomes related to no charges being brought or no further court action taken, explained by the complainant wishing that no further action be taken or no engagement with the complainant or a substantial time had elapsed since the incident.  



Diagram 19: FOIA results (Appendix E) Comparison of the outcomes for the accused in SWP between 2010 and 2021  
[image: ]
It is extremely concerning that police organisations investigate the offences differently. Police officers who commit sexual misconduct offences face a variety of consequences. This differs not only within the UK but also between countries. In the US, officers involved in this type of behaviour may be transferred rather than receive disciplinary action (Rabe-Hemp and Braithwaite, 2013). In one state officers have been `imprisoned whereas they were asked to write a letter of apology in another` (Stinson et al 2015). This was also highlighted in the literature review by Sweeting et al, (2020). 

4.9 Comparison with other forces 
There are 46 Police forces in the UK. Walker (i News 2021) submitted a Freedom of information request to these forces and obtained data from forty-one of them, therefore the results could be slightly higher. The chart shows the number of recorded sexual misconduct claims against employees between 2018 and 2021. The allegations made in relation to SWP officers meant that SWP were the 6th highest police force in the UK. During this period SWP had approximately 5,200 police employees, seventeen allegations had been made, equalling 0.3% of the force, seven dismissals and eight officers arrested for sexual offences.





Diagram 20 Comparison between forces (Source: i news 2021)
[image: ]
i news also produced results as a percent of the total force. (Appendix J) 

4.10 Theme 6, Reporting incidents, analysing issues around why victims and witnesses do not report sexual predatory behaviour 
The second objective was to determine why sexual predatory behaviour is not always reported by victims and witnesses. The results from the questionnaires assisted in critically analysing issues relating to victims reporting sexual predatory behaviours and co-workers reporting sexual predatory behaviour that they had witnessed. Analysing issues around reporting will help in understanding how and why this behaviour is allowed to continue and exist. Six persons said that they would not have reported PSM if they had been a victim of it, which is of concern. Not one of the persons who responded said that they would have reported the matter to the Police. However, these results could be interpreted that the other twenty-two person have not been a victim of PSM.





Diagram 21: Questionnaire result. If you have been a victim of sexual harassment within SWP, did you report it?   
[image: ]
	
This is supported by research by Holgersson (2019) who found that, `feelings of loyalty to colleagues and/or fear of repercussions or ostracisation may prevent officers from reporting misconduct`

Diagram 22: Questionnaire result. If you were to witness sexual harassment within SWP, would you report it?
[image: ]

Witnessing sexual harassment can have an extremely negative effect. Police employees who experience or witness sexual misconduct have `low productivity levels and high stress levels` (Brown et al, 2018). Interestingly, all persons who responded stated that they would report sexual harassment if they were to witness it. Reassuringly, a substantial proportion of the persons who responded stated that in the future if they were to experience PSM they would report it. However, there were three respondents that indicated that they wouldn’t report their concerns.		



Diagram 23 Questionnaire result. If you were to experience sexual harassment within SWP, would you feel able to report it?
[image: ]
As discussed in the literature review chapter, previous research in relation to why police officers do not report sexual misconduct have suggested that this is due to officers adhering to the ‘blue code of silence’ (Kutnjak et al, 2019). This research suggests police officers may be `protected from detection by their colleagues`.  Klockars et al. (2006) devised a scenario research study. They asked officers to read scenarios including different forms of misconduct. Officers were asked to evaluate how serious they thought the behaviour was, what outcome they thought the perpetrator should receive and whether they would report the behaviour. The research identified that officers are more `likely to report behaviour they believe to be serious`. 
Sweeting et al (2022) conducted research on reporting sexual misconduct. 382 police officers were asked to discuss police sexual misconduct scenarios to determine if they would report the officer and whether they believed the scenario breached the Code of Ethics. The findings revealed that officers were likely to report concerns, when they thought that the scenario was `breaching the Code and worth disciplining`. Female officers were more likely to make complaints then men. Officers were less likely to report on direct colleagues and sexual misconduct between colleagues was less likely to be reported on. `The seriousness of the behaviour was often minimised, to justify why complaints were not made` (Sweeting 2022). Another reason provided in Sweeting's research was that participants had not witnessed the behaviour themselves so didn`t want to report it as it may not be true. 
   
4.11 Third Objective 
The third objective set out to understand why Police officers commit sexual misconduct. The questionnaires and FOIA have not provided data to answer this objective. However, the literature review in Chapter 2 has evidenced that to reduce PSM, the police organisation needs to understand why it occurs. As suggested by Brown et al (2018) Police culture may provide a partial reason, however, it is likely that `individual factors play a part` (Maher, 2008). 

