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[bookmark: _Toc170825308]Abstract
Flexible working has made significant advancements since the Covid – 19 Pandemic, with employers introducing new ways of working and embracing technology to do so. Yet within policing there remain challenges in ensuring flexible working is harnessed as a tool to recruit, retain, and ensure progression, particularly in those underrepresented groups. 
At a time where trust and confidence in the police service is at an all-time low, being representative of communities is fundamental in seeking to regain that trust and legitimacy. The operational nature of policing and the 24/7 requirements present challenges as to how employers can truly offer flexibility to our employees. The cultural patterns that exist in the police service, spanning decades provide unique and complex challenges for leaders and practitioners to overcome. Time has shown that having policies and procedures in place is not enough, the silent signals provided by leaders are what will enable change. The shift needs to go to the organisation to provide the models that truly enable flexibility and take the responsibility away from the employee for ‘making it work.’
This research set out to answer the question ‘How does police culture impact flexible working and recruitment, retention, and progression within Dyfed-Powys police.’ Exploring this question and understanding the barriers and enablers to flexible working within Dyfed-Powys Police creates opportunities to apply the learning. 
The literature review enabled an understanding of flexible working within the police service and the context of police culture to be applied to the research question. In the absence of extensive academic literature on this subject, the qualitative and quantitative research allows a deep exploration of these issues with a lens on Dyfed-Powys. 
The researcher is personally motivated to understand the barriers and improve practices within Dyfed-Powys police and sees this subject as fundamental as it seeks to improve representation of females in senior roles. 
The research draws several conclusions, it found that Dyfed-Powys has several options available for staff who wish to alter when they work or the hours that they work. The force also has a smarter working policy which enables agile working for some and for police staff a flexi time policy. These are not promoted or joined up with guidance detailing all the support available to staff. 
The research demonstrates that policy alone will not improve how supported staff feel and that leadership, and the role of line managers and senior leaders is essential in demonstrating the case for change. 
Flexible working is about understanding the needs of employees and demonstrating that individual needs are considered. It is about the structure and model of the workforce to design opportunities for flexibility. The benefits in doing so reach beyond the police service and into our communities. 
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[bookmark: _Toc170825312]Chapter one - Introduction
[bookmark: _Toc170825313]Background 
‘In today's diverse society, policing calls for a wider range of skills and abilities than ever before. All police forces need to use and develop their existing staff - police officers, civilian colleagues, and special constables alike - and to attract and nurture talent from within the communities they serve. Striving for real equality of opportunity within the Service will make efficient use of our human resources and demonstrate our commitment to fair and responsive policing.’ 
(HMIC, 2013, p. 5)
The opening preface of the Her Majesties Inspectorate (HMIC) in 1995, a statement that would not sound out of place in 2024 almost 30 years later. Indeed, the same rhetoric and sentiment can be found in reviews over those last three decades. So why have the police service not changed? 
‘If things don’t change the police service will suffer real problems in the future, in recruiting and keeping skilled staff’ (BAWP, 2019).
A statement in the flexible working guidance produced by the British Association for Women in Policing (BAWP) in 2019, yet little has changed, women remain underrepresented in policing, particularly in senior roles and there is a rising crisis in recruitment and retention (HeForShe, 2023).  So, what is it about the police service that is unable to make change, implement and sustain numerous recommendations regarding flexible working?
To recruit, retain and see progression within the police service, it needs to be attractive to those who wish to join. A survey across 16 countries in 2021 found the majority of respondents want flexibility in where and when they work, and indeed would leave if they did not get it (EY, 2021).
There is currently concern regarding the attrition rate within policing, what once was a thirty-year career now sees people leaving early in service. Inflexibility is considered one of the reasons (Charman & Tyson, 2024). Flexible working has been seen as a benefit for employees to aid recruitment and retention particularly amongst females, plauded as a method to increase the diversity of applicants (College of Policing, 2013; CIPD, 2019; Acas. 2024).
Policing in England and Wales Future Operating Environment 2040 is clear on the threats and challenges facing policing in the future. It emphasises the need for the softer skills such as empathy, creativity, and collaboration are now more often required. It sets out the challenges and highlights the need to build a resilient and adaptive workforce (College of Policing, 2020). Considering that 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) referring 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.
In 1995 Her Majesties Inspectorate, HMIC as it was then known, (now HMICFRS) found low rates of part time working and made recommendations improvements (HMIC, 1995). In 2013 ‘Policing in austerity rising to the challenge’ report found that forces arrangements to save money was having an impact on flexible working practices, however they saw potential for opportunity in austerity (HMIC, 2013). Both reports link morale, and workforce to culture and a need to improve. 
When considering the concept of police culture, it is reasonable in current climates to apply the term in a broadly negative manner. It is difficult at present to consider culture within policing without being drawn to the crisis in trust and confidence currently evident within the United Kingdom and beyond. There exists significantly declining trust and confidence, widespread concerns over police conduct and culture, misogyny, racism, and sexism (HMICFRS 2022, IOPC 2022). 
Incidents of Police Misconduct are frequently reported in the press, the murder of Sarah Everard and criminality of David Carrick are just two examples which have significantly undermined the concept of legitimacy and undermined public trust and confidence in police. These cases however have enabled further examples of racism, misogyny, and sexism to be uncovered and have contributed to a deterioration in attitudes towards policing (Institute for Government , 2023).
The concept of policing by consent is where the authority of the police is dependent on the consent of the public as set out in the Peelian principles, therefore if the public withdraw their consent the police lose their authority (Uk Parliament, 2023). These cases and subsequent inquiries have called for reforms within policing to address the culture (House of Commons, 2023).
[bookmark: _Hlk170384012]More often police culture is used to define the problems, rather than be seen as part of the solution. (Rowe, 2023) questions whether we need the term at all, arguing that it obscures the very things we need to understand and address. Indeed (Campeau, 2015) argues that culture should be seen as a resource rather than the traditional set of values as described by Reiner (1985) who defined the key characteristics of police culture as; an action-orientated sense of mission, suspicion, machismo, conservatism, isolation, pragmatism and racial prejudice.  
Understanding the differences between occupational and organisational culture in policing assists in analysing how different elements impact the implementation and success of flexible working (Paoline, 2003). This research paper will explore those aspects of police culture and understand any impact on flexible working within Dyfed-Powys police. 
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; 2009) however highlights the different perspectives from the manager and individual with differing needs and expectations. This article is almost two decades old and arguably the conflicts and attitudes discussed within remain as the cultural barriers to flexible working and the challenges in finding the balance, particularly in operational policing. Silvestri, (2006) explores how the police culture lends itself to masculinity in the role of an officer, that an ideal police leader is seen through having 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.
[bookmark: _Toc170825314]Flexible working 
[bookmark: _Hlk170428745]Flexible working enables employees to request a change to their terms and conditions in respect of hours, times, or location of work. The statutory right to request flexible working was introduced by section 47 of the Employment Act 2002, this has been broadened in subsequent years with the Children and Families Act 2014, which extended the right to all employees with 26 weeks continuous service and more notably the Employment Relations (Flexible Working) Act 2023, which extended that right from day one of employment(Gov.uk, 2024).
It is important to highlight the difference regarding police officers and police staff, as the employment legislation does not apply to officers, who are governed by Police Regulations 2003. Police officers can apply for flexible working under these Regulations, one crucial difference is that they can return to full time at any time they request, whereas police staff do not have that automatic entitlement to do so. 

Policing in England and Wales consists of 43 forces and the Chief Constable in each force has responsibility for the direction of the force and its policies and practices. The 43-force model has undergone much discussion with calls for reform (Windsor, 2022). With each force responsible for its own policies and processes there can be a postcode lottery in respect of how staff are supported. 

Each force should have a Flexible Working policy and procedures for dealing with requests from officers and staff. Under provisions set out in the Employment Rights Act 1996 and Regulations made under it, both police Officers and police Staff have a statutory right to request part time and flexible working options provided they have worked continuously for Dyfed-Powys Police for 26 weeks and not have made a request to work flexibly during the previous 12 months. (Dyfed Powys, 2022)

In a post Covid period where flexible working is modernising and changing the structure of workplaces, the rigid structures within policing and its culture stands as a possible barrier to change. Police culture is often characterised by its emphasis on hierarchy, solidarity, and a shared identity, this has historically been integral to maintaining law and order. This culture is shaped by historical and operational demands that prioritise uniformity and presence. Yet it is clear this is now against a tide of calls for reform. 
Conversely flexible working arrangements offer significant benefits such as improved work life balance and increased productivity. This clash between traditional police culture and the demand for flexibility raises important questions about how the police service can adapt in the 21st century to seek to improve its representation and recruitment and is a focus for this research paper.
[bookmark: _Toc170825315]Research focus 
This research will analyse the flexible working arrangements in Dyfed-Powys police to identify how culture impacts flexible working. It seeks to understand the barriers and enablers and the impact upon recruitment, retention, and progression. The researcher is motivated by their personal experiences and a desire to support employees and improve gender representation. 
Dyfed Powys police is seeking to improve its representation of females at all ranks across the service. 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. 
[bookmark: _Toc170825316]Overall research aims and objectives.
This paper will examine how police culture impacts flexible working and recruitment, retention, and progression within Dyfed-Powys police.
To achieve this the researcher has set the following objectives.
1. [bookmark: _Hlk169975770]Outline the attributes of a flexible working arrangement.
2. Explore the context of working flexibly within policing.
3. Examine the aspects of police culture that influence attitudes towards flexible working.
4. Explore any gender specific issues that impact flexible working practices and perceptions. 
5. Analyse data to discover any impact upon progression, retention, and recruitment. 
6. Critically evaluate the enablers to embedding flexible working within policing.
7. Critically evaluate the barriers to flexible working within policing and the impact of police culture.
8. Formulate recommendations towards addressing barriers to flexible working within Dyfed-Powys. 
[bookmark: _Toc170825317]Research Methods 
This research paper will review 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. There is a vast array of research on police culture but less so when aligned to flexible working. 
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. 
[bookmark: _Toc170825318]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. 
[bookmark: _Toc170825319]Research Value 
The findings and any subsequent recommendations arising from this research will serve several purposes, the overarching purpose and benefit for Dyfed-Powys Police will be a greater understanding of the barriers, enablers, and culture towards flexible working. This will lead to recommendations for the force to consider implementing. These findings could inform national best practice as the researcher sits on a national working group whose objective is improving policy and practice for parents in the workplace. 
Understanding the views of employees will enable consideration of policies and processes or key messaging to dispel any myths or common misconceptions. The benefits of understanding the barriers and enablers will ensure a targeted approach and could see improvements in the recruitment, retention, and progression within the force. It is hoped that this will have a direct impact on the representation of females in force. 
[bookmark: _Toc170825320]Structure and Approach 
The report comprises five main chapters: 

· Chapter 1: Introduction – This provides the context to the research with background information on the research area, this includes research aims, objectives, and relevance. 

