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ABSTRACT 
This paper investigates if discrimination in South Wales Police is a major issue. Recent incidents in the Force together with the published Casey Report of 2023 on the Metropolitan Police, have given actual and perceived discrimination a much higher profile in police forces across the UK.
Asking officers and other staff currently employed in South Wales Police in early 2023, the responses from colleagues evaluated the extent and intensity of perceived discrimination and included personal descriptions of discriminatory episodes. As with other earlier research in this field, gender discrimination among female respondents was both a majority factor for their gender as well as greater than the male respondents’ experiences of gender discrimination. Minority groups such as BAME and LGBTQ+ also reported some discrimination although this was not so prevalent. Although the Force does appear to be working towards managing discrimination, the paper recommends improving existing policies and procedures within the Force. 
Responses from female officers supported existing research, and showed that female officers were often assumed to be subordinate to male colleagues and that their voices were too shrill or that they had put on weight. Some minorities community responses found that although discrimination did exist, it can prove a positive experience. The vast majority of discriminatory incidents were perpetrated by peers rather than managers or above and there were even one or two long serving respondents who felt that there was no discrimination and that it was all just “friendly banter”. 
Although South Wales Police has anti-discrimination policies in place, this report makes recommendations about strengthening the application of these policies.
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[bookmark: _Toc130823754]Chapter 1 – Introduction

Following two experienced incidents of apparent discrimination, one inside the Force and the second where a colleague was racially abused by a member of the public, it seemed an appropriate idea to undertake research for the thesis to evaluate how much discrimination, if any, exists in South Wales Police (SWP), by surveying colleagues and analysing their responses. Suggestions for improvement could be passed on to the Force as well as making the research data available to the Force itself in a suitably anonymous format. 
So the main objectives of the research were to find out if South Wales Police have a problem with the existence of discrimination, whether the employees of the Force feel the issue is being handled well, and to see if the existing Force programmes and policies against discrimination were effective or could be improved. 
Inevitably, the subject of discrimination has always had a high level of interest and attention with the advent of social media and polarised politics. Thus it was essential that research into existing information and re-evaluation of the existing state of the Force was carried out. The initial thesis proposal contained some references to initial reading and this reading has now been expanded to include many more articles and sources of relevant information. Research included previous surveys carried out on this subject in other organisations to inform any possible resolutions for South Wales Police
Whilst being mindful of differences in how the police service operates outside the United Kingdom, examples from other countries have been taken into account, as well as other government institutions within the United Kingdom.
After the initial research for this thesis was completed, the Casey Report was released highlighting issues with the Metropolitan Police Service (Met). The Report as a whole focuses on much broader topics, but the relevance of the research into behaviour and internal culture resonates with the concept of this.
Chapter 9 of the Casey report focuses on discrimination, covering multiple issue faced by officers within the Met which are also touched upon within this document, including bullying (in general), issues of racism and homophobia faced by various communities, as well as sexism and misogyny.
The Report includes responses where personally experienced discrimination incidents were described, and these are mirrored within the research done for this South Wales Police project.
The Casey Report concludes the chapter by highlighting “overt discrimination” faced by staff from LGTBQ+, women, Black, Asian, and ethnic minority groups. That there is a culture of downplaying and denial of discrimination, that those who challenge inappropriate behaviour often do so to their own detriment. (Casey, 2023). 
This further highlights the necessity for research to be done about discrimination within South Wales Police, and for officers, particularly those in senior positions to reflect upon the issue faced by officers and staff, as well as how best to rectify them. This will allow the force to improve both internally and publicly, which will be pivotal in creating a force that can be trusted given the diverse populations served by South Wales Police. 

[bookmark: _Toc130823755]Chapter 2 – Literature Review

The research carried out has inevitably had some degree of replication of existing research, although, it is expected that data gathered unique to South Wales Police will assist in identifying some answers to this research proposal. 
The literature which has been reviewed has been used both to provide a more detailed background for defining useful research criteria, but has also been used to suggest questions in the survey which was created to gather the data necessary for this research. 