4.12 Fourth Objective 
The fourth objective set out to formulate a proposal strategy for reducing predatory behaviour within SWP. The data obtained from question 15 of the questionnaire (Appendix G and Appendix M) was examined. The following recommendations were suggested by the officers who responded and suggested that:
SWP to clarify `What is sexual harassment`.
SWP to raise awareness on sexual misconnect via emails/posters/SWP intranet (BOB).
More information and guidance on Professional standards website, to provide information on what to do if someone is a victim or has witnessed sexual harassment and how to report it. 
Dedicate sessions on a training day.
Create a dedicate webpage on SWP intranet (BOB). 
Officers to complete NCALT packages. 
Encourage supervisors, officers and especially new recruits to challenge Sexual misconduct. 
SWP to communicate that those who challenge, and report concerns will be supported. 
More use and publicity of anonymous reporting methods, suggestions being, a text service or an anonymous online portal. 
Champions on the ground to assist people who may feel uncomfortable in reporting. 
The outcomes of PSD investigations to be available to officers so police employees can view. 

4.13 Conclusion 
This chapter has presented the findings of the research from the questionnaire, FOIA request and literature review and addressed the first two objectives. The results obtained from the data was as expected. The fact that the number of recorded PSM has increased over the last ten years suggests that sexual predatory behaviour does exist within SWP Police. However, the increasing number could be attributed to the fact that more Police Officers feel able to report any misconduct that they come across which in turn increases the reported figure. It was interesting to see that six persons stated that they had been victims of PSM and had not reported it. However, all thirty said that if they were to be victims or witnesses of PSM in the future they would report it. This suggests that Police Officers are now more willing to report any concerns that they have due to PSM not being tolerated as it would have been years ago.


















Chapter 5: Conclusion and Recommendations 
 
5.1 Introduction 
Chapter 2 provided a review of the relevant available literature in relation to police sexual misconduct. Chapter 4 analysed data that has been obtained from SWP. This chapter sets out to identify whether the objectives set at the start have been achieved and will propose recommendations for further work. 
 
5.2 Research objectives and findings 
The literature review and analysis have achieved the objectives in relation to identifying that PSM does in fact exist within SWP and has recognised that there are issues in relation to Police employees reporting PSM. Additionally, theories explaining why Police officers engage in sexual misconduct have been proposed. This chapter will seek to achieve the final objective and will provide recommendations from the literature review and analysis to formulate a proposal strategy for reducing predatory behaviour within the police force.

5.3 South Wales Police Recommendations 
South Wales police have already commissioned `Chwarae Teg` to undertake a review of sexual harassment with SWP workplace. Focus groups have been established to help understand the impact sexual misconduct has on individual officers and the organisation.  SWP have stated that they provide extensive training and advice to Police officers and staff around issues of dishonestly, unethical behaviour and corruption. SWP have stated that they will continue to develop a culture whereby Officers are encouraged to report PSM (Police and Crime Commissioner 2022). 
 
5.3.1 Recruitment 
Requesting full disclosure from previous employment is vital, as identified by the IOPC (2022) if enhanced background checks had been carried out prior to officers joining the police, some concerns around the officer’s behaviour would have been identified (IOPC & ACPO 2012). Also, a more enhanced system of psychometric testing for officers would be extremely beneficial and would assist in identifying any concerns surrounding officers. 
The UK Government have said that they will recruit 20,000 new police officers in 2023, it is crucial that `police organisations are able to recruit new officers without compromising on standards` (Home Office, 2019). Identifying `officers who engage in this behaviour early on is critical, and a current priority` (NPCC, 2017). It is therefore important to identify any officers that may have tendencies to commit sexual misconduct early in their career before harm can be caused to victims or the police organisation.  
 
5.3.2 Training 
As identified in the literature review, initial training for new recruits is the first opportunity for any concerns to be identified. It is vital that new recruits receive appropriate training and are aware of PSM and acknowledge that it is not acceptable. Training to identify PSM is not only necessary at the start of an officer's career, but it is something that needs to be reiterated throughout. An ethical dilemma scenario and discussion could be built in an officer`s monthly supervision session. This is supported by ACPO (2021) who stated that Officers throughout their service need to have clear boundaries of what is appropriate behaviour and what is accepted of them. 
 
5.3.3 Supervision  
Supervision of staff is crucial. Investigations by IOPC in relation to reported PSM cases found that more effective supervision needed to be carried out (IOPC 2021). Supervisors can witness at first hand inappropriate behaviours which must be addressed immediately. Good supervision will enable supervisors to address this behaviour and colleagues should feel able and willing to report any concerns that they have with their supervisors. Supervisors must be alert to the possibility of inappropriate behaviour escalating, and to ensure that it is monitored, stopped, and dealt with properly (IOPC 2021).
         