· Chapter 2: Literature Review – This discusses relevant literature, and theories relevant to the research aim.

· Chapter 3: Research Methodology – This introduces the research and provides reasoning for the use of a questionnaire as the chosen method. 

· Chapter 4: Analysis and Findings – This chapter presents the data and discusses the research findings, providing some context from the literature review. 

· Chapter 5: Conclusions and Recommendations – This chapter draws conclusions from the literature review and the primary research findings. It presents recommendations to enhance and improve policy and practice. 


[bookmark: _Toc170825321]Chapter two -  Literature Review 
The literature review initially focuses on police culture and the characteristics of both organisational and operational culture. It then considers the attributes of flexible working, and its origins within policing, and goes on to explore the aspects of police culture that influence attitudes towards flexible working. 
The literature review will consider any gender specific issues impacting flexible working practice and perceptions. This will include a review of literature specific to recruitment, retention, and progression in policing. 
This chapter provides relevant workforce data across England and Wales together with specific data for Dyfed-Powys police.
[bookmark: _Toc170825322]Workforce Data
Record numbers of police officers are leaving policing in England and Wales (Charman & Tyson, 2024). There is limited research to understand why this may be the case. According to Home Office data as of 31st March 2023 there were 233,832 FTE police workers (including officers, staff, designated officers and PCSOs) employed by the 43 territorial forces in England and Wales, an increase of 3.8% on the previous year (Home Office, 2023).
Within Dyfed Powys the overall headcount of police officers has continued to increase to 1,318 as at 31/03/2024. During the three-year Operation Uplift Programme Dyfed-Powys met each of its annual targets resulting in increases of 42 in 2020/21, a further 42 in 2021/22 and a final 57 for 2022/23 (Dyfed-Powys, 2023). The workforce also consists of 804 police staff, 151 Police Community Support Officers, 38 Special Constables and 25 volunteers.
In 2023 9,192 FTE police officers left the 43 territorial police forces in England and Wales (excluding transfers), an increase of 1,075 FTE (or 13.2%) on the previous year (Home Office, 2023). The current force attrition rate for Dyfed-Powys for 2023/24 is 6.8% for year 2023/24 compared with the national average of 9.1%  (Dyfed-Powys, 2023).
There were 51,210 female police officers in the 43 police forces as of 31st March 2023, this is 34.7% of police officers in England and Wales (up 1.2 percentage points from 33.5% last year) (Home Office, 2023). In Dyfed-Powys in 2024 37% of its police officers are female, an increase from 34.9% in 2020 (Dyfed-Powys, 2023).
[image: ]
[bookmark: _Toc170816593]Figure 1 - Dyfed Powys breakdown of staff by gender 2020 – 2024 (Dyfed-Powys, 2023)
Home Office data also shows that 36% of all police officers have less than 5 years’ service which is an increase from 31% the previous year (Home Office, 2023).
In Dyfed-Powys there are 446.56 FTE response officers, 76% of those have less than 5 years’ service. 
[image: ]
[bookmark: _Toc170816594]Figure 2 - breakdown of response officers in Dyfed-Powys by service length (Dyfed-Powys, 2023).
There were 51,210 female police officers in the 43 police forces on 31 March 2023, making up 34.7% of police officers in England and Wales (up 1.2 percentage points from 33.5% last year) (Home Office, 2023).
[image: ]
[bookmark: _Toc170816595]Figure 3 -  Proportion of female police officers, as of 31 March 2010 to 31 March 2023, England, and Wales. (Home Office, 2023).
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[bookmark: _Toc170816596]Figure 4 - Proportion of female police officers, by rank, as of 31 March 2023, England, and Wales (Home Office, 2023)
[bookmark: _Toc170825323]Culture 
“A pattern of shared basic assumptions that was learned by a group as it solved its problems of external adaptation and internal integration, that has worked well enough to be considered valid and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems.”  (Schein, 2010, p. 18)
This definition of organisational culture provided by Schein (2010), is cited by many academics in their study of culture. He goes on however to explain that leaders need to understand the culture within an organisation and indeed the functional and dysfunctional elements of it to manage cultural evolution and change. He further explains the different levels of culture. 
[image: ]
[bookmark: _Toc170816597]Figure 5 - The three levels of culture (Schein, 2010, p. 24)
Culture within policing is an area with a great deal of research and debate, as articulated by Cockcroft (2020), who described it as an issue or concept in policing like no other. He examines how police culture has become increasingly centred around poor practice it may lead to. He draws upon the history of defining police culture which has historically been done by academics and only in more recent years have the police as insiders begun to influence the understanding of police culture. This leads itself to supporting the theory of Schein (2010), as if the leaders within policing have not fully understood the culture, then they will not be able to manage those functional and dysfunctional elements of it in a changing environment. 
Cockcroft 2014, referring to research by Loftus (2009), argues that cultural change in the police service can be no more on occasion than a modification in behaviours, perhaps due to potential consequences. He concludes that police leaders themselves have oversimplified the subject of police culture and that there is a need for police leaders to have more clarity and understanding of police culture. Police culture is usually considered as occupational and organisational, a study by Cordner (2017) in America concluded that police culture is not always a problem, and it is substantially organisational and varies between departments and not just occupational or simply a case of individual differences. 
This argument is supported by Campeau (2015), who states culture should be seen as a resource rather than the traditional set of values. That police culture is more accurately considered in the situational context rather than by a set of behaviours or key characteristics. 
This is contrary to the theory of Schein (2010) who argues that culture cannot be inferred from only behaviour, as that is predetermined by the cultural disposition and situational context itself. When applied to policing this argument is supported by the work of Reiner (1985; 2010) who is consistently referenced in research literature who summarised those core characteristics of police culture. He affirmed that culture in the police operates as a frame of reference, which is the view of predominantly male rank and file police officers, as a way to orientate their behaviour (Reiner, 2010). Yet later research into police culture begins to move away from the lens of the key characteristics and apply more situational context. 
McCarthy (2013) argues that by harnessing the benefits of the ‘soft’ policing activities there is an opportunity to improve police legitimacy. This research challenges the accuracy of this masculinised status, as the dominant narrative on police culture. She cites the work of Paoline (2003), in calling for a revised understanding of police culture, due to the changes in its services and structures, under community policing reform. She refers to these alternative policing strategies where the female officers are effective due to them not conforming to the gendered norms. She refers to these changes within policing which place limits on these hegemonic views. 
Westmarland (2017) in seeking to use the human body as a way to enhance the discussion into gendered assumptions and culture in policing, also raises that some departments are attributed higher status due to masculinity associated with the roles. When considering gender traditional gender role characteristics place men in the working category and women as care givers, although it is considered that women in policing do not behave in a manner consistent with their gender theory role (Duxbury, et al., 2020). Indeed, it is argued that women will often engage in similar behaviours to those of males in policing (Archbold & Schulz, 2012). Although further to this it is considered that women in policing make choices in respect of their family life and make strategic choices that ensure they are not in receipt of gender bias in the workplace (Duxbury, et al., 2020).
The ideals of police leadership tend to align with a full time and uninterrupted career and that the cultural symbols of an ‘ideal’ police leader such as credibility, commitment, and competency, are obtained through a full time and uninterrupted career pathway (Ramshaw, et al., 2019). Dick & Cassell (2004) argue that it is this police identity and the notion that it is dominated by crime fighting is used to justify working practices that exclude women returning to work full time after having children and they go on to argue that this is a barrier to promotion and progression in females. They consider the policing as a conflict management discourse and find in their research that women themselves consent to that portrayal of policing as demanding. Yet they argue the reality of police work is indeed less crime fighting and more routine and as providing a public service. They conclude that there are many duties of policing that would be suited to part time and flexible work and recommended a deconstruction of the reality of police work to enable the identification of those working practices. Yet twenty years later that perceived culture assigned to policing remains. 
Indeed, it is this gendered subculture that has created the ideal worker concept, Silvestri, (2006) uses this framework developed by Acker (1992) to examine the career of policing. She aligns the organisations structure to the characteristics of the ‘ideal’ worker. She recognises the efforts made within the police service to introduce flexible working as a starting point but concludes that policy alone will not achieve the flexible working environment required for both men and women. 
According to Dick (2009), there is a cost to both the organisation and the employee with part time working, where the employee can endure increased workloads, and they may not receive the training opportunities and development of those working full time. She also supports the wider literature findings where in addition the manager is in a difficult position and under pressure to accommodate the requests. She further highlights the need for further research to understand fully the benefits and impacts. 
It is the intention of this research paper to seek to understand if culture does impact flexible working, and if it does what is it about that culture. It also seeks to understand what other barriers or enablers there may be to flexible working. 
[bookmark: _Toc170825324]Flexible working
Flexible working is a statutory right for employees to request and is regarded as a catalyst to address the barriers faced by women, the disabled, carers and older people. Employment Relations (UK Parliament, 2023).
In 1990 a scheme was launched which saw flexible working trialled in six forces. This was following a threat relating to an employment tribunal on the grounds of sexual discrimination. This led to it being implemented within policing across England and Wales in 1992 (Charman & Tyson, 2024).
Flexible working enables employees to request a change to their terms and conditions in respect of hours, times, or location of work. The statutory right to request flexible working was introduced by section 47 of the Employment Act 2002, this has been broadened in subsequent years with a notable introduction of the Children and Families Act 2024, which extended the right to all employees from day one. Further elements of the Act passed, but not yet commenced include the decision period being reduced to two month and removing the requirement for the employee to outline the impact on the organisation, together with enabling two applications a year and the requirement to consult the employee before rejecting (UK Parliament, 2023).
Police officers’ entitlements to flexible working are set out in Police Regulations 2003, police officers can apply for flexible working and can return to full time at their request. This is an important distinction between officers and staff. Police staff can request flexible working but have no right to return to full hours, this is a likely barrier, when people may want to reduce hours for a period when perhaps they have caring responsibilities but would want to return when those priorities change. 
In 1995 a thematic report by HMIC recommended that part time working and job sharing should be available to all ranks. Finding that whilst part time working and job-sharing schemes were available few people were taking advantage of them. It found that the schemes were inadequately communicated to the workforce and to the managers. It found that the culture of long hours was a hindrance to balancing home and work (HMIC, 1995).
Yet thirty years later research tells us that these issues and themes seem to prevail. So, what is it that prevents progress against these issues recognised decades ago? This paper seeks to understand those barriers and hindrances to changing them. 
The barriers to flexible working uncovered by Tuffin, (2001) related to:
· Legal Barriers - Police regulations 
· Attitudinal barriers
· Organisational barriers 
The barriers found in that study related to stereotypes and perceptions to those who worked part time or flexible shifts. She found that the introduction of flexible working was seen as problematic and inflexible (Tuffin , 2001).
The Covid 19 pandemic saw a change in attitudes in policing towards working flexibly. As the service sought to minimise the spread of the virus amongst its employees and adhere to Government restrictions it was forced to navigate new ways of working (Fleming & Brown , 2021). Many of the practices in relation to agile working have remained particularly for police staff. 
The pandemic is regarded as the catalyst to innovation within the police service, the use of technology to enable remote working was a significant factor to this. A survey of Superintendents Association members regarding the Covid 19 Pandemic found the adoption of technology to support more flexible working was regarded as the most beneficial change (The Police Foundation, 2022). 
The College of Policing provides guidance in respect of flexible working, yet the published guidance is dated 2013, whereas outlined so much has changed in policing and society since that time. Indeed, legislation relating to flexible working has too changed. 
That guidance articulates the benefits of flexible working for the police service:
· Retention 
· Diversity of recruits
· Reduced training and recruitment costs.
· Flexible working to meet operational demands.
· Reduced sickness absence. 
· Improved morale and commitment
(College of Policing , 2013)
Yet with such limited research available regarding flexible working in the police service the challenge must be to ask what the evidence base is for those claims. 
A survey conducted in 2021 by the College of Policing with Human Resource leads across forces found that practices offered by forces varied. 
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[bookmark: _Toc170816598]Figure 6 – Variety of Flexible working practices across forces (College of Policing, 2021, p. 3)
The National Police Chiefs Council has produced a flexible working toolkit for forces, this outlines the case for change and a step-by-step guide to self-assessment and change for forces. The five dimensions of choice are outlined; Hours, location, schedule, responsibility, and contracts (NPCC, 2022).
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[bookmark: _Toc170816599]Figure 7 - Five dimensions of choice (halfthesky, 2024)
The NPCC outline the strategic challenges that makes flexibility impossible to ignore. Capacity and sustainability of Uplift, recognising that the ability to work flexibly is a key enabler to recruit and retain staff. Also recognising the need to recruit diverse candidates to reflect the communities we serve. The changing demands on Policing, presenting opportunities to build resilience into the workforce, to build innovative resourcing models to meet the demands. The legitimacy of the police service improved operational efficiency and increased representation are key to enhancing trust and confidence. Wellbeing and absenteeism are highlighted as a strategic challenge, recognising that absence linked to burn out and work life balance are increasing (NPCC, 2022). Whilst this is a step forward the implementation of recommendations remains at the force’s discretion. 
The work reimagined survey (2021) surveyed 16, 264 respondents across 16 countries, nine out of 10 respondents wanted flexibility in where and when they work, with 54% likely to quit if they do not get what they want. (EY, 2021)
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[bookmark: _Toc170816600]Figure 8 - Results of work reimagined survey (EY, 2021, p. 8)
When asked how important it is to have flexibility in where they work 87% find flexibility in where important. When asked how important it is to have flexibility in when they work 88% find flexibility in when important. If given a choice between the when or the where, 54% would prefer flexibility in when they work over where (EY, 2021, p. 8). More than half of the respondents to this survey are the Millennial generation, which is those born between 1980 and 1986, and so relevant to considering the demographic of our workforce in policing. 
A survey conducted across all police forces in England and Wales in respect of Maternity experiences found that 77% requested a flexible working pattern, yet only 23% finding that process simple. 20% of respondents said it took over 3 months for them to get the request approved (Duddin & Wright, 2023).
It is suggested in the limited research there is, that the inflexibility of the organisation is a contributory factor to those voluntary resigning from the police service. This relates to the employee needs regarding caring responsibilities, and the move to part time working. (Charman & Tyson, 2024)
Policing Vision 2030 identified priorities and themes for policing whilst addressing the changing nature of crime and the need for prevention activity, the vision also clearly articulates the want to be a representative and inclusive workforce, ‘policing’s vision of where it wants to be by 2030, to deliver a police service that is effective, inclusive and trusted by the communities it serves’ (National Police Chiefs Council , 2023).
Pillar 4 of the strategy sets out its objectives.
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[bookmark: _Toc170816601]Figure 9 - Pillar 4 Policing Vision 2030 (National Police Chiefs Council , 2023, p. 4)
Fridell, (2017, p. 45) emphasises this importance of recruitment to promote fair and impartial policing and importantly the perceptions of it. 
‘Recruit and hire individuals who represent the diversity of the community’ and adds that employers should ‘Hire people who can police in an unbiased fashion and guard against implicit biases in managerial decisions, such as hiring, promotion, and evaluations.’ 
Recognising the full-time role being a potential barrier to recruitment, 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). This demonstrates an effort to understand and address he barriers to flexible working, in that the training period is usually fulltime. 
[bookmark: _Toc170825325]Barriers and enablers to flexible working 
How an organisation signals to its employees its support for flexible working is beyond just having family friendly policies. These informal signals may be a reason that uptake of such policies such as flexible working is hindered (Feeney & Stritch, 2019, p. 428).
There are often perceptions surrounding flexible working such as lack of commitment, Charman & Tyson, (2024, p. 2) refer to Jenkins (2000, p.22) finding that those with flexible working arrangements are considered to be ‘part-time, part able and part committed’. 
This is the culture referred to where presentism and availability are seen as markers of an effective employee. The benefits of working flexible, being able to exercise some control over the working pattern and start and finish times, is featured in a study by Scholarios, et al., (2017). This demonstrated that those with flexible working patterns were more likely to suffer stress and increased alcohol consumption. This is an interesting study to consider and to understand if working flexibly may cause additional stress and burden upon the employee. Their study challenges the rhetoric that flexible working options and family friendly policies improve wellbeing. 
This is supported by the fact that for many who work flexibly it is a self-driven and self-directed to ensure it fits into already established structures. This adds additional demands upon the employee which are both practical and emotional. To be enabled to work flexibly is plauded as an employee benefit rather than the organisations capability (Young , 2019). 
The 2023 Modern Families index published by Working Families Charity puts a spotlight on lower income families and their research finds that higher income families have more access to hybrid and home working and are more likely to have flexible working requests rejected. (Working Families , 2023, p. 9). Their 2020 report found that substantial proportions of the working population find difficulties in the pressure to ‘go the extra mile’ and an always on culture. Their research found that 48% of parents say that working from home has increased their workload. 44% of working parents felt compelled to dip into work in the evenings (Working Families, 2020, p. 8).
Charman & Tyson, (2024) citing Dick, (2006); Newton and Huppatz, (2020) argues that those that are wanting flexible working arrangements, are often at the mercy of those line managers who are willing to accommodate their requests (Charman & Tyson, 2024).
The mere existence of flexible working policies and arrangements can be used by organisations as evidence of their support and commitment to being a family friendly workplace. But the existence of these alone does not take consideration of the wider impact or cultural stereotypes that may exist (Charman & Tyson, 2024).
Policing is a command-and-control demand led service, and therein lies the conflict, for the organisation requires flexibility from the front-line workers to ensure it meets that demand, particularly when the demand is unpredictable. The flexibility in policing is the working beyond shift end times, changing rest days and for some roles being on call. When staff are part time or working flexible hours within that structure line managers can struggle with how to manage those instances when there is a need to work on. Reconciling these different perspectives is the challenge and that requires more than just policy changes (Dick , 2004).
[bookmark: _Toc170825326]Family friendly policies
All police forces should have policies relating to flexible working. Whilst the overarching entitlements are similar and often based on legislation or Police Regulations, the implementation and processes applied to flexible working vary greatly. The British Association of Women in Policing (BAWP) campaign for the rights of women in the police service. Founded in 1987 it provides a platform for women to have their voices heard within policing. In 2001 the Gender Agenda was launched followed by two further iterations in 2006 and 2014. In 2020 the He for She campaign in policing reported on the progress made, whilst recognising work that remained to be done (BAWP, 2019).
Police officers and staff are represented by the Police Federation, Unison, and the Superintendents Association. Despite these overarching organisations to support and champion the rights of employees the aims and issues identified in the first Gender Agenda in 2001 remain the same in 2024. ‘Inflexible thinking on flexible working’ setting out the case for change in 2001 (BAWP, 2021, p. 3).
Operation Uplift has seen a significant surge in police officer numbers, albeit not in sufficient number to account for those leaving. The changing demographic as the service seeks to recruit more diverse candidates has led to a number of challenges (Home Office, 2022).
[bookmark: _Hlk170497611][bookmark: _Hlk170508979]Whilst flexible working is not specific to women in policing, historically it has been used as a tool to recruit and retain females. It is argued that the introduction of part time and flexible working has been driven by the need to demonstrate adherence to employment and equality legislation and to retain female staff (Edwards & Robinson , 1999). This characterisation of flexible working practices could inhibit males from making requests to work part time. This research seeks to understand any gender specific barriers or enablers to flexible working in Dyfed-Powys, as there is a sparsity of comment in current literature. 
Dyfed-Powys has a Part- time and flexible working policy. For police officers the definition of part time working is hours of work of less than 40 hours per week. For police staff, part time working applies to staff working less than 37 hours per week. Flexible Working covers two elements, the number of hours worked and when the hours are worked, this could be compressed hours, annualised hours, reduced hours, variable hours worked or working from a different location (Dyfed Powys, 2022).
It is important to note that police staff within Dyfed-Powys work a flexi-time scheme which allows them to work their hours when they wish. This is not available for operational staff who are required to work a set rota. The force also has a separate smarter working policy which relates to where people work from, agile working. The fact that there are three separate policies which relate to how, where and when people can work inhibits the true understanding of flexible working, which restricts the visibility of the wide range of options for staff. 
[bookmark: _Toc170825327]Conclusion 
The literature review demonstrates that there remains limited research and understanding as to the barriers to flexible working in policing. Research spanning decades drew conclusions and made recommendations for change yet thirty years later the issues have not fundamentally altered. The research demonstrates that the barriers to flexible working in policing relate to the embedding of the policies and procedures. It is evident that whilst there are inconsistent approaches to part time and flexible working across the 43-force model, there are options for officers and staff wishing to balance work with home or caring responsibilities. It is the uptake of these that remains the challenge, and the culture or perception of how that will be seen by managers and colleagues is what the literature review presents. 