[bookmark: _Toc130823756]Black and Minority Ethnicity Discrimination

There are a large number of works surrounding this issue due to a number of high profile incidents, particularly surrounding the murder of Stephen Lawrence, and handling of the case.
A study conducted by Anna Souhami in 2014 she states that following the publishing of the Stephen Lawrence Inquiry in 1999, institutional racism developed into a strong mobilising notion in the UK's police reform. Despite this, little thought has been given to whether it genuinely functions as a conceptual tool for change, even if it is still used to draw attention to poor police/community connections. Due to its inherent ambiguity, the concept's explanatory utility has long been disputed. There hasn't been much investigation into how the idea is interpreted and used by those tasked with reacting, though, as a result of the stated dearth of empirical study in this field. Her study questions the continued use of the idea as a reform lever by drawing on ethnographic data conducted after the Inquiry. (Souhami, 2014). 
Simon Holdaway and Megan O’Neill write that the core of Lord Macpherson's report on the police investigation into Stephen Lawrence's murder was his description of institutional racism. Additionally, it was crucial to his suggestions for improving the police in England and Wales. They will continue to state that their essay examines his (Lord Macpherson) theory of institutional racism using data from a two-year investigation on Black Police Associations in the UK. Discussed within are several definitions of institutional racism and their effects, as well as the geographic distribution of racism and the significance of maintaining an institutional memory of racism within constabularies. (Holdaway & O’Neill, 2006)
In a study by Imran Awan he looks at the public perception of a British community towards a police force within the UK. The study aimed to investigate the levels of satisfaction with this police force in the UK among Black and Minority Ethnic (BME) and non-BME populations. Data was collected using a mixed-methods approach by using self-completion surveys from 112 people in a UK region and a total of 31 semi-structured interviews. The results demonstrate that participants questioned police competence, the responsibility of police, policing behaviour in relation to investigations, personal experiences with discrimination, and community expectations of the police. (Awan et al., 2018) Although it was not South Wales Police that was investigated, some of the inferences may well be applicable to the Force. 
An article by Karen Bullock critically examines the assertion that Special Constabularies in England and Wales are more varied than normal constabularies. This article demonstrates that, despite historically low involvement rates for women and BME (Black and Ethnic Minorities), Special Constabularies today are more diverse than ordinary ones although still not representative of the communities they serve. It is ascertained that constabularies have responded to the task of increasing diversity with varying degrees of enthusiasm, with guidelines and recommendations not always being followed, and special constable recruiting being frequently passive. (Bullock, 2015). 
A further study by Sam Holdaway in 2015 found that Police Forces worked very hard in the 1980s and 1990s to raise the proportion of Black and minority ethnic (BME) officers in their ranks. The Home Office's chief officials were informed by published academic studies on this and several related topics. Many BME police officers became members of Black and other minority ethnic police associations, which helped to advance policies and procedures. This article has a lot of information regarding BME officers, and his essay examines the takeaways from the BME officer studies and evaluates how constabularies have neglected them. (Holdaway, 2015).
In an study also from 2015 it is noted that in England and Wales in the early 2000s, there was concern about perceptions of disparity on the basis of ethnicity in internal police misconduct processes. The definition of disproportionality is discussed at the outset of this article, along with its two types—numerical and procedural. The presentation of research on the experiences of serving and former Greater Manchester Police ethnic minority officers of procedural disparity in misconduct proceedings is followed by a brief overview of the literature in the field. The article's conclusion discusses the research's implications for equality, diversity, and efforts to build more representative police services. (Smith et al., 2015). 
From reviewing these studies a number of questions that cover discrimination based on ethnicity (both positive and negative) have been included in the survey.
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In regards to the topic of gender there are a good measure of reading to be had, with a variety of issues surrounding sexual harassment, role biases, and so on. 
In an article by Joan Acker it is discussed that generally it is presumed organisational structure is gender neutral, but women working in hierarchical organizations are usually aware if the organisation has a reputation for having a pro male bias. In contrast to the presumed view, the paperwork and contracts used to build organizations and to give the common-sense foundation for reasoning about them are based on gender preconceptions, according to the article, which makes the case that organizational structure itself is not gender neutral. (Acker, 1990)
The next article viewed described how the definition of discriminatory treatment includes having fewer career chances and being subjected to sexual harassment. A study of secondary data from Her Majesty's Inspectorate of Constabulary was used within the article by Jennifer Brown to define the structural status of female officers in England and Wales in terms of rank and duty. The article further demonstrated that female officers have had less access to positions of greater rank and specialisation. Using a questionnaire survey that was done in many British police agencies, the relationship between differential deployment and sexual harassment was investigated. The findings showed that harassment and other forms of discriminatory treatment are often used. These Her Majesty's Inspectorate of Constabulary surveys are used in the article to illustrate the continuation of discrimination, and the occupational culture of policemen's opposition to female co-workers is explored further. (Brown, 1998).
In a more recent article by Brown she compares and contrasts female police officers working in the UK. According to recent empirical data (at time of writing), there are differences in the frequency of sexual harassment and discriminatory treatment, with police officers from the Republic of Ireland reporting the lowest levels and those from England and Wales reporting the highest levels. In England and Wales, the official attitude toward the appointment of female officers was generally the most antagonistic. (Brown, 2017). 
In an essay produced at a similar time as the above example by Brown, Louise Westmarland examines how police officers talk about their bodies and explores how they perceive the talents of their peers in relation to their size, strength, and gender. It makes an effort to integrate the study of "the body" with police culture. By using information from a lengthy period of ethnographic fieldwork, assumptions regarding the constant risk of front line policing and the need for a strong, fit, and capable body are examined. The paper discusses the highly gendered and sexualized ideas about the body held by the officers in the context of police culture. Their perceptions of actual or imagined force and strength, as well as the ways in which the physical attributes of the body are significant, are analysed in light of gendered policing. (Westmarland, 2017). 
Because of this article, some questions were added to the survey to see if body image or perceptions caused any discrimination. 
The problem of gender diversity in law enforcement is further explored in an article by Marisa Silvestri. Where it examines the larger "field" in which changes to diversity agendas have taken place. It examines the effects of external changes on the structure of diversity agendas within police by identifying the major external drivers of diversity over the past 15 years. It is noted that there is an apparent and strong alignment between the notion that greater gender diversity leads to "difference," "transformation," and "improved" policing, following a number of damning reports into the conduct of policing and police officers and an increase in public attention to the role and capacity of the police service. (Silvestri, 2015).