5.3.4 Support to report concerns.   
The failure to challenge and report inappropriate behaviour has a massive impact on being able to deal with the true amount of sexual misconduct. Failing to report and challenge these inappropriate behaviours is a crucial factor in why progress in eradicating sexual misconduct is prevented (IOPC 2022). Officers should be encouraged and supported to report any concerns that they may have, reporting the matter should be a positive experience. Failing to identify these behaviours and subsequently reporting them means that this behavior will continue. It is vital that Officers feel they are supported when they come forward to report their concerns (IOPC 2022)
 
5.4 Future research 
As stated in the limitations section of the Methodology chapter, SWP are committed to ensuring that PSM is not tolerated within the organisation. Further work is being planned for the near future and questionnaires will be sent to all officers who work for SWP. The data obtained will be vital for further research into the issue. Sweeting (2022)'s research has suggested that further work needs to be carried out to identify why different offences are committed more frequently than others in different areas and why officers receive different outcomes to their offences. 
 
5.5 Conclusion 
This research study has confirmed my initial hypothesis and identified that PSM does occur within SWP. The data obtained and information from the literature review clearly shows that there have been issues with officers reporting their concerns. However, the rise in the amount of sexual misconduct may be explained by the fact that sexual misconduct is longer tolerated, and individuals are now more willing to report their concerns. It poses the question, `Is sexual misconduct more of a problem now or are the high figures the result of individuals more willing to report it`.
[bookmark: _Int_q2p32AEa]It is obviously a concerning issue and one that needs to be monitored and training continuously provided to all officers to ensure that sexual misconduct is not accepted and officers who engage in this behaviour are weeded out. Further research must be conducted to obtain the views of the officers who work for SWP. Sexual misconduct and abuse of authority for sexual purposes should not be tolerated within SWP, the prevention and reduction of the offences should be priorities. Expectations and guidance is crucial and should be widely publicised to ensure that victims are encouraged to come forward (IOPC 2022
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APPENDICES 

Appendix A: Final Questionnaire Questions

1 - Do you feel that sexual harassment exists with South Wales Police (SWP)?  
…...........................................................................................
2 - Do you feel that the Abuse of position for a sexual purpose exists within SWP?  
…...........................................................................................
3 - If you have been a victim of sexual harassment within SWP did you report it?  
…...........................................................................................
4 - If you were to witness sexual harassment within SWP would you report it?  
…...........................................................................................
5- If you were to experience sexual harassment within SWP would you feel able to report it? 
…...........................................................................................
6 - If you were to witness abuse of position for a sexual purpose by a member of SWP, would you feel able to report it?  
…...........................................................................................
7 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP as an organisation would take reports of sexual misconduct seriously
…...........................................................................................
8 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: Should they (the victim of the conduct) so wish, SWP would (where the circumstance made it possible) protect their anonymity? 
…...........................................................................................
9- On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would work to protect the safety of the person reporting the conduct?
…...........................................................................................
10 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would provide support to the person making the allegation?
…...........................................................................................
11- On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would investigate your allegation  
…...........................................................................................
12 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would provide support resources to the person making the allegation, including counselling services and other support provisions.
…...........................................................................................
13 – Should you have concerns about Sexual Harassment or the abuse of Position for a sexual Purpose, are you aware of how to report your concerns?  
…...........................................................................................
14 – Are you aware that you can report concerns overtly to a supervisor and anonymously via Crimestoppers?  
…...........................................................................................
15 – Do you have any recommendations for how SWP could raise awareness of how to report sexual harassment or abuse of position for a sexual purpose? 






Appendix B: Letter to accompany Questionnaire 
I currently work as a detective constable for South Wales Police working in the Major Crime Unit in Western. I am currently studying for a Professional Investigations in Policing degree with the University of Wales Trinity St David. As part of this degree, I must complete a dissertation. For this dissertation I have decided to conduct research into the occurrence of sexual predatory behaviour perpetrated by Police Officers in South Wales Police and the features that characterise this behaviour. The aim of the research is to identify whether sexual predatory behaviour exists within South Wales Police. I intend to analyse issues relating to victims reporting sexual predatory behaviours and co-workers reporting sexual predatory behaviour that they have witnessed. Analysing issues around reporting will help in understanding how and why this behaviour is allowed to continue and exist. To assist in doing this I have designed a questionnaire which contains fifteen questions that I would like South Wales Police officers to answer. The questions are straight forward and will not take long to complete. I will then examine the data gathered from the questionnaires and academic research on the subject to formulate a proposal strategy for reducing predatory behaviour within the police force. The information obtained will be stored appropriately and personal information of the participants will not be disclosed. 
The questionnaire is voluntary, and participants can withdraw their involvement at any time. The questionnaire will be anonymous. The professional Standards Department of South Wales Police are fully aware of the work that I intend to carry out and are supportive of the research. The questionnaire will need to be completed by 30th June. Should you have any questions about the questionnaire or the research that I am doing. Please contact me at my university email address: 2112543@student.uwtsd.ac.uk  
The following people are available to offer welfare support services: 
Amanda Collins, Counselling & Trauma Advisor - Northern & Central BCU ext 27986               
Christopher Williams, Counselling & Trauma Advisor - Western & Central BCU  ext 27979
Rachel Roberts, Counselling & Trauma Advisor - Eastern & Central BCU  ext 27988     	
Angela Davies Counselling & Triage Contact - Central BCU ext 27987
Sian Willis Counselling & Trauma Advisor - Western & Central BCU ext 52246  
Concerns can be reported to: Professional.Standards@south-wales.pnn.police.uk
The link to the questionnaire is attached:
Appendix C: Code of ethics 