[bookmark: _Toc170825328]Chapter three - Research Methodology 
[bookmark: _Toc170825329]Introduction 
This chapter will outline how the research for this study was conducted. This research paper considers the question ‘How does police culture impact flexible working and recruitment, retention and progression within Dyfed-Powys police.’ To enable this question to be answered the researcher has set the following objectives to give the research purpose and direction (Saunders, et al., 2019).
· 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.
[bookmark: _Toc170825330]What is research?
Research defined by Saunders et al (2019, p 5) as ‘a process that is undertaken in a systematic way with a clear purpose, to find things out’. Research consists of three steps: the posing of a question, the collection of data to answer the question, and presenting an answer to the question (Bell & Waters, 2018, p. 20).
[bookmark: _Toc170825331]Research design 
The research design provides a framework to how the researcher will obtain and analyse data in a systematic fashion. 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. 
Denscombe (2014) outlines the characteristics of a good research design in that it should provide a description of the key components of the investigation, specify a general approach or strategy, and give details in respect of methods of data collection and analysis. He sets out several key decisions that are to be made at the commencement of a research project. 
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[bookmark: _Toc170816602]Figure 10 - Figure outlining the decisions to be made in research (Denscombe, 2014)
Having considered approaches to research, the research paper will utilise the ‘Research Onion’ to provide that structured framework and approach. This model from Saunders, Lewis, & Thornhill (2016, p.130) is made up of six clear layers which systematically guide the researcher through the research process. 
[image: -.Research.Onion.(Saunders et al.,.2016) | Download Scientific Diagram]
[bookmark: _Toc170816603]Figure 11 - Research Onion (Saunders, Lewis, & Thornhill, 2016, pg.130)
The outer two layers relate to the philosophy and theory applied to the approach, the next three layers refer to the strategy and methodical choice. The central layers relate to the data collection and subsequent analysis. In the simplest of terms, it is the peeling of each layer from the higher philosophical considerations and choices to the tactical choices as you reach the centre (Saunders, et al., 2019). 
[bookmark: _Toc170825332]Research Philosophy 
Research philosophy is the system that guides a researcher in gaining knowledge and understanding in respect of their chosen subject. This is through both a set of beliefs and assumptions. The key components to this are ontology (the nature of the reality or being), epistemology (the nature of the knowledge) and axiology (the researchers biases and their values) (Saunders, et al., 2019, pp. 133-134).
Whilst there is a tendency in research literature to suggest a researcher should align to one concept over another Denscombe (2014), when discussing ontology is clear that the need to determine a researcher as either a realist or a constructionist is unnecessary and that researchers should instead focus on understanding how different groups construct their social realities. Research management philosophies consider positivism, critical realism, Interpretivism, post modernism and pragmatism. These can be considered against the ways in which humans are able to interpret the world that surrounds them (Saunders, et al., 2019).
Considering the differences in these philosophies the researcher considered the current research question to rely upon interpretivism and pragmatism as preferred theories. The ontology of interpretivism is that that it is socially constructed and therefore subjective. The methodology that is best suited to this theory is qualitative research.
In respect of pragmatism the ontology of this is that reality is seen in practical terms and is therefore changeable based on human experience. The epistemology of this is where knowledge is considered based on practical consequences, therefore the methodology that suits this theory is one that is flexible and suits the mixed method of both qualitative and quantitative research methods. The researcher is motivated by a desire to make organisational improvements and the pragmatism approach draws on the practical consequences, which swayed the researcher to this approach. 
Interpretivism does mean that the researcher may apply their own values and beliefs to the interpretation of the data. It is also recognised that this approach allows for the context of the research recognising that varied interpretations of reality may exist (Biggam , 2021, p. 144). This approach is more aligned to the subject of the research in that it seeks to examine police culture and the impact on flexible working, gathering people’s views and experiences, and the context in which they are made. The researcher is aware of the requirement to consider their own assumptions and experiences and how they may influence the interpretation of data. 
Denscombe (2014) draws positivism and interpretivism as more closely aligned and argues that researchers should not be drawn to ring fencing their approach. Denscombe (2014) argues that pragmatism allows the flexibility and for researchers to be eclectic in their approach. He recognises the appeal for those seeking to problem solve in their research and it is for that reason it appealed to the researcher alongside the Interpretivism theory. The researcher is seeking to understand the subject to enable recommendations and therefore problem solve any barriers to flexible working. 
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[bookmark: _Toc170816604]Figure 12- A simplified model of basic social research philosophies (Denscombe, 2010, p. 118)
[bookmark: _Toc170825333]Research approach 
Considering the pragmatism and interpretivism approaches the researcher is led to a mixed methodology approach to research. There are two defined approaches to research, deductive and inductive, which are opposing and provide differing pathways for deriving conclusions. Inductive will take the data and go on to build theories. Conversely deductive starts with a general theory and then will test it. The inductive approach is more flexible and able to adapt to new data (Saunders, et al., 2019).
When considering the differences between the two approaches, the nature of the role of the researcher, being a serving police officer lends itself to the inductive approach. As this approach places an emphasis on the researcher as part of the research process and having a close understanding of the context of the research. 
[bookmark: _Toc170825334]Methodological approach 
This research adopts a mixed method approach, described by Johnson, et al., (2007) as a synthesis between the qualitative and quantitative research methods and bringing ideas together from both. It gathers primary data combining both these methods. It adopts the concurrent embedded design approach where quantitative questions are embedded within a more qualitative questionnaire as a single collection method. 
Quantitative research enables an understanding of current flexible working practices within policing, in relation to numbers of officers and staff with a flexible working arrangement, numbers at each rank and gender and numbers of respondents who select a particular response to a question. A qualitative approach allows further exploration of the barriers and enablers, thereby enhancing the understanding of the cultures that exist to problem solve and formulate recommendations. A qualitative methodology enables the researcher to reach conclusions which are considered against an understanding of the nature of the individual’s experience. Given the research topic relates to people’s experiences of flexible working this method enables a more in-depth understanding of respondents lived and perceived experiences (Hennick, et al., 2020).
As outlined by (Bell & Waters, 2018) by combining quantitative and qualitative data, the researcher draws a more comprehensive understanding of the topic. This also ensures that the weaknesses of using either method on its own are reduced. They argue that the strength to the mixed method is the triangulation of any findings. It details applying different perspectives to a subject by using a range of methods and techniques to come to a better understanding of it. This approach is supported by Johnson, et al., (2007) who argue that both methods have their respective strengths and weaknesses and therefore the mixed approach is a means to resolve. 
The research subject considers the impact of police culture and therefore lends itself to the qualitative approach, to assist in exploring the barriers and enablers. Schulenberg, (2007) sets out some of the challenges in using a mixed approach in a study relating to police decision making. He sets out the implications and refers to the researcher as having a degree of conceptual gymnastics. 
Johnson, et al., (2007) in considering the approaches to research and benefits of a mixed approach have provided an attempt at a new definition for the mixed approach. It is this definition that the researcher considered the determining factor in deciding the approach. 
‘Mixed methods research is an intellectual and practical synthesis based on qualitative and quantitative research; it is the third methodological or research paradigm (along with qualitative and quantitative research). It recognizes the importance of traditional quantitative and qualitative research but also offers a powerful third paradigm choice that often will provide the most informative, complete, balanced, and useful research results’ (Johnson, et al., 2007, p. 129).
[bookmark: _Toc170825335]Research strategy 
To enable a greater understanding of how culture impacts flexible working the research strategy utilises the survey method, primarily achieved through online questionnaires with staff. Thereby enabling the findings to be explored in depth and compared against the results from the literature review and triangulate findings as outlined by Bell & Waters, (2018).
The researcher considered the variety of options available to undertake research and utilised the checklist provided by Denscombe, (2014) to consider suitability, feasibility and ethics to aide decision making. 
One option considered was use of case studies, these provide for an in-depth insight into a particular issue. The spotlight of a case study has a narrow focus (Denscombe, 2014). Whilst the benefits of this approach would provide the researcher a considerable insight into those who have flexible working patterns, or do not have flexible working, it was considered too narrow to draw helpful conclusions. The literature review demonstrated the complexities of flexible working and therefore this approach would risk conclusions being drawn from such a narrow sample which would then be unreliable. The ability for the case study to really get into the complexities by unravelling them and understanding the why was a consideration as a benefit in contrast to the risk. The researcher considered utilising a case study from the respondents to the sample, indeed respondents were initially asked if they would be willing to assist in further research. Yet on review of the varied responses, it was felt that one person’s experience and the ‘why’ may not apply to the wider population in policing as flexible working is both a personal as well as a career decision. This generalisation of findings is highlighted by (Denscombe, 2014) as a disadvantage to this option. Using the Denscombe, (2014) checklist this technique was discounted under the suitability factor and in cognisance of the interpretive theory and the need to consider context this was discounted. It is likely that it would not have provided the appropriate data or findings to answer the research question. 
The researcher conducted a literature review; however, this is not to be confused with a systematic review as an option. This approach was considered, but it is better suited to a subject for which there exists considerable body of evidence. There is limited research regarding the subject of police culture and flexible working, this is even more the issue when applied specific to Dyfed-Powys which led to this approach being discounted as it would not meet the suitability factor to answer the research question. 
The chosen method for this research was a survey strategy, although recognising that this is usually more suited to the deductive approach (Saunders, et al., 2019). Several survey methods were considered, many of these determined by the method or technology used to conduct them. Such as telephone, social media, in person, post. In consideration of the advantages and disadvantage of each, a web-based online survey questionnaire was utilised. The main advantages of this which led to it being the preferred option are that it affords anonymity and was easily circulated across Dyfed-Powys police population which is a geographically vast area. It is also a method better suited when considering potential participants who work varied shifts over a twenty-four-hour period (Denscombe, 2014).
[bookmark: _Toc170825336]Data collection
The participants for this study are employees within policing and working for Dyfed-Powys Police. There were not any requirements to survey participants outside of policing as this is an internal focused study. 
Participants were all ranks, genders, and police staff grades to enable an understanding of any role/rank specific factors that influence attitudes to flexible working. 
To collect data a sampling technique is required, there are two distinct techniques: probability and non-probability. How these samples are obtained and selected and how representative they are of the population to be surveyed provides the distinction. A random selection is probability sampling, whereas non-probability refers to non-random selection (Saunders, et al., 2019). The researcher considered the sampling approach best suited to the objectives and the demographic required to provide responses. Self-Selection sampling was the preferred option from volunteer sampling techniques. 
This technique is where individuals identify their own desire to participate in the research. This method requires the researcher to publicise the need for participants and then collect the data from those who respond. This technique suggests that those who chose to participate often do so because of their strong feelings or opinions about the research subject. This appealed to the researcher as the preferred technique for that reason. (Saunders, et al., 2019)
A Microsoft form was designed as a questionnaire tool, this format enables effective analysis of the data. The form utilised branching to ensure all relevant information was captured. As the participants were intended to be internal employees of Dyfed-Powys police, with the permission of the force the questionnaire was distributed to the target participants via the secure police email. The email included an explanation as to the purpose of the survey and included a link to the survey. The survey began with demographic questions, including whether the respondent is police staff or officer, length of service, rank, or police staff grade.
A total of thirty-six questions were asked, although branching was utilised so depending on the respondents answer this could be less if some were answered no. For example, one question related to whether the person had a flexible working arrangement, for those who did not, there was no requirement for them to have questions specific to that, 
There was also several branching to an ‘explain your answer’ questions to enable further exploration of the response. The limitations of a survey approach were considered regarding the number of questions so as to not take advantage of the respondents good will or induce participant fatigue (Saunders, et al., 2019).
The intention initially was for small focus groups to be identified through an additional question within the questionnaire to enable the researcher to probe themes and draw further understanding of the enablers and barriers through structured interviews. Structured interviews are another form of surveying. On reviewing the responses this option was discounted as the participants gave thorough explanations that negated the need for further probing. 
[bookmark: _Toc170825337]Informed consent 
The process for obtaining informed consent was follows: 
· Respondents were invited to participate in the research via a link sent to all users via email. 
· The email included an explanation as to the purpose of the research. 
· The respondents were informed the survey responses are confidential and anonymous, and that participation was completely voluntary.
· The respondents were given contact details should they require further information, and the survey enabled them to provide their contact details if they wished to receive an update or participate in further research. 
[bookmark: _Toc170825338]Time horizon 
To meet the research aims and objectives a cross-sectional time horizon was the preferred method. This method involves the collection of data (responses) from a chosen population group at a point in time. This enables comparisons to be made and is a more manageable method given the time parameters of the research. The researcher considered longitudinal research which would track over a period to identify changes and developments. This would be a more suitable option if there were to be changes implemented which would enable a cause-and-effect consideration. The time constraints placed upon the dissertation, together with no variables to track or monitor longitudinal research was rules out as an option (Saunders, et al., 2019).
[bookmark: _Toc170825339]Data analysis 
Microsoft Excel enabled the extraction and collation of the data to allow for analysis of the results. 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 is presented using tools, graphs, tables, and charts as a visual representation. 
Qualitative data was analysed for themes and trends and considered against the literature review and quantitative data. This enabled the researcher to compare findings and critically evaluate to make recommendations. Raw data was extracted into Microsoft Excel, the responses were coded as numbers in Microsoft forms and therefor anonymous. The free text data was extracted, and coding methods applied. Thematic coding was the preferred option as the researcher sought to draw out themes. The coding technique preferred by the researcher was emergent coding, this enabled the themes to be drawn out from the respondents’ answers.
[bookmark: _Toc170825340]Assumptions 
This researcher made some assumptions in respect of the participants in the research. An assumption is an unexamined belief that the researcher brings to the study and that is accepted as being valid (Adu & Miles, 2024).
1. That the participants will answer the questions honestly and are forthcoming in respect of their personal views and experiences.
2. That the participants provide examples and responses based on their employment within Dyfed-Powys Police.
3. That the respondents understand the terminology referred to (and detailed at the start of the survey) in respect of flexible working. 
4. It is assumed that the participants are employed by Dyfed-Powys Police due to the method of survey distribution. 
[bookmark: _Toc170825341]Limitations and potential hurdles 
The researcher identified potential limitations to the research. 
· Risk of low response rate to the survey
· Potential for the responses to lack depth.
· Potential for personal opinion or bias of the researcher impacting the interpretation of the data.
· Honesty of responses given that the researcher is a serving senior leader within Dyfed-Powys.
· Access to data relating to Dyfed-Powys Police.
Regarding the first limitation the researcher considered that the response rate may be low, this could be attributed to survey fatigue or the method of distribution. The second limitation was considered and mitigated with the option to conduct further structured interviews with participants. 
The researcher is cognisant of the potential for personal bias or opinion to impact the interpretation of the data. To mitigate this the use of qualitative and quantitative data will ensure the triangulation of conclusions or insights drawn. The researcher is also motivated by ensuing the force understands the barriers and enablers to flexible working and therefore recognises the importance in ensuring the credibility of results. To ensure openness and honesty of the respondents the researcher is explicit in respect of the anonymity of the results to elicit meaningful responses. 
The researcher identified a potential limitation in respect of access to data and policy relating to Dyfed-Powys police. In the literature review it was evident that force policies relating to flexible working in Dyfed-Powys were not available on open source. To mitigate this and secure access to these relevant documents and staff demographics the researcher considered a Freedom of Information request (FOI). In the interim a formal request was made to a Chief Officer requesting permission to access the relevant data internally. This was approved and therefore negated the need to submit an FOI. 
[bookmark: _Toc170825342]Ethical considerations
Research ethics relates to a moral code of conduct, which applies when the focus of empirical research are people. Biggam’s (2021) core ethical research principles were applied. 
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[bookmark: _Toc170816605]Figure 13 -  Core Ethical Research principles - (Biggam , 2021)
Transparency – This was achieved by accessing workforce information using consent from the organisation, obtained via email. The workforce questionnaire was circulated via email with the consent of the organisation. 
Confidentiality- All data and questionnaire results were treated in the strictest of confidence, this was clearly articulated in the communications to accompany the questionnaire. This is in in accordance with the Research and Ethics code of practice of University of Wales Trinity St David (UWTSD 2023). 
Voluntary – Participation in the research was a voluntary consent basis, this was also clearly articulated in the communications to accompany the questionnaire. 
Do no harm – The researcher paid consideration to staff who may share personal experiences and how that information can be anonymised. It is vital that there can be no harm to those who chose to participate. Data and responses were 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 and conclusions are not biased and are evidence led.