Although a number of articles reviewed are dated, this particular topic of research as well as other reviewed literature led to the inclusion of several gender related questions in the survey since this issue appears to be impactful on both personal and career progression.
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The next topic of interest surrounds peoples sexuality.
The following article abstract has been closely paraphrased, as the subject is very close to the planned coverage of the survey for this thesis. Using data from a survey of 354 lesbian, gay and bisexual (LGB) people living in Wales, this article tested two models that included demographic characteristics (sex, age, children, disability, income, employment status), Wales‐related variables (Welsh as first language, geographic region) and LGB‐related variables (currently in same‐sex relationship, participates in LGB events, visibility of sexual orientation, physical victimization as a result of sexual orientation) as potential influences on respondents' perceptions of discrimination. The dependent variables included two types of discrimination: feeling unprotected by the law and feeling discriminated against or harassed by the police. It was identified that those individuals who had been victimized tended to have negative experiences of the police. (Williams & Robinson, 2004)
In a study by Roderick Colvin from 2008 investigates how lesbian and homosexual police are treated differently, building on previous research on race and sex in law enforcement. According to a survey of 66 police officers, lesbian and homosexual cops not only experience discrimination in the workplace, much like women and other minorities, but they also believe they receive certain job benefits. According to the report, police departments have made progress at diversifying and opening up the legal profession, but they still face difficulties in providing lesbian and gay officers with workplaces that are equitable, varied, and inclusive. The discussed impediments, possibilities, and organizational consequences all have policy implications. (Colvin, 2008). 
Matthew Jones takes a look at issues faced by LGBT officers twenty years on from Mark Burke's groundbreaking study on homosexuality and policing which revealed that lesbian, gay, and bisexual police personnel faced pervasive discrimination and antagonism in nine forces across England and Wales. Show that heterosexual colleagues of these serving officers believed that they posed the greatest threat to the integrity of the British Police Service. Almost one-fifth of LGB police officers in England and Wales reported experiencing discrimination, with those who work for small and large forces, those in senior ranks, those in non-uniformed positions, and those who identify as gay male and Black, Minority Ethnic experiencing the highest levels of victimisation during training, deployment, and promotion. (Jones & Williams, 2015)
Inevitably, including questions about treatment of LGBTQ participants were considered to be essential, given that two particular incidents in South Wales Police had given rise to the proposal for this research in the first place. So questions addressed particularly to this community were added to the survey. 
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The next articles to be discussed cover diversity in general. 
A study conducted in 2004 by Christine Cooper and Samantha Ingram demonstrated that both recruiting and retention rates for the police service are above average at the time. Showing a record number of officers were employed, and their rate of departure is significantly lower than it is in most other areas of the public sector. However, they note several groups within the service— female officers, BME officers, and probationary officers—had greater resignation rates. This paper identifies the causes of these higher rates as well as typical issues faced by leavers. The reasons for joining, opinions on the job as their careers developed, reasons for quitting, and overall thoughts on the police service are all included. (Cooper & Ingram, 2004). 
An interesting report from 2008 by Phil Clement addresses all the key concerns around police diversity at the time. In this it states diversity issues impact all elements of a police officer's job and are crucial to their effective training. Policing in the UK is essentially about policing diversity due to its highly diverse population. This work promotes and fosters the development of the pertinent practical skills necessary to effectively respond to diversity while taking into account the theoretical perspectives on police diversity. (Clements, 2008). 
Further supporting this an article by Megan O’Neill makes the case that policing in England and Wales is much more outward-focused and open to collaboration with a diverse range of individuals, agencies, and employees than it has ever been. It will do this by using findings from two research projects. It will say that since the 1993 murder of Stephen Lawrence, there have been a number of important events and developments affecting policing in England and Wales. That while the Lawrence Report is arguably the most well-known of them, the organisation has also been significantly impacted by other programmes like multi-agency cooperation, the development of the position of Police Community Support Officer, and the nationwide implementation of Neighbourhood Policing. (O’Neill, 2015). 
These particular articles gave rise to further questions to be asked during the research as it demonstrated the need to include questions in the survey that allow for the observation of the diversity within South Wales Police. In addition the research has shown that there is generally concern about keeping qualified staff after spending a great deal of money on training them. This conclusion lead to the inclusion of some questions about length of service by South Wales Police, as well as a recommendation to analyse the turnover of staff more closely. 
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Finally policing culture was looked at in regards to the impact it has within the workplace
In a journal by Richard Heslop, he states the situated workplace is the primary locus of cultural impact, according to the majority of study into police culture that has been done on police practitioners by "external" academics. In his article, that stance is refuted. The author is a British police officer who conducted PhD research on a program at a university to teach police recruits. The study revealed unexpected repercussions, and this essay uses Pierre Bourdieu's social theory to investigate how academics' pedagogical methods and other components of the university program served to perpetuate the problematic elements of police culture. (Heslop, 2011). 
Bethan Loftus covers the topic in two articles the first being published in 2008. This essay examines how increased political acknowledgment of cultural and gendered identities has affected the internal culture by drawing on research done in an English police force. Going on to say that on the modern working environment, two broad, contrasting viewpoints are provided. The first is primarily expressed by white, heterosexual, male police personnel and is marked by resistance and animosity toward the new diversity terrain. Female, minority-ethnic, gay, and lesbian officers' opposing perspectives show how dominant white, heterosexist, male culture still exists. It is asserted that the narratives of failure and unhappiness advanced by supporters of the former serve to suppress the spaces of representation for developing identities and uphold a culture that is in risk of extinction. (Loftus, 2008)
In 2010 Loftus will produce an article in which she will say the understanding of police culture is greatly influenced by ethnographies from decades ago. Authors of these classic accounts have noted recurrent features in police tactics and dispositions throughout time and geography. However, there have been significant changes in policing environments, some of which may change the cultural ethos that has traditionally supported the police identity. This article goes on to examine how many of the traditional aspects of police culture have endured the period of transformation by drawing on ethnographic research done in an English police department. It also demonstrates how officers' fundamental worldview exhibits striking consistency with earlier patterns and makes the case that police culture continues because the fundamental pressures related to the police position have not been eliminated. (Loftus, 2010). 