The participants will be told that by completing the questionnaires, they are giving their implied consent. 
They will be informed that their participation is entirely voluntary and that they can withdraw their consent at any point.
The research's aims will be outlined. 
The participants will be told about how the data will be stored and used.
 Participants will be informed that the questionnaires are anonymous. 
Participants will be told that their personal information will not be disclosed. 
All participants will be respected. 
Involvement in this study should not cause any harm.
The questions will not use offensive, discriminatory or unacceptable language.
The researcher will maintain objectivity whilst analysing the research.
The research methods and findings will be transparent.
 Contact details for the professional standards and welfare department will be provided should the participant completing the questionnaire feel the need to discuss the matter further. 
Data protection rules will be adhered to throughout the research.








Appendix D: Freedom of information request response 
from South Wales Police 
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Appendix E: Freedom of information request data from South Wales Police 
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Appendix F: Questionnaire data


Link: APPENDIX F - Questionnaire Data.xlsx



















Appendix G
Graphs of data obtained from the Freedom of Information 
        request and Questionnaires 

Number of allegations of sexual misconduct reported to SWP 
[image: ]
Whether the person making the allegation was a member of the public or employed by SWP. 
[image: ]                          [image: ]

          [image: ]

Whether the person making the allegations was Male, Female, or Non identified 	
[image: ]                                   [image: ]      [image: ]
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Whether the accused was Male, Female, or Non identified [image: ]                  [image: ][image: ]                  [image: ]


Rank of the accused
[image: ]                   [image: ]
[image: ]                       [image: ]
[image: ]                        [image: ]
                                      [image: ]

Outcome for the accused
   [image: ]                   [image: ]
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Data obtained from the Questionnaire results 

1 - Do you feel that sexual harassment exists with South Wales Police (SWP)? 
[image: ]


2 - Do you feel that the Abuse of position for a sexual purpose exists within SWP? 
[image: ]


3 - If you have been a victim of sexual harassment within SWP did you report it? 
[image: ]	


4 - If you were to witness sexual harassment within SWP would you report it? 
[image: ]

5- If you were to experience sexual harassment within SWP would you feel able to report it?  [image: ]

6 - If you were to witness abuse of position for a sexual purpose by a member of South Wales Police, would you feel able to report it? 
[image: ]





7 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP as an organisation would take reports of sexual misconduct seriously
81 % rated between 4-5 for this question 

[image: ]

8 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: Should they (the victim of the conduct) so wish, South Wales Police would (where the circumstance made it possible) protect their anonymity. 
63 % rated between 4- 5 for this question 
 [image: ]

9- On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: South Wales Police would work to protect the safety of the person reporting the conduct
77 % rated between 4-5 for this question.
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10 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would provide support to the person making the allegation 
78 % rated between 4-5 for this question.
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11- On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would investigate your allegation 
81 % rated between 4-5 for this question. 
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12 - On a scale of 1 (strongly disagree) to 5 (strongly agree) to what extent do you agree with the following statement: SWP would provide support resources to the person making the allegation, including counselling services and other support provisions.
73 % rated between 4-5 for this question.
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13 – Should you have concerns about Sexual Harassment or the Abuse of Position for a sexual Purpose, are you aware of how to report your concerns? 
82 % of people responded - Yes
[image: ]

14 – Are you aware that you can report concerns overtly to a supervisor and anonymously via Crimestoppers? 
78 % of people responded – Yes
[image: ]
15 – Do you have any recommendations for how South Wales could raise awareness of how to report sexual harassment or abuse of position for a sexual purpose. 
· See Appendix M 