[bookmark: _Toc170825343]Chapter four - Analysis of results 
[bookmark: _Toc170825344]Introduction 
The previous chapter provided details a mixed approach to research, with both qualitative and quantitative data. Data was collected utilising an online survey, this enabled the reach across the geographically vast force area of Dyfed-Powys police. 36 questions were asked; however, some respondents would have had less if they selected no to certain questions. 
At the start of the survey the definition of flexible working applicable to this research was provided to ensure clarity as to the context of the research:
Part time Working - For police officers the definition of part time working is hours of work of less than 40 hours per week. For police staff, part time working applies to staff working less than 37 hours per week.
Flexible Working - covers 2 elements: -The number of hours worked, When the hours are worked.
(Note: The flexitime scheme and smarter/agile working are separate processes)
The research focuses on how culture impacts flexible working, recruitment, retention, and progression in Dyfed-Powys Police. The questions were a mixture of multiple-choice options, together with free text responses. The free text responses were utilised to ask the respondent to explain the previous answer given to enhance the quality of response. This enabled the researcher to gather further insights and gain a deeper understanding of the responses in furtherance of answering the research question. 
All participants engaged well with the questions and gave detailed free text responses, providing their personal experiences and thoughts. 
To ensure effective analysis of the results, the researcher has considered them against the objectives set, specifically objectives one to five, with the remaining objectives being dealt with in the conclusion and recommendations chapter. 
[bookmark: _Toc170825345]Survey sample characteristics 
Between and the 27th of April 2024 and the 8th May 2024 the survey was open for completion, the link to the survey was circulated via email and via an all-user bulletin on the force intranet. There were 118 respondents who completed the online survey. The average response time for completion was 23 minutes 47 seconds. 
69 of the respondents were female representing 58% of the respondents and 49 male (42%). The current workforce data for Dyfed-Powys shows that females make up 37% of the force staff population, yet for the survey the % of Male Police Officers and Female officers completing the survey were almost equally split with 45 females and 46 males. Flexible working tends to be taken up by more females than males, and so this would account for a higher percentage of female police officers compared to overall population completing the survey. 
[image: ]
[bookmark: _Toc170816606]Figure 14 - Respondents to online survey by gender
Of all those who took part in the survey 33 (28%) had a current flexible working arrangement, of those 28 were female and only five males. This supports the view, that flexible and part time working is more likely to appeal to women, as they are more likely to be the care giver. This is a common theme in the available literature, and this result therefore provides support for Edwards & Robinson, (1999) who argue the introduction of part time and flexible working has been driven by the need to demonstrate adherence to employment and equality legislation and to retain female staff.
[image: ]
[bookmark: _Toc170816607]Figure 15 – breakdown of respondents with flexible working arrangements by gender
The survey was distributed electronically across all officers, staff and staff within the Office of the Police and Crime Commissioner.
91 (77%) of respondents were police officers, and 24 (20%) police staff. As of 31st April 2024, there were 1318 police officers employed in Dyfed-Powys and 955 Police staff, therefore whilst there are more police officers than staff this is not a representative sample. The survey clearly articulated that it was seeking views in respect of flexible working and not the flexi scheme that police staff are able to work. This is likely to account for the reason more police officers completed the survey as police staff by the nature of the flexi scheme, already have a degree of flexibility regarding start time and finish, negating the need for a formal flexible working agreement. 
[image: ]
[bookmark: _Toc170816608]Figure 16 -  Breakdown of respondents by role
[image: ]
[bookmark: _Toc170816609]Figure 17 Breakdown of respondents by gender
When considering the rank and grade of respondents and the length of service, the results broadly reflect the demographic of the force. 28 respondents were at Insp or above rank and 19 were of the rank of Sergeant or police staff equivalent. This is helpful as to understand the barriers and enablers to flexible working, the role of the manager is clear. The breakdown of respondents is therefore 71 police constables or staff equivalent and 47 in a supervisory role. 
The survey asked respondents to provide their length of service:
· Less than 5 years’ service – 13.
· 5-10 years - 18
· 10-15 – 10
· 15-20 years – 16
· 20 – 25 years - 33 
· Over 25 years - 9. 
This breakdown ensures that the results can be shown to give a broad representation of views across the organisation regarding role, gender, and length of service. 
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[bookmark: _Toc170816610]Figure 18 - Respondents broken down by rank/ grade and length of service.
[bookmark: _Toc170825346]Aims and Objectives
The researcher set clear aims and objectives for the research project, the questions asked in the survey were designed to answer those objectives when synthesised with a review of literature. 
Objective one 
[image: ]Officers and staff within Dyfed-Powys can request flexible working arrangements. There is no clear definition of flexible working. Cipd identify that surveys and statistics often use different lists or definitions (CIPD, 2019), Dyfed Powys police have a part time and flexible working policy that outlines flexible working options applicable to their policy, this includes a definition of flexible working. 
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[bookmark: _Toc170816611]Figure 19 - Definitions of Part time and flexible working in Dyfed Powys. (Dyfed Powys, 2022)
Respondents in the survey were asked if they currently have a flexible working arrangement and if so, what that arrangement was. 33 (28%) of respondents had a current flexible working arrangement and of those 21 were reduced hours, six condensed / compressed hours, 1 annualised hour and 7 others. Respondents were able to select more than one, recognising that some will have several elements. 
Of those respondents 30 (81%) cited childcare as a reason, with three selecting other caring responsibilities and 3 selecting health. This is reflective of the literature review which demonstrated that flexible working was mostly used to enable parents to manage work life balance and childcare responsibilities. (Feeney & Stritch, 2019)
Data obtained from Dyfed-Powys police demonstrated that in the period 1st April 2023 and the 31st of March 2024, a total of 131 flexible working applications were processed within Dyfed-Powys, 127 applications were approved, four were declined and there were 2 appeals (one withdrawn and one declined) (Dyfed-Powys, 2023)
Some staff will be on flexible working arrangements over a lengthy period in their career. From the data available and held in Dyfed-Powys police it is not possible to outline, how many staff in Dyfed-Powys currently have flexible working patterns, or therefore how many of those participated in this research. That is a gap for Dyfed-Powys in terms of how well it understands its workforce that they do not collect that data over time and can only provide data of those approved in any given period. 
Respondents were asked if they have previously had a flexible working application refused, and if so, what reason was provided. 23 (19%) of respondents answered yes. On consideration of the further explanations provided, it was evident that some who considered they had been refused were not through the formal decision-making process, and instead were told not to or that it would not be approved. This is a gap in the data available from force and shows a gap in understanding of the need to submit a request to access the appeals process. The majority of those refused gave reasons relating to nature of the role, staffing levels in the team or department or that there were others in the team on flexible working and not all could be accommodated. 
[bookmark: _Toc170825347]Barriers to flexible working
[bookmark: _Hlk170730757]A set of questions were asked which related to those that currently or have previously line managed any staff with flexible working applications. 48 (41%) answered yes to that question and 70 (59%) answered no. For those that answered ‘no’ the next set of questions were not visible. Respondents answering yes were then asked a follow up question to seek to derive further insights, ‘How easy did you find the process to consider a request for flexible working?’ They were then given the options of extremely easy, somewhat easy, Neutral, somewhat not easy, or extremely not easy. This question was asked to seek to understand if process or systems were a potential barrier.
15 (31%) answered somewhat easy, and 6 (13%) answered extremely easy. 15 (31%) answered neutral and 12 (25%) answered somewhat not easy. 75% of respondents therefore felt neutral or answered in a positive response. 
When asked to explain their response the 12 that answered in a negative response generally cited issues with the system, or not having information available to them. In some of the neutral responses the system was described as easy, but the process and support were raised as gaps. This supports the research of Charman & Tyson (2024) which relays the importance of line managers. 
· It is not very well explained until you contact HR and ask them to explain it fully. However, information on the intranet was not easy to come by. Although we managed the flexible plan on a temporary local basis
· Not the most user-friendly system
· There is much negotiation and the process itself is largely dependent on who reviews it and their own personal thoughts.
· No clear guidance or training given.
· I personally did not have much of an issue with the flexible working member of staff or their request. I do find that (whether or not the organisation would ever admit this is another thing) my line managers were against the idea as a rule, and I felt pressure into finding ways not to authorise flexible working patterns.  I also feel there is more of a negative attitude and almost an expectance that male officers would not look for flexible working patterns.
· It is easy to consider an individual request but there is no easy way to consider how one flexible request fits into the jigsaw puzzle that is a whole section / department.
· The system is not fit for purpose, surely there is an easier fool proof system.
· every time you have to submit a new request you have to repeat your personal circumstances which can be upsetting to the reasons why you have to request a flexi.  
Do not think it is up to the officer requesting to state how it will affect the organisation. That should not be our concern. It should be up to a line manager to complete that section.
· It is not very well explained until you contact HR and ask them to explain it fully. However, information on the intranet was not easy to come by. Although we managed the flexible plan on a temporary local basis.
· Receiving the application is easy through the online process, the challenge is working through and understanding the impact of the application on the team/department and understanding what is workable and when it becomes a challenge to maintain business as usual.
· Only easy if you have a good grasp of the current flexible working procedure





