Following this reading inclusion of a question about who (colleague, supervisor etc.) had perpetuated any discrimination was included to see if this research held true in South Wales Police.
In conclusion, and after having reviewed all these articles, it is clear that discrimination is not just a case of numbers but of experience and emotional reaction. The articles also demonstrate that discrimination can range from mild to so severe that the recipients can leave employment or harm themselves. So as well as documenting actual instances of discrimination, frequency, and effect, the survey will request responses that might be considered more subjective by allowing for freeform answers rather than just a preset list of possible answers to choose from. 
Doing so will identify any levels of discrimination experienced by officers and staff within South Wales Police. Should any be highlighted, this will allow for the force to reflect upon rectifying issues that can and do have significant personal impact on their employees.
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Following on from the research methods identified in the Literature Review, and in order to encourage maximum responses by simplifying the request for information, a survey containing a set of questions was chosen as the method for collecting the data required for this research. 
Research methodology is the specific procedures or techniques used to identify, select, process and analyse information about a topic. (Heever, 2022)
By selecting the potential responses to each question so as to standardise the data collected, a survey with multiple choice answers should standardise the responses and provide meaningful comparisons. 
There are two main categories of research methods, qualitative and quantitative research methods. Quantitative methods involve using numbers to measure data. Researchers can use statistical evidence to find connections and meaning in the data. Qualitative methods involve exploring information and non numerical data. (Indeed Career Guide, n.d.)
A paper by Henslin identifies eight steps in the scientific research model. These are (1) selecting a topic, (2) defining the problem, (3) reviewing the literature, (4) formulating a hypothesis, (5) choosing a research method, (6) collecting the data, (7) analysing the results, and (8) sharing the results. Other authors may identify more than or fewer than eight steps, but the basic model remains the same. Two key elements to research are validity and reliability. Validity addresses whether or not the research measures what it is intended to measure. Reliability is the extent to which research produces consistent or dependable results. 
In conducting research, sociologists choose between six research methods: (1) survey, (2) participant observation, (3), secondary analysis, (4) documents, (5) unobtrusive measures, and (6) experiments. Sociologists choose their research method(s) based on four primary factors: resources, access to subjects, purpose of the research, and the researcher’s background. (Henslin, n.d.)
Following the lead given in this paper, a specified selection of responses would standardise the data collected, so a survey with multiple choice answers was the most appropriate method for carrying out this research, particularly since it is unlikely to be possible to undertake experiments or unobtrusive measures including participant observation. 
Once a survey had become the chosen method of data collection, a set of multiple choice answers would allow for responses to be analysed based on other criteria such as gender and length of service since this information would also be gathered as part of the survey.
Enabling multiple choice answers should encourage responses as the survey will not take too much time to complete. Additionally, before the survey will be released to all potential participants, trusted colleagues will be asked to test and peer review its content and ease of use. 
So that it will be possible to quantify cases of discrimination, the survey will be aimed all both male and female participants, although the research has shown that discrimination can be perceived differently by different genders so some additional and different questions being asked of male and female participants will look for any gender discrimination. Additional general questions relating to black and ethnic minority (BAME) and gender orientation (LGBTQ+) will be addressed to both genders as these types of discrimination are not limited to either gender. 
Notification of the survey’s existence will be sent to local workplace communication groups and will be located on the SWP's intranet accessible to all employed by the force and Gwent. This internal site is used for most general purpose information relating to South Wales Police staff so is accessible to all staff. It is hoped that this frequently used information source will make the survey widely available to as many people as possible. 
The survey form will be created using Google Forms and as it will only be available online, all responses will be stored in a secure database at the same location. This survey method will enable results to be available in spreadsheets and pie charts to the survey creator, and these documents will be used to analyse and report on the results. 
Any follow up research such as face to face interviews may be added to the process if insufficient replies are generated to the survey form itself. If more than fifty responses are received, then it may be that enough data is generated to make realistic analyses, conclusions and recommendations and face to face interviews will not be needed. 
Since the same multiple choice answers will be available to all participants, it should be possible to generate quantitative data with numbers and percentages of matching responses. However, a few freeform questions will be added to the survey, inviting participants to include more detailed observations of discrimination which will be analysed as qualitative data. The criteria for this latter research data will depend on what data is received. 
The structure of the request for colleagues to complete the survey, in an email format, is included as Appendix A. The planned survey with its questions are included also as Appendix B. 
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The survey questions were designed, peer reviewed and distributed as described in the previous chapter. 
95 individual responses were obtained as a result, and given this surpassed the mark by almost double for the necessity of face to face interviews, these were not conducted as it was no longer needed. This number was sufficient to extrapolate sufficient useful results without further data collection.
The survey method used produced spreadsheets and pie charts based on the responses so the data collected could be numerically calculated and analysed. Since the pie charts were basic and not the same for each question, the survey results from the spreadsheet were put into several tables which allowed comparison between results and made analysis of the results easier. The pie charts and spreadsheet are still available for any future use for further research if required. 
The questions without multiple choice answers where respondents wrote their own replies, were analysed separately and added to the results to enrich the findings. 
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Firstly, two questions unrelated to discrimination were asked, to define if the respondents were male or female and how long they had worked in South Wales Police. Depending on the response to the gender question, different questions were then asked during the survey. As discovered in the earlier research, discrimination is perceived differently by different genders so asking different questions depending on the gender recognised this. 
There were 95 total responses, 38 (40%) from female officers, 55 (58%) from male officers, one nonbinary officer and one who preferred not to say. 
Of those who responded, 9 (1%) were in their first or second year in the job, 30 (32%) had 2-5 years service, 16 (17%) had 6-10 years of service and 40 (42%) were long serving respondents with more than 11 years of service.
The next set of questions required one of multiple choice answers as the tables below. Since the survey was asking for people’s perceptions about discrimination from their own point of view, these choices enabled respondents to define the severity of their own experiences. The sections of each table and the other results are labelled as Figures 1 – 11 to enable deeper analysis in the next chapter. 
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	FIGURE 1 - SITUATIONS EXPERIENCED BY FEMALE RESPONDENTS ONLY (n38 - 40%)
	NEVER
	RARELY
	SOMETIMES
	OFTEN
	NO ANSWER