Appendix H: Initial Questionnaire Questions 
 
1 - How would you define sexual predatory behaviour?  
….................................................................................... 
2 - Do you feel that sexual predatory behaviour exists within South Wales Police? 
Yes/No/Don`t know/prefer not to say
............................................................................................... 
3 - What is your perception of sexual predatory behaviour within South Wales police
…............................................................................................. 
4 - In your opinion which of the following can be categorised as ‘sexual predatory behaviour’ 
(Please tick the relevant boxes) 
Innuendos  
Sexual banter 
Inappropriate language 
Making Sexist remarks 
Repeatedly telling sexual stories or jokes that are offensive 
Sexual coercion 
Over familiar language 
Sexual touching 
Pushes boundaries sexually 
Inappropriate touching 
Sexual Harassment 
Cyber sexual harassment 
Sending/posting unwelcome messages/posts/photos by any electronic means 
Stalking 
Inappropriate gifts 
Anti-social behaviour 
Assault 
Putting someone down or being condescending to them because of their sex 
Using bribes as a reward to engage in sexual behaviour 
Feeling uneasy/nervous in someone's presence 
Treating someone differently because of their sex 
Displaying, using, or distributing sexist or suggestive material 
Sexist hostility 
Unwanted sexual attention
Other........................................................................................
 5- If you have been a victim or witnessed sexual predatory behaviour within the workplace did you report it? Yes/No/prefer not to say 
.................................................................................................
6 – If you experienced or witnessed sexual predatory behaviour in the workplace, would you feel comfortable in reporting the matter? 
Yes/No/Don`t know/prefer not to say
.................................................................................................
7- To what extent do you agree with the following questions in relation to reporting an incident of sexual predatory behaviour - 
 Strongly agree – agree – neither agree nor disagree – disagree – strongly disagree  
I - South Wales Police organisation will take the report seriously 
II- South Wales Police would maintain the privacy of the person making the complaint 
III- South Wales Police would take steps to protect the safety of the person making the report 
IIII- South Wales Police would support the person making the complaint  
V– South Wales Police would believe your allegation 
VI- South Wales Police would actively provide support with resources such as counselling, academic services, meetings, or phone calls   
8- Are you aware of the processes of how to report sexual predatory behaviour? 
Yes/No/Don`t know/prefer not to say
.................................................................................................
9- Do you think South Wales police`s reporting policy is adequate in relation to reporting concerns about sexual predatory behaviour? 
Yes/No/Don`t know/prefer not to say
.................................................................................................
10– In relation to raising awareness of sexual predatory behaviour amongst staff which of the following do you think South Wales Police should provide -  
I -Arrange workshops about what you could do to stop sexual misconduct 
II - Arrange online events about what you could do to stop sexual misconduct 
III - Posters to raise awareness 
IIII -More information on how to report concerns about sexual predatory behaviour on BOB 
V - Specific training in relation to working and interacting with people who have vulnerabilities relating to mental health/learning disability/ substance misuse/domestic violence etc 
VI –Any other recommendations for how South Wales Police could improve the system of reporting sexual predatory behaviour? 
…..............................................................................................
If you wish to provide further/additional information in relation to your responses to any of the above questions, please provide your contact details below …...............................................................................................


Appendix I: Sexual harassment in the workplace: Summary 
of Chwarae Teg report. 
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Appendix J: Police forces with the largest number of sexual 
     misconduct allegations as % of total force (i news 2021)
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Appendix K: Police forces with the largest number of sexual 	
misconduct allegations (i news 2021)
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Appendix L: APSP cases 2016 – 2020. Referrals and independent     investigations                  carried out by the IOPC. 
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Appendix M: Recommendations from Question 15 of the Questionnaire 