[bookmark: _Toc170816612]Figure 20 - Q. 7 – Free text responses to question ‘How easy did you find the process to consider a request for flexible working.’
[bookmark: _Hlk170500076]For those staff with flexible working arrangements in place they were asked the same question. ‘How easy did you find the process to request flexible working?’ From the 33 responses, 6 stated they found it extremely easy, 11 somewhat easy, 9 neutral, 4 somewhat not easy and 3 extremely not easy. The responses in the positive framing equated to 51% with 21% having a negative response. When that is compared to those line managers the positive response equated to 44% with 25% in the negative. So broadly similar in %. 
When considering the free text comments to understand the context to those response, the differences were clear. Line managers raised issues with the system or the understanding of process, whereas those individuals themselves talked more about the challenges on them personally and the responses were more emotive and detailed. 
· The process has to go through a line of management and if they do not deem your request valid then it may not even reach the HR department. The forms are also not fit for purpose they need modernising.
· The application process was easy, but the length of time waiting for a decision was extremely stressful, particularly as my home situation had changed overnight and I needed to reduce my hours straight away. Additionally, I requested to reduce to 20 hours per week, but management tried to get me to accept 18.5 hours per week AND a drop in grade from band D to band C. That added to my stress levels a great deal and I found it very insulting and distressing, particularly at a time when my children were suffering.
· The length of time it takes to be approved/not approved. Initially I was doing a job share where I had to come in a number of times to try and sort it out could not be done remotely from home which would have been useful. It took months to be approved from Feb - July. This was some 4 years ago approx. Also, as a shift worker knowing the guidance around shift allowances and the percentages you are entitled to when you adjust your hours/days was only mentioned after submitting a couple of requests. Would be useful to have that at hand prior to looking into FWA.
· Felt like I continuously have to justify my reasons for reduced/flexible working from the moment I applied. Thankfully, the last application my DI was very supportive and agreed my FW application however previously I have had a battle been supervisors, family and private childcare, with myself being stuck in the middle left feeling very stressed and emotional especially on return from maternity leave. 
· In order to continue to work full times hours, I had to drop Rest Days to make up the hours.
· Quite a drawn-out process of applying, then application is passed through a tier system of management to reach approval. Then to be informed that your temporary request for reduced hours for childcare needs has been approved but you have to relinquish your full-time hours on a permanent basis. At the time it caused a feeling of panic and fear. 
· The form to complete the request takes an age to complete as it does not allow you to populate multiple days. The form does not allow you to complete an annual rota, only a rolling rota which does not allow you to take school holidays into account.




















[bookmark: _Toc170816613]Figure 21 - free text responses to question – ‘How easy did you find the process to request flexible working?’.
Those staff with flexible working arrangements were asked the question ‘How do colleagues respond to your flexible working arrangement? They were given the options of positively, negatively, neither/neutral. 13 answered positively and 3 (9%) negatively, 17 responded neutral and some of the explanatory comments then provided context relating to colleagues’ comments. When asked to explain their answers the comments related to colleagues’ comments or understanding rather than management. The positive responses tended to relate to either no comments from colleagues, or the feeling that the pattern had little impact on colleagues. 
A further question was asked: ‘Have you faced any challenges working flexibly.’ 23 (70%) answered yes whereas 10 (30%) answered no. This question elicited more details than the one in regard to colleagues’ responses, on review of the free text answers however several related to comments made of a negative nature. Of those who have faced challenges 3 of the respondents were males with one answering:
[image: ]
Those with flexible working arrangements were asked, ‘How has working flexibly impacted your work life balance?’ 94% responded positively and two respondents replied negatively. ‘Due to work not being flexible in my role I only have three hours every other week whereby I am not looking after my children or working.  It impacts my mental health as I have no time for myself.’
‘There is no work life balance. I am working to 10pm to squeeze in my working hours. Add that to a reduced salary’.




Whilst flexible working will assist in managing employee’s wellbeing as outlined by the NPCC, (2022), It is important to consider the negative consequences of flexible working as outlined in research by Scholarios, et al., (2017). 
Due to the volume and detail of the responses to this question they were grouped into thematic areas to aid understanding and interpretation. 
Workloads and organising work around the flexi pattern. 
This featured in several of the responses, with staff feeling that there was no allowance for their hours in respect of workloads. Responses related to having a fulltime workload on reduced hours, needing to attend meetings outside of their arrangement. Two responses related to courses being full time. These findings persuade the researcher to the argument of Dick, (2009) who suggests that part time working has an impact on the employee and manager relationship, with part time staff carrying heavier workloads and struggling to find unification between their needs for flexible working and the demands of the role. Young (2019) also refers to the self directed and self managed approaches to flexible working. 
The needs of the organisation override the needs of the individuals.
This featured where individuals felt that their needs were not considered. One officer recounts the challenge of being required to work nights as a DC where they are expected to work outside of their agreed hours. 
Lack of understanding / negative attitudes
This related to comments from others, a perception that part time staff are less productive. That line managers showed a lack of understanding. One respondent felt there were reduced opportunities and options to apply for roles. Charman & Tyson, 2024 draw upon this notion of part time, part committed and part able. This research illustrates that position. 
Some comments that are reflective of the identified themes:
[image: ]
[bookmark: _Toc170816614]Figure 22 - Free text comments in response to question ‘How do colleagues respond to your flexible working arrangement? and have you faced any challenges working flexibly?’
[bookmark: _Hlk170731297][bookmark: _Hlk170505210]Respondents were asked the specific question ‘What do you consider the barriers to flexible working?’ They had the options to choose multiple selections and then a subsequent question asked them to explain the answers they had given. 
Nature of the role was the most frequently selection reason with 78/118 responses, followed by attitudes of others 68/118 and line managers 58/118. Policy was the least chosen option with 35/118. Whilst the respondents were given a pre-selected list of options to choose from, on analysis of the free text comments a far greater understanding was enabled. 
[image: ]
[bookmark: _Toc170816615]Figure 23 - Responses to the question ‘What do you consider the barriers to flexible working?’
Through analysis of the free text responses the researcher was able to understand the themes regarding individuals’ experiences. The respondents were given the several themes as options, but also ‘other’ response option, and they were asked to explain their answers. Whilst the researcher intended to use emergent coding the provision of pre-selected options meant this fell into a flexible combination of both methods emergent and structured coding. The themes identified were grouped as follows:
Policy and process
Policy was seen as a barrier with some articulating the policy parameters did not meet their requirements and it was too rigid. Others referenced that the way the policy was implemented is an issue rather than the policy itself. Some respondents felt that the policy put the onus on them to outline the impact. It is evident from the research that having an agile/ smarter working policy and a separate part-time flexible working policy was an issue, in that they are not considered holistically. The process of application was highlighted as a theme, staff experienced long delays in decisions, having to pass through several line managers. 
Information and guidance
Whilst respondents articulated responses relating to the policy and processes, the theme of requiring more information, support and guidance was an overwhelming one. This related to guidance for applicants and also for managers making the decisions. 
Attitudes and perceptions
Another theme that was overwhelmingly evident was that relating to the attitude, perceptions, and behaviours of others towards flexible working and those requiring it. This is supported by the research of Tuffin  (2001) who identified attitudes as a thematic barrier. 
Leadership
Aligned to the theme of attitudes and behaviours of others the leadership element of this was a theme in itself. Respondents articulated a lack of support from senior leaders, negativity towards applications and this was related by many to the culture of the force. This aligns to the work of Schein (2010) who articulates the need for leaders to understand the functional and dyfunctional aspects of their organisation, in order to manage culture change. 
Workload
This featured in the responses regarding the impact of often maintaining a full-time workload on less hours and the impact this had on staff and their wellbeing. 
[bookmark: _Toc170825348]Enablers to flexible working 
Respondents were asked ‘What do you consider the enablers to flexible working?’ what they considered to be the enablers to flexible working. They had the options to choose multiple selections and then a subsequent question asked them to explain the answers they had given. Line managers as an option elicited the greatest response with 88/118, Leadership support 82/118 and policy 77/118. [image: ]
[bookmark: _Toc170816616]Figure 24 - responses to the question ‘What do you consider the enblers to flexible working?’
The themes identified were grouped as follows:
Policy and process
The respondents articulated that having a policy in place is the first step and then having processes and procedures in place to implement that policy was an enabler. 