	Someone assuming you do not hold a senior role or that you are in a subordinate role to a male colleague. 
	13
	7
	10
	8
	0

	Being greeted or introduced in your non work role, e.g. wife, girlfriend etc.
	15
	7
	10
	4
	2

	Being asked if you have put on weight or are on a diet
	16
	5
	12
	5
	0

	Someone not believing/taking in information you provide unless a man confirms it/says it.
	14
	13
	7
	4
	0

	Being told you are too emotional or your voice is too shrill/soft etc.
	14
	8
	13
	3
	0

	Being excluded from a role because of your gender
	16
	10
	10
	2
	0

	FIGURE 2 - SITUATIONS EXPERIENCED BY MALE RESPONDENTS ONLY (n55 – 58%)
	 
	 
	 
	 
	 

	Being criticised for not behaving in a “traditionally” male way, e.g. macho or strong
	28
	14
	13
	0
	0

	Being told you would not be able to empathise with someone undergoing a difficult situation “because you are a man”
	20
	16
	15
	2
	2

	Being denied flexible working conditions because you are male
	40
	4
	8
	1
	2

	FIGURE 3 - SITUATIONS EXPERIENCED BY ALL RESPONDENTS (n95) but with figures for women only in brackets () for questions marked*. 
	 
	 
	 
	 
	 

	 Crude or sexist gestures or remarks towards other officers
	31
	23
	33
	7
	1

	Offensive terms about men or women
	25
	29
	33
	7
	1

	Had assumptions made about your role or career because of your gender *
	35(14)
	27(12)
	21(4)
	11(8)
	1

	Suggestions that you are not capable of your role because of your gender *
	66(22)
	20(9)
	5(4)
	3(3)
	1

	Missing out on career opportunities because of your gender*
	58(26)
	19(8)
	14(3)
	3(1)
	1

	Being expected to do tasks traditionally associated with your gender *
	50(17)
	18(5)
	20(11)
	7(5)
	0


 *the results for these questions were further split to separate gender responses for further analysis.
38% of female officers had never experienced discrimination, with some 62% experiencing discrimination at some level. 
63% had assumptions made about their role, and 58% had their suitability for carrying out their roles. But only 31% felt they had missed out on career opportunities due to their gender. 
Only 17 (44%) female respondents had NEVER been asked to do tasks based on their gender, leaving 56% who had been asked to carry out traditional female tasks. 
Further analysis of these findings are in the next chapter. 
As discrimination can be witnessed as well as experienced, the survey included questions about situations that had happened to colleagues as well as personally. These allowed for more than one response to each question so that respondents could choose more than one answer so there is no comparison with totals here. Not all respondents answered all the following questions, but 74 of 95 answered at least one. 
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	FIGURE 4 – Perpetrators of discrimination
	STUDENT
	PEERS
	SUPERVISORS
	SENIOR SUPERVISORS
	TOP LEVEL MGMNT
	OTHER

	If you have identified discrimination above, from which roles?
	11
	49
	24
	9
	7
	4

	
	
	
	
	
	
	

	FIGURE 5 – Impact of discrimination
	MINOR
	TEMPORARY
	MAJOR
	POSITIVE
	
	

	If you have experienced discrimination, what was the impact on you?
	39
	21
	3
	1
	


	



	FIGURE 6 - If you have experienced discrimination, how did you react to it?
	 

	Laughed it off
	54

	Pretended it didn’t matter
	40

	Took time off work 
	8

	Sought a transfer
	12

	Sought a team or rota transfer
	10

	Avoided the person in some way
	26

	Other. Various responses including "considered resignation" and "spoke to manager"
	10



The remaining questions enabling multiple choice answers were related to minority communities, both generally and LGBTQ+ in particular. 
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	Figure 7 - If you are from a minority group do you believe it has had an effect on your answers to the previous questions. 
	YES
	NO
	DON’T KNOW
	
	

	 
	5
	14
	5
	
	

	
	
	
	
	
	

	FIGURE 8 - If you are from a minority background, have you experienced any discrimination, positive or negative
	Yes +ve
	Yes -ve
	Both +ve & -ve
	No
	Unsure 

	 
	0
	3
	7
	15
	3

	
	
	
	
	
	

