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Research Question: 
How does police culture impact flexible working and recruitment, retention, and progression within Dyfed-Powys Police. 
Research Aim: 
To consider the barriers and enablers to embedding flexible working within Dyfed-Powys Police, how that impacts recruitment retention and progression and to make recommendations for improvements. 
Research rationale:
Dyfed Powys police is seeking to improve its representation of females at all ranks across the service. In the initial literature review, there is limited research as to the barriers and enablers to flexible working within policing. It is also recognised that there is a rise in attrition rates within policing and the research paper seeks to understand the culture within the force which may impact recruitment, retention, and progression. As the police service seeks to improve its legitimacy and improve trust and confidence it is accepted that the service needs to reflect the public it serves. In 2019 the Metropolitan Police announced it would be the first force to recruit part time officers, recognising the need to attract more diverse candidates (BBC, 2019) The research will also explore how barriers may be different for males and females in the policing context. 
Research Objectives: 
· Outline the attributes of a flexible working arrangement.
· Explore the context of working flexibly within policing.
· Examine the aspects of police culture that influence attitudes towards flexible working.
· Explore any gender specific issues that impact flexible working practices and perceptions. 
· Analyse data to discover any impact upon progression, retention, and recruitment. 
· Critically evaluate the enablers to embedding flexible working within policing.
· Critically evaluate the barriers to flexible working within policing and the impact of police culture.
· Formulate recommendations towards addressing barriers to flexible working within Dyfed-Powys.  
____________________________________________________________
Literature Review: 
Policing in England and Wales Future Operating Environment 2040 (College of Policing 2020) is clear on the threats and challenges facing policing in the future. It highlights that alongside those advanced technical and specialist skills required, the interpersonal skills such as empathy, creativity, and collaboration are now increasingly required. It sets out the changing demands and challenges and how we need to build a resilient and adaptive workforce. When that is considered against the challenges of recruitment and retention, policing needs to keep up with the private sector in what the employment benefits package looks like. White (2014,p.262) refering to Smola and Sutton 2002 argues that a new generation of employees are focused on work life balance and greater autonomy than the expectation of long-term job tenure.
According to Feeney & Stritch (2019) family-friendly policies and culture are critical mechanisms for supporting the careers and the progress of women and that they enhance gender equity in public sector employment. Dick (2004) however highlights the different persepectives from the manager and individual with differing needs and expectations. This article is almost two decades old and arguably it is the conflicts and attitudes discussed within that remain as the cultural barriers to flexible working and the challenges in finding the balance, particularly in operational policing. Silvestri explores how the police culture lends itself to masculinity in the role of an officer, that an ideal police leader is seen though a full time and uninterrupted career. This article articulates that part time and flexible working staff are perceived to be less committed and less professional. These perceptions she argues align to those entitlements being viewed as privileges.
According to Tyson & Charman (2023, pp.2-3) In England and Wales, Home Office data revealed 3433 voluntary resignations in the year ending March 2022, a rise of 72% from the previous year and a rise of 196% since the year ending March 2012. 
Fridell (2016, p.45) highlights the importance of recruitment in promoting fair and impartial policing and the perceptions of it. “Recruit and hire individuals who represent the diversity of the community. Hire people who can police in an unbiased fashion and guard against implicit biases in managerial decisions, such as hiring, promotion, and evaluations”.
Methodology: 
This research paper will review a number of literature sources, these will include books, College of Policing and NPCC resources and journals. The literature review will initially be focused on flexible working and policing as research parameters. There is limited literature when these parameters are reviewed. This demonstrates a gap in research in this subject specific to policing, strengthening the rationale for the subject of the research project. 
The literature review will be widened to include other public sector organisations acknowledging the limited research specific to policing. The review will also consider police culture particularly in the context of gender equality and implementing change. 
The research will not solely rely on a literature review but will also be supported by empirical research. The study will adopt a mixed-method approach to gathering data, this will combine qualitative and quantitative research methods. 