Leadership 
This emerged as an overwhelming them. A search of key words in these responses showed Leaders, Leadership, senior managers, line managers, supervisors were frequently mentioned as being key enablers – if those leaders get it right. As this was a strong theme in the responses for barriers. 
Technology 
Responses recognised the benefits of technology in being able to agile work. It also emerged as a theme in respect of the technology required to make the process work, in respect of rotas and the form to request flexible working. 
[bookmark: _Toc170825349]Barriers and enabler’s key themes discussion 
The free text questions enabled a detailed understanding of the views of those engaged in the research. Whilst many respondents accepted that policy and technology and process was required, it is the leadership support that was an overwhelming theme across both the barriers and enablers. Several comments referenced that the decisions depended on the line manager, which brings an inconsistent approach. A need for leaders to demonstrate support and role model was a recurring theme.
Themes such as leadership, lack of support from senior leaders, chauvinistic views and old-fashioned ways of thinking were highlighted. Lack of visibility and support at the top level, presenteeism. A do as I say not as I do attitude. What was clear from the free text responses was the detail of the responses and how respondents were able to articulate their views. Whilst culture itself was not the highest selected answer, the free text responses combined all can be considered under the umbrella of culture. There were very few responses that related to policy or process.
The barriers and enablers evident in this research give weighting to the arguments of Charman & Tyson, (2024) citing Dick, (2006); Newton and Huppatz, (2020) in that for those that are wanting flexible working arrangements, are often at the mercy of those line managers who are willing to accommodate their requests. Further support is provided to Feeney & Stritch, 2019 who demonstrated in their research how an organisation signals to its employees its support for flexible working is beyond just having family friendly policies. These informal signals may be a reason that uptake of such policies such as flexible working is hindered. 
Tuffin (2001) found the barriers to flexible working in the police could be themed as Legal, Attitudinal and Organisational. The research conducted in Dyfed-Powys employees can all be grouped under these broad categories, the latter being more prevelant. 
[bookmark: _Toc170825350]Impact on recruitment, retention, and progression
Three specific questions were asked of respondents which followed the same format, ‘do you believe flexible working impacts recruitment in Dyfed-Powys,’ ‘do you believe flexible working impacts retention in Dyfed-Powys,’ ‘do you believe flexible working impacts progression in Dyfed-Powys.’ Answer options of yes, no, or maybe were provided with a supplementary question after each asking for them to explain their answer. 
45 felt that it impacts recruitment, 33 felt it impacts retention and 35 felt that it impacts recruitment. 26 felt it did not impact recruitment, 35 felt it did not impact retention and 36 felt that it did not impact progression with the remaining answering maybe. 
On reviewing the free text results better insight was derived from the responses. The themes in respect of recruitment were that it would be an attraction to employees that flexible working was an option. Respondents were unsure how this would be enabled for recruit police officers. Whilst the Metropolitan Police have been able to recruit part time, with a small force such as Dyfed-Powys the training implications would be harder to overcome. 
The themes in respect of retention related to a positive reflection if flexible working is afforded to staff. Some of the respondents reported they personally had been enabled to stay due to being able to work flexibly. The answers reflected that if staff were not afforded flexible working, then they may leave the organisation. 
The themes in respect of progression related to a broadly negative stance, citing lack of role models and the challenge of fulfilling a more senior role with reduced hours yet the same role requirements. These findings are consistent with much of the literature available in this area.
[bookmark: _Hlk170813681]Of those staff with flexible working arrangements a question was asked ‘Do you believe that flexible working has impacted your progression in Dyfed-Powys?’ with the options of positively, negatively, or neutral. 8 (24%) answered negatively. 5 (15%) answered positively with the remaining being neutral. 
The positive responses provided different reasons, such as being supported to apply with flexible hours, being able to move into specialist role and one relating it to the fact that they felt happier. 
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[bookmark: _Toc170816617]Figure 25 – Selection of responses to the question ‘Do you believe that flexible working has impacted your progression in Dyfed-Powys?’
[bookmark: _Toc170825351]Gender implications
Throughout the research the overriding theme was the sway towards flexible working and the benefits for females. Only five male respondents had a flexible working arrangement. Indeed, it was highlighted in the research that some males felt that their application would be less likely to succeed than a female. There was a response which explicitly stated that they would not apply as a male due to perceptions of it being a female specific benefit. This directly correlates to the findings of Edwards & Robinson (1999) who refer to this characterisation of flexible working practices which could inhibit males from making requests to work part time.
[bookmark: _Toc170825352]Recommendations 
[image: ]
[bookmark: _Toc170816618]Figure 26 – word cloud of recommendations from respondents
Respondents to the survey were asked what recommendations they would make; this proved a really helpful question as the responses were well considered, enabling the researcher to make recommendations based on the direct views of participants. 
The final chapter will bring together the research conclusions and provide recommendations for Dyfed-Powys whilst synthesising with the literature review.























[bookmark: _Toc170825353]Chapter five - Conclusions and recommendations 
[bookmark: _Toc170825354]Introduction 
This chapter will revisit the research objectives, drawing relevant conclusions and provide a response to the research question posed. The chapter will then provide relevant recommendations which addresses the final objective set. 
[bookmark: _Hlk170747261]This research paper set out to examine how police culture impacts flexible working and recruitment, retention, and progression within Dyfed-Powys police.
To achieve this the researcher set research objectives which are broken down in this chapter as headings. 
[bookmark: _Toc170825355]Conclusion: Findings and Results
Objective one - Outline the attributes of a flexible working arrangement.
The research demonstrated that in respect of Dyfed-Powys flexible the attributes of flexible working are the hours worked and when those hours are worked. This is articulated in the force policy which was updated in 2022. That policy is not up to date in respect of recent changes in legislation. The policy does not have accompanying guidance or information, which was a theme which arose from the research analysis.
It is evident from the literature review and research that the term flexible working is used to capture many ways of working differently. It is broadly accepted across all areas of work, that it applies to a variance in when worked or where worked. Whilst this will vary across organisations there should be some baseline consistency by the available legislation and for police officers Regulations. 
It is clear from the research that within policing there are variances between forces due to each force having its own policy. The College of Policing provides some guidance, which is outdated and requires a refresh. The NPCC have provided forces with some guidance but again there remains the opportunity for forces to apply at their discretion. 
This research demonstrated that outlining the key attributes of flexible working is not a simple concept and is interpreted in varying forms outside of what legislation would dictate. 
Objective two - Explore the context of working flexibly within policing.
The research demonstrated that through individuals’ experiences in Dyfed-Powys how flexible working is implemented and the benefits of it are often unique to a person’s experiences. It is evident through the research that flexible working is more often used to help individuals manage the caring commitments. It is promoted to improve diversity in the police service. This is particularly evident when reviewing guidance and reports from professional bodies, such as HMIC, College of Policing and Cipd. 
Working flexibly in policing encompasses several different arrangements in respect of hours worked and when those hours are worked. It can also be applied to where those hours are worked. It is evident that there is not a consistent approach across all forces. 
Objective three - Examine the aspects of police culture that influence attitudes towards flexible working.
The overarching theme to emerge from the research in Dyfed-Powys police was the impact of leadership on flexible working in how it is considered and enabled. 
Police culture is a broad concept and research into organisational and occupational culture is vast. There is also a wide range of research relating to police culture. In seeking to understand the aspects of police culture that influence attitudes towards flexible working this research has considered the available literature and how it synthesises with the research findings. 
Objective four - Explore any gender specific issues that impact flexible working practices and perceptions.
The literature review highlighted that flexible working is plauded as a tool to attract a diverse workforce. Whilst enabling processes which support care givers to manage work and home. By linking flexible working and diverse groups, specifically women risk men not feeling able to take the opportunities to work flexibly. In the research the responses were almost equally spread regarding gender, yet only five of those had a flexible working arrangement in place. 
Objective five - Analyse data to discover any impact upon progression, retention, and recruitment.
The data derived from this study does suggest that flexible working does impact progression recruitment and retention. The impact on progression seen to be in a negative context, with individuals either not requesting flexible working due to it being seen as incompatible with progression, or not progressing due to their flexible arrangement. This data supports the literature review when viewed in the context of culture and perceptions. 
Objective six - Critically evaluate the enablers to embedding flexible working within policing.
Objective seven - Critically evaluate the barriers to flexible working within policing and the impact of police culture.
The enablers and barriers to flexible working have been clearly articulated in the free text responses to the survey. The overwhelming theme that sits across both these objectives is one of leadership. This directly correlates to the theme of culture and supports the findings of (Dick , (2004); Charman & Tyson, (2024); Edwards & Robinson , (1999). 
The issue of different line managers making decisions and inconsistencies in that were drawn out as themes. Respondents felt the burden of making the application, justifying the need, and then making it work. Respondents articulated that there was a need for additional training, guidance, and support for those making applications and also decision makers. 
In addition to training as to the process and practical elements there were several respondents who suggested that line managers had training in the empathy and personal skills required to manage flexible working. These are attributes set out by the (College of Policing (2020).
[bookmark: _Toc170825356]Limitations 
The research survey focused on part time and flexible working within Dyfed-Powys Police, it is clear from the literature review that flexible working is far broader than the hours worked and when they are worked. The research would have benefitted from broadening the scope of the questionnaire to include agile working and police staff flexi time. However, the respondents did refer to these elements in their responses. 
The research was also limited by the availability of data sets within Dyfed-Powys police, this will be covered in recommendations. 
The research would have benefited from asking respondents which geographical location they worked from and which department. This would have enabled clearer understanding of where some of the cultural issues arose and if they were across the force or limited to certain teams, for example response of CID. The researcher did not ask this demographic question to seek to aid the anonymity of respondents. 
[bookmark: _Toc170825357]Recommendations
Dyfed-Powys should consider short, medium, and long-term options.
Short term
1. A review of the data collected to understand the flexible working arrangements across the force. 
2. Utilise the NPCC toolkit to implement culture change towards flexible working, a  communications campaign to highlight this commitment. This should highlight flexible working and role models who have flexible working arrangements. Senior leaders should promote flexible working and highlight the benefits to the organisation and individual. Pulse checking with short surveys in respect of specific issues or queries would assist this process. 
Medium to long term
3. Create a repository for all relevant information, guidance and policy that could be considered relating to flexible working. This would improve the understanding, relationships and demonstrate the support available to staff. 
4. Refine the process to request a flexible working arrangement. Consideration should be made to an independent panel reviewing the requests. A continuous improvement exercise would identify any process gaps. 
5. Once a flexible working arrangement is agreed, a process should be implemented to monitor and review impact on the individual, team, and organisation. 
6. A review of all roles for police officers and staff that are suitable for flexible working, and they should be advertised as such, in advance and not just when a vacancy arises, this will enable members of staff to develop towards roles and plan their career pathway. 
Beyond Dyfed-Powys
7. At a national level, the College of Policing together with the National Police Chiefs Council should produce a national policy framework with minimum standards to be applied. This would ensure the occupational culture of flexible working in policing to be improved. 
[bookmark: _Toc170825358]Closing remarks
After undertaking this research, the researcher has considered new learning and knowledge. This research focused on culture and flexible working but not specifically on leadership. From the research it would be beneficial to consider flexible working in the context of leadership. It would also be helpful to consider an enhanced understanding of the negative impact on staff with flexible working through further research. 
This research set out to answer the question how police culture impacts flexible working and recruitment, retention, and progression within Dyfed-Powys police. Police culture has a significant impact on the implementation of flexible working and how it is perceived. Policy alone will not improve that. With appropriate guidance and leadership support and visibility the signals of how Dyfed-Powys supports its staff through flexibility will resonate through the organisation. This in turn will enhance how attractive the force is as an employer and improve representation. This will have an intended consequence of improving trust and legitimacy. 
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Exhibit 2.1.  The Three Levels of Culture.