	FIGURE 9 - If you are part of the LGBTQ community, do you believe it has had any effect on the previous questions
	Yes
	No
	Don’t know
	
	

	 
	7
	9
	6
	
	

	
	
	
	
	
	

	FIGURE 10 - If you are part of the LGBTQ community, have you experienced any discrimination, positive or negative
	Yes +ve
	Yes -ve
	Both +ve & -ve
	No
	Unsure 

	 
	1
	6
	2
	13
	5



 
[bookmark: _Toc130823767]Figure 11 – Optional Qualitative Responses

FIGURE 11 - Finally, the open ended section enabled respondents to give their own answers without being defined by any multiple choice answers. These responses included: 

1. All in good humour and dished back
2. I've heard of incidents but never had any personal experience
3. When raising issues around a hate crime being dealt with by a student officer, a Sergeant claimed the victim was playing the 'Race Card'. Having taken the matter further the sergeant was formally disciplined. 
4. women are given opportunities men aren’t in the same team
5. I have heard numerous references to a transgender colleague by their "dead name" as a deliberate refusal to accept this person's gender identity. I have heard numerous homophobic comments - I would stress that this is very much a minority view and accounts for only a very small number of officers I have encountered.
6. Experienced age discrimination when I first joined and still often hear remarks about new recruits being too soft, scared of conflict having no life experience and not being able to speak to people.
7. Consider hidden disabilities that can be discriminated against - ie Type 1 diabetes which can impact on quality of life and leave one vulnerable to infections not always being supported in sickness procedures or understood by team members.
8. a female police officer, over-qualified for a role she was applying, had dedicated rest days and overtime to the role of which she wanted, was passed over for the role of the job for a male officer on long term sick, who was only partly qualified and was due to be retiring because it appears he was mates with the people in the department. (This happened colleague and not myself)
9. Positive discrimination towards women getting promoted. More assistance is provided to female officers to pass boards. 
10. Have been bullied by a female officer which I reported to my direct supervisor which i was told he will monitor it....then further bullying takes place unchecked by supervisor I have then gone to a higher ranking officer and only told to go back to my directs supervisor to be told again he will monitor it... (The remainder of this response has not been included as it could have identified the respondent).



[bookmark: _Toc130823768]Chapter 5 – Findings and Conclusion 

[bookmark: _Toc130823769]Initial Observations
FIGURE 1 - Of the female participants, the majority said they had never experienced the discrimination incidents mentioned, although being asked about weight or accused of being too emotional was agreed by more than half at some level of frequency. 
FIGURE 2 - Of the male participants, perceptions about being told off for being too masculine or not being empathetic enough were higher than expected. This might indicate a greater awareness by male respondents of the current situation with regard to female issues, or might just be that male respondents are finally being called out on their thoughtless behaviour. A follow up study on this would be fascinating. 
FIGURE 3 – (last question in this figure) A follow up survey comparing perception of career progression bias against actual promotion levels might highlight some issues. 
FIGURE 4 - It appears that a large majority of discrimination incidents may be made by same level colleagues or immediate superiors. This could indicate that the hierarchical structure of the Police Force means that staff do not often interact with very senior management. 

FIGURE 5 - The impact of discrimination does not seem to be very great either, although previous research has indicated that face to face interviews might have elicited slightly different responses. 

FIGURE 6 - The majority of respondents either reacted with laughter to incidents or “pretended” it did not matter. The word “pretended” was deliberately added to this question to see what kind of response it had. As the number shows, quite a large response. However, the large response for “Avoided the person in some way” could indicate that discrimination issues are being hidden rather than addressed. Further study required into this. 
 
FIGURES 7 and 8 - Minority groups in general did not seem to perceive additional discrimination due to their situation, but the Don’t Know answers might indicate some hidden reactions. Further follow up would be useful here. It was interesting that some minority responses indicated that they had received positive discrimination which is a hopeful response. 
FIGURES 9 and 10 – LGBTQ groups experienced similar results to the general minorities grouping, again previous research has indicated that face to face interviews can elicit a difference response. 
FIGURE 11 - These are the actual words used by the respondents, and it would appear that are definite perceptions of female getting the benefit of positive enforcement, but more concerning is the strong perception that incidents are not being dealt with fully and properly, with many management responses being to just “pass the buck” to another team or supervisor. 
 
There were a small number of replies that have responded that they have not witnessed discrimination. One respondent wrote that what is discussed within the survey is not discrimination but what they have deemed jokes or playing into natural strengths of each gender. However this is more than offset by the other responses as well as informal feedback from respondents who have discussed the issues in face to face encounters. But it does seem to highlight that ignorance of the issue is still present even in a small portion of the force.
Other than this a number of officers made mention of other discrimination that they have faced that was not captured in this survey. Notably age related discrimination but also that of hidden disabilities such as mental health, and minority groups regarding hobbies/music tastes. 
[bookmark: _Toc130823770]Composition of the Responses

[bookmark: _Hlk128405780]As mentioned, the number of responses, at 95, was unexpectedly high. This could have several reasons, for example, that the topic is one on which the respondents felt strongly enough to respond to the survey questionnaire, or it could just be because of the method of distribution of the survey. Colleagues carrying out similar research on different topics for their theses used different methods of requesting information for their research so using the BOB Interface which is freely available within the Force might be the reason for the number of responses. 