I) Keep raising awareness via Force wide emails – LDS new starters
II) The only issues I see is if the perpetrator is in a position of significance, then it can disrupt any allegations, but I would hope that regardless of rank it would still be investigated properly. SWP has a responsibility to all employees to ensure they have a good working environment. Would be good to have more sections with information available to those that need it on PSD site. Not everything is on there that can be reported and if the guidance is there then people can look at it before they decide to report any wrongdoings. 
III) Encourage all members of SWP but in particular all Sgts and above to be overt and vocal when challenging SH and calling it out at the time. I have witnessed reluctance to challenge inappropriate behaviour, in particular when it comes from a supervisor. People are afraid to openly challenge because of fear of repercussions. I have done this previously when I witnessed it, but I was not supported by anyone present at the time, including a supervisor the same rank as the person responsible. SWP needs to clarify what constitutes SH. i.e. it is a wide concept and takes form in different ways and means, it includes making the person feel demeaned, uncomfortable, or humiliated. SWP needs to communicate that those who speak up and challenge will be openly supported, and the message will be reinforced to those who by stand in each specific case. Until this message is given and received by officers and staff reporting SH is given and received by officers and staff reporting SH is likely to be at a minimum for fear of lack of support and repercussions from those responsible. This takes places in many different ways, including on a subtle level by excluding a victim from a Teams Day to day work and engagement, blocking their development and in the case of supervisors especially, using their rank to unfairly influence peers and higher raking officers towards the victim if they have challenged them. There needs to be a centralised, independent reporting mechanism which eliminates the opportunity for the report to be `swept under the carpet` and not investigated or dealt with by the persons direct line managers. I have a significant amount of service and whilst there has been an improvement in culture and attitudes over the last 20 years, there is still a long way to go. People need to feel they will not be disadvantaged if they speak up in the first instance. Once this has been achieved them as long as the reporting means is basic (e.g., a link on BOB) I believe people will report. The emphasis needs to be on reassuring people they are able to report in the first instance. 
IV) A text service, or an anonymous online portal for reporting. And champions on the ground that can be a point of contact on division is people don’t feel comfortable in reporting. 
V) SWP disciplines and fires people for misconduct, the outcomes should always remain on PSD website do people can go back and see a history of punishing those that behave in this way. 
VI) More use and publicity of anonymous reporting methods. Mandatory annual scrutiny as part of vetting – anonymous reports taken from colleagues on a 360-degree basis. 
 VII) Need to change culture where people who know or are related to one another can work in same department
 VIII) Ensuring that Supervisors (newly promoted) and the new PC recruits are briefed on this topic and made aware of challenging this behaviour and the reporting mechanisms. 
 IX) Initial training and a dedicated BOB section 
 X) Targeted training at male officers with 15 + years’ service. Identify those remaining in a `rugby culture` or `old school cops` mentality. 
 XI) Posters in the workplace/training
 XII) BOB, include information on training days, NCALT
 XIII) Statistics 
Summary of suggestions 
 SWP to clarify `What is sexual harassment`
Raise awareness via Force wide emails/posters/SWP intranet (BOB). 
More information, advice, and guidance on Professional standards website, to provide information on what to do if someone is a victim or has witnessed sexual harassment and how to report it.
Dedicate sessions on a training day, create a dedicate webpage on SWP intranet (BOB) 
Officers to complete NCALT packages. 
Encourage supervisors and officers, especially new recruits and to challenge Sexual misconduct
SWP to communicate that those who challenge, and report concerns will be supported 
More use and publicity of anonymous reporting methods, suggestions being a text service or an anonymous online portal.
Champions on the ground to assist people who may feel uncomfortable in reporting. 
The outcomes of PSD investigations to be available to officers so police employees can view
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Sexual Harassment in the Workplace:
Summary of Chwarae Teg Report

In 2019, the four Welsh police forces commissioned Chwarae Teg to undertake a review of
sexual harassment in the workplace. A series of focus groups were held, inviting participants
to discuss their experiences of sexual harassment to help us understand the impact it has had
on them and our organisational culture.

NO WORKPLACE FOR

SEXUAL HARASSMENT
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KEY FINDINGS

Awareness

The majority of
attendees were able to
identify sexual
harassment and, while
most felt that the
organisation had
improved significantly in
recent years, discussion
of recent personal
experiences indicated
that there is stil a long
way to go in terms of
inappropriate
behaviour.

There was evidence that
those participating had
become desensitised to
sexual harassment, and
in some cases, it
become accepted as
normal workplace
banter.

Experience

Attendees were asked if
they have ever experienced
or witnessed behaviour
labelled as humour/banter
in the workplace, that has
made you or someone else,
feel uncomfortable?

This elicited a broad
response, with a some
respondents feeling that we
have made significant
improvements in terms of
workplace culture in recent
years. Anumber however
had experienced this type
of behaviour, as well as
witnessed it in relation to
other colleagues or
members of the public.

Reporting

Most were able to identify
anumber of routes to
report however it was
clear this is confusing with
an array of routes
identified that would not
be appropriate or
effective, such as Blue
Light Champions.

For the majority of
participants, the preferred
method of reporting
would be direct to a line
manager closely followed
by the PSD confidential
line.

NO WORKPLACE FOR SEXUAL HARASSMENT

Confidence

There was a varied
response in terms of
confidence in reporting.
‘Whilst a number of
respondents felt reports
were taken seriously by the
organisation, there were
others who felt less sure.
Reasons for this ranged
from impact on colleagues,
through to alack of
confidentiality. Many were
concerned of the impact on
their own reputation and
the fear of being labelled a
trouble maker. The vast
majority of participants
agreed investigations took
too long and this was a
critical barrier in reporting
sexual harassment.

Trust in Outcomes

The overwhelming
majority had trust in the
‘way in which the Force
would deal with any
allegations of sexual
harassment.