Design: 
A detailed research process will enable a systematic structure which will guide the researcher in the review of literature, collection of data and importantly the analysis of the data to draw meaningful insights and formulate recommendations. Saunders, Lewis, & Thornhill, (2016) determine that in drawing out research assumptions there will be a credible research philosophy, to underpin methodical choices, research strategies together with data collection and the analysis of that data. 
Having considered approaches to research the research paper will utilise the ‘Research Onion’ to provide that structure and approach. This model from Saunders, Lewis, & Thornhill, (2016) is made up of six clear layers which systematically guide the researcher through the research process. 
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(Saunders, Lewis, & Thornhill, 2016, pg. 124)
Quantitative research will enable an understanding of current flexible working practices within policing. A qualitative approach will enable further exploration of the barriers and enablers this will enable the understanding of the cultures that exist to formulate recommendations. This will primarily be achieved through questionnaires with staff and some focused interviews. This will enable the findings to be explored in depth and compared against the results from the literature review and triangulate findings. 
Sample/participants: 
The participants for this study will be employees within policing and working for Dyfed-Powys Police. There will not be any requirements to survey participants outside of policing as this is an internal focused study. 
Participants will be all ranks, genders, and police staff grades to enable an understanding of any role specific factors that influence attitudes to flexible working. 
A Microsoft form will be utilised as a questionnaire tool, this format enables effective analysis of the data. The form will utilise branching to ensure all relevant information is captured. As the participants will be internal employees of Dyfed-Powys police, with the permission of the force the questionnaire will be distributed to the target participants via the secure police email. 
Small focus groups will be identified through an additional question within the questionnaire this will enable the researcher to probe themes and draw further understanding of the enablers and barriers. 
Ethics: 

(Biggam, 2021)
· Transparency – This will be achieved by accessing workforce information using consent from the organisation or via FOI requests. The researcher will not access data through their policing role. The workforce questionnaire will be shared with the consent of the organisation.  
· Confidentiality- All data and questionnaire results will be treated in the strictest of confidence, this will be clearly articulated in the communications to accompany the questionnaire. This will be in accordance with the Research and Ethics code of practice of University of Wales Trinity St David. (UWTSD 2023)
· Voluntary – Participation in the research will be on a voluntary consent basis, this will also be clearly articulated in the communications to accompany the questionnaire.
· Do no harm - Considerations to staff who may share personal experiences and how that information can be anonymised. The flexible working arrangements of staff and officers and their personal circumstances may mean that people share their personal experiences. It is vital that there can be no harm to those who chose to participate. Data and responses will be anonymised to ensure this. 
· Impartiality – The researcher acknowledges that there is a personal interest in the research topic. It is an area that the researcher has sought to improve within the force. Using effective research methods, processes and assumptions this will ensure the research is not biased and is evidence led. 
Analysis: 
Quantitative data will be extracted and collated within excel this will enable analysis of the results. This will assist in being able to outline.
· How many staff have flexible working arrangements.
· What those flexible working arrangements are made up of
· Rank and roles of those with flexible working arrangements. 
· Statistics relating to gender.
As highlighted by Bell and Waters (2018) any data collected need to be categorised and interpreted, to look for meaningful trends and themes.  The data will be presented using tools, graphs, tables and charts as a visual representation of the data. 
Qualitative data will be analysed for themes and trends, this will be considered against the literature review and quantitative data. This will enable the researcher to compare findings and critically evaluate in order to make recommendations. 
Proposed timeline: 
[image: ]
Anticipated Outcomes: 
By understanding the barriers to flexible working and how the attitudes of officers and staff influence how flexible working is embedded in the organisation. Once these are understood this will enable recommendations to be made. 
The research can provide an understanding of the barriers and by using lived experiences drive cultural change. The executive team within Dyfed-Powys will be keen to understand the research as this will enable them to take action to drive change, with an evidence base. 
The research will also provide opportunities for further research should any changes be implemented, to compare results from surveys and interviews. 
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