It was also noticeable that the number of responses was split fairly evenly between genders for the respondents who identified as having up to five years of service but for those respondents with six or more years of service, more males than females provided responses. 
The reasons for this increase in male respondents with more service could include recruitment gender ratios (including any possible unconscious bias towards any gender), job retention statistics including maternity leave, and difficulties during initial training, probation, and policing degree acquisition. What is interesting is that some research carried out during the literature review appeared to indicate that the longer someone is in a job, the less likely they are to feel discrimination. The responses here do not show this same ratio. 
Also, because the increase in responses was unexpected from officers with longer service, as it could be assumed that these officers had got used to seeing or ignoring discrimination, but the greater responses might indicate a growing dissatisfaction about how the Force handles discrimination in all its forms. Carrying out further research on this might explain the disparity. 

[bookmark: _Toc130823771]Discrimination Awareness

As many forms of discrimination are becoming a greater part of public awareness particularly through mainstream and social media the results also showed that not everyone is gaining greater understanding of how to handle discrimination as one officer even denied that there was any discrimination in the Force and that it could all be explained away by jokes and banter. But those denying the existence of discrimination are most definitely in the minority, at least among the respondents to this survey. 
The survey concentrated on mainly gender, ethnicity and orientation discrimination, but several respondents mentioned different types of discrimination they had experienced, such as age, hidden disabilities (including mental health issues) and niche groups regarding specific hobbies and musical tastes. Further research into discrimination could include more specific types to see if responses differ with the type of discrimination. However, this was not included in this research and is included merely for potential future additional work. 
The results indicated that far more female respondents than male respondents had experienced discrimination of some intensity even allowing for the fact that less females responded. The highest female response was whether they had experienced an assumption from others than a male colleague was more senior. Policing has been a male dominated organisation for a large part of its existence, so this result is not unexpected. The largest male response was whether they had been accused of being unempathetic, which could either indicate a gradual acceptance that not every member of any gender reacts in the same way to a given situation but also that male respondents are more aware of their impact on their colleagues. 
As seen in the results analysis, most identified discrimination appeared to be carried out either by immediate colleagues or immediate supervisors. Research carried out previously does appear to show that the more distant the work relationship, the less likely it is that discrimination will be perpetrated. 
Interestingly, even those who had direct experience of discrimination described the impact as minor or short lived. Since the survey question did not define specific parameters for the level of impact, perhaps follow up research could remove the interpretive element from the question by adding parameters such “I just shrugged it off” through “I made a formal complaint” to “I had to leave the job”. 
Although the survey asked questions specifically for minority groups, the answers were either non existent or indicated a minor impact. This could indicate one of three things, firstly that any impact was indeed minor, secondly that identifying this might lead to further discrimination as research has indicated that, for example, whistle blowers are castigated for their actions instead of praised, and thirdly that minority groups are so often discriminated against that the issue is not necessarily unusual or worth identifying. 

[bookmark: _Toc130823772]Additional Information supplied by respondents

Only 27 of the 95 respondents felt the need to add anything else to their responses where they were asked for more quantitative responses. These responses were analysed as either “Positive” (that discrimination is reducing (7 responses) , Negative responses include those who either felt discrimination is getting worse or not being handled well (12), and finally there were some Dismissive responses (4) who dismissed discrimination concerns as not an issue. The negative responses clearly indicate that there is still some work to do on handling discrimination within the Force. 

[bookmark: _Toc130823773]Comparison with Existing Research

[bookmark: _Toc130823774]BAME (Black and Ethnic Minority) Discrimination

28 BAME respondents have experienced discrimination of some form, the number who have experienced discrimination compared to those who have not is relatively balanced, but it is still concerning that 10 have experienced negative discrimination which shows that there is still room for improvement. 
[bookmark: _Toc130823775]Gender Discrimination

A number of females respondents raised issues concerning male staff making comments about their bodies/different duties. This is not a new issue. (Westarland 2017). 
The gender ratio is generally balanced as found in Gender and Society (Acker 1990) although female respondents with long careers indicate that the situation has improved as similarly found in Policing: A Journal of Policy and Practice (Silvestri, 2015). 
One interesting response was from a male colleague reporting a female officer being over familiar and having his complaints dismissed repeatedly by supervisors, so this research shows that gender discrimination can work both ways. 
[bookmark: _Toc130823776]LGBTQ+ (Gender Orientation) discrimination

26 respondents had experienced some discrimination with the level similarly balanced with those who had not experienced discrimination. 8 respondents experiencing negative discrimination is again concerning. Interestingly, only 3 respondents in this community had experienced positive discrimination. This finding contrasts with that in the article in Police Quarterly (Colvin, 2008). 
[bookmark: _Toc130823777]Diversity Issues

The results had 28 respondents that identified as BAME and 26 LGBTQ+ with 4 respondents responding to both BAME and LGBT related issues. As there were only a total of 95 respondents, the percentage of LGBTQ+ at nearly 30% contrasts strongly with the Office of National Statistics Report that showed that only 3.1% of the general UK population identified in this way in 2020. (Office for National Statistics, 2022)
Comparing the minority community responses with length of service show that the number of respondents with over six years service holds steady, showing a good staff retention rate which could indicate that discrimination is not an insurmountable issue here. Further research would be useful here. 
[bookmark: _Toc130823778]Cultural Impact of Discrimination

In Policing and Society (Loftus, 2010) research found that a lot of discrimination was carried out by white heterosexual male officers and though this research was carried out several years ago, a few of this survey responses, in their own words, still show a depressing conviction that discrimination is often viewed the same way, with several of the qualitative responses showing varying degrees of the perception that these issues are just “banter culture”. 