Respondents expressed
confidence in the support
of Chief Officers and the
professionalism of PSD.
Concerns were raised
however of the term,
‘Management Action’ as an
outcome. Participants felt
that it did ot reflect the
gravity of the impact felt
by the victim, reinforced by
the fact it is not recorded
on the perpetrator’s HR
record.
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RECOMMENDATIONS

Education

To educate the
workforce on sexual
harassment, with a
clear message about
expectations, sources
of support and an
emphasis on
inappropriate
behaviour not being
tolerated,
Consideration also to
be given to publishing
details of incidents of
sexual harassment to
outline the behaviour,
support to the victim
and the outcome to act
asa deterrent

Review of the Complaints
Process and Outcomes

There is a need for greater
clarity on the complaints
process, from the point of
reporting through to
outcomes.

Consideration to be given
to outlining the outcome
options for those who come
forward to give confidence
the process is victim
focussed

Appoint Sexual
Harassment SPOCs

Participants felt that going
toa third party that who
was not the Professional
Standards Department or
their line manager for
advice, and to just speak
in confidence about the
situation, would be very
helpful in them gaining
clarity and confidence
about next steps to take.

NO WORKPLACE FOR SEXUAL HARASSMENT

Raise awareness of how to
report

Following the confusion
around how to report
incidents of sexual
harassment. Providing an
update on how to report
cases of sexual harassment
and where to go for
support is recommended.

Training for Supervisors to
have the confidence to
deal with complaints of
sexual harassment

‘Whilst discussing what
would hold participants
back from making a
complaint of sexual
harassment, many
mentioned the fact that if
they approached their
supervisor, that person
may not have the
confidence to deal with the
matter, or know where to
start.

Providing specific sexual
harassment training and
how to handle complaints
from staff in this regard is
recommended.
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NEXT STEPS

Create a Policy

We will publish a Sexual
Harassment Policy in
collaboration with
colleagues in HR, SWP
GEN, Unions, Police
Federation and
Equality, Diversity &
Inclusion.

This policy will set out
our responsibility in
tackling sexual
harassment in the
workplace, and will
outline how to report
concerns as well as

possible outcomes

Raise awareness

We will launch a ‘No
Workplace for Sexual
Harassment’ campaign to
help raise awareness of
inappropriate behaviour.
We will also incorporate
messaging around being an
Upstander not a Bystander,
encouraging Gender
Equality allies to step
forward with confidence to
call out sexual harassment.

Educate and Inform

We will incorporate sexual
harassment into existing
training interventions
from the first point of
contact into the
organisation through into
our Leadership
Development Programme,
and developing EDI
Signature Training,

NO WORKPLACE FOR SEXUAL HARASSMENT

streamline the process

We will continue to review
our professional standards
processes to ensure they
are clear and timely.

By streamlining our
reporting mechanisms and
ensuring a transparent
process, we will ensure
investigations have a strong
victim focus . We will also
communicate the
outcomes.

Support and Empower

Working with our
Professional Standards
Department, Federation,
unions and SWPGEN we
will create a network of
supportive points of
contact who can signpost
victims and witnesses to
existing support, and
empower those wishing to
report inappropriate
behaviour.
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Police forces with the largest number of
sexual misconduct allegations as % of total force
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Police forces with the largest number of
sexual misconduct allegations
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APSP cases 2016-2020
Referrals and independent investigations carried out by the IOPC
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Dates Proposed project timeline

31/3/2022 | Submit Proposal/Ethics form

April 2022 | Devise questionnaire questions and send out to participants to
answer.

April 2022 | Research - Literature review

May 2022 Research — Literature review

31tMay | Deadline for questionnaires to be returned

2022

June 2022 | Analyse data from questionnaire

July 2022 Analysis of results and literature review

August ‘Analysis of results and literature review

2022

September | Findings and conclusion

2022

October Findings and conclusion

2022

= Submit Dissertation

November

2022
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CADW DE CYMRU'N DDIOGEL « KEEPING SOUTH WALES SAFE

Pencadlys Heddlu | Police Headquarters.
HeolyBont-faen | Cowbridge Road
Penybont | Bridgend
[e= ECV e k]
Mewn argyfwng ffonhwch 999 | In an emergency always dial 999
felaral, fonwch 101 | for non-emergencies dial 101
Gutefar: www heddlu-de-cymru police.uk | Viebsie: www.south-wales.police.uk

Freedom of Information Request 1131/21
Response Date: 20% June 2022

1. how many allegations of sexual misconduct were made in the calendar years 2010, 2011, 2012, 2013,
2014, 2015, 2016, 2017, 2018, 2019, 2020 and 2021 (as far into 2021 as possible) against police officers
and police staff employed by your force

By sexual misconduct | mean sexual harassment, indecent exposure, gender-based stalking or online
harassment, sexual assault, rape and anything else you would consider as sexual misconduct.