1. Artifacts
 Visible and feelable structures and processes
* Observed behavior
- Difficult to decipher
2. Espoused Beliefs and Values
 ldeals, goals, values, aspirations
* ldeologies
* Rationalizations
~ May or may not be congruent with behavior and other artifacts
3. Basic Underlying Assumptions
* Unconscious, taken-for-granted beliefs and values
~ Determine behavior, perception, thought, and fecling
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But they demand permanent flexibility going forward, want company

investments and are prepared to quit if they don't get it

>

9 out of 10 employees want flexibility in where and when they work
On average, employees expect to work between two and three days remotely
after the pandemic

One-third of employees want their employers to offer shorter working weeks
Tech s key to support hybrid with 64% wanting better tech in the office and 48%
wanting home office “hardware” investments

A majority (54%) of employees are likely to quit if they aren't offered the
flexibility they want, with Millennials two times as likely as Baby Boomers to quit
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l’g‘ PILLAR 4: To develop and inspire our workforce and evolve our culture
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OUTCOME: A talented, representative and inclusive workforce that feels
supported and has the capabilities to meet future policing challenges
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What is your gender
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Police officer accounts for the majority of "What
is your role in Dyfed-Powys'.
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Definitions of Part time & Flexible Working

Part time Working
For police officers the definition of part time working s hours of work of less than 40 hours per week.
For police staff, part time working applies to staff working less than 37 hours per week.

Flexible Working.

Flexible Working covers 2 elements :-
= The number of hours worked;
= When the hours are worked

Examples of the different part time and flexible working options available are set out in Appendix A.

Note: The flexitime scheme and smarter/agile working are separate processes. Details of both can be
found in separate policies on the intranet.
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When I first worked flexibly 16 years ago due to childcare it was another world, with comments such as,

“that's your wife’s job” from a supervisor when | requested flexible / reduced hours. in my current role and

situation, it could not be any more different my supervisor and HR have been amazing.
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I believe some people see me differently to others and I believe some people think I am not fully committed to my

working role because of my caring responsibilities and the need for me to have a flexible working arrangement’.
‘It has hindered the opportunities that I have for acting up opportunities as other roles will not be conducive to
the flexible arrangements that I have in place”.

‘Well known in DPP that to progress anywhere you need to be full time and especially if in a detective role.

‘I didn't apply for promotion during a restructure as | knew part time working wouldn't be agreeable for senior
management. They did say that of course, any part time working requests would be considered, but | knew the
outcome wouldn't be in my favour'.

‘less career opportunities, promotion opportunities are also reduced, reduced hours impacts either consciously or

unconsciously on the person decidina who is most suitable for posts’.
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Barriers and enablers to flexible working in
Dyfed-Powys Police. s

I am 3rd year student studying for an MSc in Policing: Operational Leadership and Strategic Management at the
University of Wales Trinity St David, Swansea, and a serving officer within Dyfed Powys Police. For the completion of my
studies, | have undertaken to research "How does police culture impact flexible working and recruitment, retention and
progression within Dyfed-Powys police".

This research is restricted to Dyfed-Powys Police and the results of this research will assist in understanding any barriers
and enablers and making recommendations.

Definitions applicable to ‘flexible working' for the purpose of this research.

Part time Working - For police officers the definition of part time working is hours of work of less than 40 hours per
week. For police staff, part time working applies to staff working less than 37 hours per week.

Flexible Working - covers 2 elements :-The number of hours worked; When the hours are worked.

(Note: The flexitime scheme and smarter/agile working are separate processes)
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This survey is completely anonymous and no officer / staff details will be recorded. My only ask is that you respond to
this survey with how you feel and what you believe, rather than what you think is the right answer. The deadline for
completion of this survey is 8th May 2024,

Thank you in advance for your participation. If you would like to discuss the survey or your responses further, please do
not hesitate to contact me at 96010429 @student.uwtsd.acuk

1. What is your gender *

O Woman

@)
@)
@)

Prefer not to say

2. What is your role in Dyfed-Powys *
(O Police officer
O Police staff

(O oPcC staff
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3. What is your rank/grade *

@)
@)

@)
@)
@)

Police Constable/ Police staff equivalent

Police Sergeant/ Police staff equivalent

Police Inspector/ Police staff equivalent

Chief Inspector/ Police staff equivalent

Superintendent or above/ Police staff equivalent

4. How much service do you have *

@)
@)

O O O O

Less than 5 years

5-10 years

10-15 years

15-20 years

20-25 years

Over 25 years
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5. Do you currently or have you previously line managed any staff who have flexible working
arrangements?

O Yes
O No

6. How easy did you find the process to consider a request for flexible working? *
O Extremely easy
(O Ssomewhat easy
O Neutral
(O somewhat not easy
@)

Extremely not easy
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7. Explain your response *

Enter your answer

8. Have you had a request to work flexibly refused? *
O Yes
O No

9. What was the reason/s given? *

Enter your answer

10. Do you currently have a flexible working arrangement? *
O Yes
O No
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11. Is your flexible working arrangement *
[J Reduced hours

[[J Ccondensed / compressed hours

[] Job share

[] Annualised hours

[  other

12. What is the reason for your flexible working arrangement? *
[ childcare

] Other caring responsibilities

[ Health
[  other
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13. How easy did you find the process to request flexible working?
O Extremely easy
(O Ssomewhat easy
O Neutral
(O somewhat not easy
@)

Extremely not easy

14. Please explain your answer *

Enter your answer

15. How do colleagues respond to your flexible working arrangement? *
(O Positively
(O Negatively

(O Neither/ neutral
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16. Please explain you answer *

Enter your answer

17. Have you faced any challenges in working flexibly? *
O Yes
O No
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18. Please explain your answer *

Enter your answer




image38.png
19. How has working flexibly impacted your work life balance *
O rositive
(O Negative

O Neutral

20. Please explain your answer *

Enter your answer

21. Do you believe that flexible working has impacted your progression in Dyfed-Powys Police? *
(O Positively.
(O Negatively

O Neutral

22. Please explain your answer *

Enter your answer
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23. What do you consider as enablers to flexible working? *

O
O

O
O
O
O
O

Policy

Line managers

Agile working

Leadership support

Role models

Technology

Other
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24, Please explain your answer *

Enter your answer

25. What do you consider the barriers to flexible working? *

3 poliey
[ tine managers
Nature of role

Attitudes of others

Culture

O
O
1] teadership support
O
O

Other

26. Please explain your answer *

Enter your answer
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27. What is your perception of flexible working? *

O rositive
(O Negative

O neutral

28. Please explain your answer *

Enter your answer

29. Do you think that flexible working impacts progression in Dyfed-Powys Police? *
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30. Please explain your answer *

Enter your answer

31. Do you believe flexible working impacts recruitment within Dyfed-Powys Police? *

32. Please explain your answer *

Enter your answer
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33. Do you believe flexible working impacts retention within Dyfed-Powys Police?

34, Please explain your answer *

Enter your answer

35. What recommendations would you make to Dyfed-Powys Police in respect of flexible
working? *

Enter your answer

36. If you would be willing to discuss your answers or participate in any further study or work
please provide email. This will not be linked to the findings.

Enter your answer
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