For each allegation, please tell me:
2. adescription of the alleged behaviour

whether the person making the allegations was a member of the public or employed by the police

whether the person making the allegations was male, female or non-binary*

5. whether the accused was male, female or non-binary*

6. the rank of the accused"

7. whether the accused was charged

8. whether the accused was convicted

the outcome of any professional misconduct investigation

* Please only include if it does not take the request over the cost threshold or reveal identifying personal
information

RESPONSE
We have consulted with our Professional Standards Department who have provided us with the information.
Please see the attached spreadsheet entitied ‘Response Data 1131_21" which provides the answers to your request.

Please be advised, some of the cases included more than one compiainant and some included more than one subject
officer. Therefore, the figures for questions 3, 4, 5 and 6 may appear higher than the number of misconduct cases.

Please also be advised, there are a number of ongoing investigations between 2019 and 2021, These are included in
the figures for question 1 but have not been included in the other questions.

In relation to providing details of ongoing investigations, this has been considered and | am not obliged to supply the
information you have requested.

In elation to your particular request, the following exemption applies:
Section 31(1)(g) - by virtue of Section 31(2) Law Enforcement
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Section 31(1)(g) states that information is exempt if its disclosure would or would be likely to prejudice the purpose of
ascertaining whether any person is responsible for any conduct which is improper (2b)

Continued.
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Pencadlys Heddlu | Police Headquarters.
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Guiefan: www heddlu-de-cymru police.uk

fornon-emergencies dal 101
Viebsie: www.south-wales.police.uk

Freedom of Information Request 1131/21

Section 31 is a qualified, prejudice-based exemption which requires the authority to articulate the harm that may be
caused and consider the public interest arguments for and against the disclosure of the information

Harm

Disclosure of the report would prejudice the ongoing internal investigation and would harm confidence in the police
service by publically revealing this information before enuires have concluded. Also, this could lead to unnecessary
speculation which could hinder and prejudice the progress of any current and future enquiries, considerations and/or
action.

Public Interest Test

Public Interest Factors favouring disclosure

There is a strong public interest in favour of transparency and i the public being reassured about the effectiveness of
the regulatory approach taken by South Wales Police and demonstrate how we respond to matters that may arise.
Disclosure of the requested information would also give the public increased satisfaction of knowing that these types
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of cases are investigated properly.

Public Interest Factors favouring non-disclosure

There s a strong public interest in South Wales Police being able to carry out its functions in the most effective
manner possible. Disclosure of this information has the potentialto affect and hinder the on-going intemal
investigation which would not be in the public interest.

ing Test

Whilst there is a public interest in the transparency of investigations and providing assurance about the effectiveness
of the regulatory approach taken by South Wales Police, there is a very strong public interest n safeguarding the
integrity of the current investigation and any future investigations. It s therefore our opinion that the balance lies in
favour of the non-disclosure of information.

South Wales Police is committed to investigating all allegations of misconduct and robustly pursue allegations of
‘wrongdoing, including corruption. It should be noted that the vast majority of staff work extremely hard to ‘Keep South
Wales Safe’ but on occasions, the actions of a few tamish the professional reputation of the organisation. South Wales
Police provide extensive training and advice to police officers and police staff around issues of dishonesty, unethical
behaviour and corruption and have an integrity hotiine, which allows the confidential reporting of wrongdoing. South
Wales Police will continue to develop a culture in which reporting wrongdoing and corruption is viewed as doing the
fight thing and will continue take a proactive and positive lead on all such matter.

‘Your request has been considered and we are not obliged to provide the information grouped together. We have
therefore disaggregated the data.
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In relation to this part of your request, the following exemptions apply:
Section 40(2) - Personal Information

Section 40(2) is an absolute class based exemption and therefore the authority is not required to consider the public
interest in disclosure.

‘The Data Protection Act covers processing of personal data about a living individual. Personal data means data which
relate to a living individual who can be identified-

(a) from those data, or
(b) from those data and other information which is in the possession of, or s likely to come into the possession of,
the data controller or any other person in respect of the individual.

Information will ‘relate to" a person if it s about them, linked to them, has some biographical significance for them, is
used to inform decisions affecting them, has them as its main focus or impacts on them in any way.

I we disclosed the details in an aggregated format, this would provide significant detail which could identify an
individual and would constitute a disclosure of personal data.

In accordance with the Act, this letter represents a refusal notice for this part of your request.

Please be advised that the question asked included a broad array of allegation types, some of which are criminal
offences and some which could be assessed as misconduct or gross misconduct. It would include disparate allegation
types in a vast array of circumstances, including things such as required custody searches which the arrestee went on
to complain about.

The response as requested combines the above with the full array of outcomes across allegation types.

It should not be inferred that all of the cases listed are criminal or have not been held to the same standard — this
would not be the case. All cases are researched, assessed and proportionately managed or investigated by relevant
personnel as dictated by their individual circumstances. The data as presented will not provide a true equivalency
across allegation types. Substantial complexity and risk management take place in all cases.
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