[bookmark: _Toc130823779]CONCLUSION

Answering the question “Is there a discrimination issue in South Wales Police” posed by this thesis, it can be concluded that there is still an issue with discrimination in South Wales Police, although some anecdotal evidence shows it may be getting better. But repeating this survey in a few years time would better demonstrate if this is factually true.
Even though the response was higher than anticipated, it was still a small proportion of all employees of South Wales Police. There are a limited number of ways in which potential participants could be reached so improving this, perhaps by different or additional communication channels, might give more detail to the findings.
Nevertheless, his research has proved enlightening and opened up other potential areas for future discrimination research. This thesis provides some answers but further and more in depth research is needed to be clear about the impact and intensity of discrimination. The broad range of questions in the survey created limited access to information that could otherwise pin point specific areas of discrimination. For example, had it asked for respondents to state their role or department this could have led to observations into whether or not there was a particular role or department within the force that faced significantly higher discrimination.
From this research South Wales Police should be able to reflect upon issues highlighted within, particularly in light of recent media attention surrounding the Metropolitan Police Service, and the Casey Report.
It is important that negative discrimination is identified and dealt with promptly as the personal impact it has on staff can be severe. The recommendations below are more about improving existing anti discrimination measures and measuring some of the possible causes for it. Further research could identify some new methods of removing discrimination or at least handling it better than at present. 



[bookmark: _Toc130823780]Recommendations

Although the findings of this report show that discrimination still exists in South Wales Police and has been an issue for many respondents, further research would be useful to enhance what has been just a snapshot in time. 
These recommendations include improving existing anti discrimination policies and also carrying out both analysis of existing information as well as future research to continue to monitor the issue. 
[bookmark: _Toc130823781]Evaluate currently available data

1. Evaluate the Force recruitment policies to identify any unconscious bias in gender selection. Not requesting gender details, and limiting names to initials and surnames can sometimes prevent such bias. Similarly, racial profiling should be avoided, using similar non specific candidate details. 
2. Analyse reasons for officers leaving the Force. Assuming that those officers who resign offer would discriminatory factors might assist with staff retention. 
[bookmark: _Toc130823782]Improve existing anti-discrimination policies

3. Although South Wales Police do have allocated officers which are called Work Place Champions, this appears to be quite a reactive role responding only to issues when raised, a further recommendation could be that the identity of these Champions is publicised and also that they carry out proactive interactions with staff, maybe during mentoring for example. Encouraging people to contact the Work Place Champions with a guarantee of anonymity might avoid fears of repercussions. 
4. In South Wales Police there are currently both formal and informal support networks for both the Black and Ethnic Minority (BAME) community and for the Lesbian Gay and Transgender ( LGBGTQ+) community. However, these do not appear to be widely promoted and a recommendation would be to advertise these support services more widely. 
[bookmark: _Toc130823783]Future potential research 

5. Repeat this survey in a few years time to enable a direct comparison with the findings of this report. 
6. Increase the number of available communication channels for future research to enable greater participation. 
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[bookmark: _Toc130823785]Appendices

Chapter Three – Research Methods – Appendix A
Proposed request to colleagues asking for their participation, in the expected email format. 
Dear Colleague, I am [name], a third year probationary officer in SW Police. I am currently working on my thesis for my Policing Degree and am researching the incidence of discrimination within the force. 
I would be very grateful if you could spare ten minutes or so to respond to the survey questions which can be found in the attached link. All information collected will remain confidential, and I will not be collecting any identifiable data about anyone who responds to this survey.
If you would like more information before completing the survey, please contact me on
Work Mobile: [phone number] Email: [email address]

Chapter Three – Research Methods – Appendix B
Survey Questionnaire Format
Introduction - Survey Heading/Introduction
I am collecting information about people’s reactions to discriminatory incidents they have experienced or witnessed. This can be any kind of discrimination, although the questions are mainly around gender, race or orientation discrimination. Additional questions are available for you to comment, if wished, on other types of discrimination if you wish to do so. Please answer as many of the questions as you can. None are mandatory, but the results will be more effective with more answers. If you have not experienced any discrimination, but have seen it happen to colleagues and would like to comment on this, please use the freeform questions to respond. One question will enable a response if you have witnessed but not actually experienced discrimination. The answers are multiple choice, with a few enabling more than one answer. Hopefully this will take less than 15 minutes to complete. The questions relating to male or female participants will lead to different set of questions depending on the response. 

No identifying data will be collected and none will be passed to Force management at any time.
 
Survey Questions:
 
Q1a. What is your gender? 
(Answer options: Male/Female/Other/Prefer not to Say)

Q1b. Length of service 
(Answer options: Less than a year/2-5 years/6 to 10 years/11 years or more)

Have you personally experienced any of the following behaviour in your workplace, while interacting with colleagues during the past year or so? 

Q2 	Crude or sexist gestures or remarks 
Q3. 	Offensive terms about men or women 
Q4.	Had assumptions made about your role or career because of your gender, e.g. men expected to take a physical role, women expected to take responsibility for children encountered at work. 
Q5.	Suggestions that you are not capable of your role because of your gender.
Q6.	Missing out on career opportunities because of your gender.
Q7.	Being expected to do tasks traditionally associated with your gender, e.g. women should clean the kitchen, men should move furniture. 

QUESTIONS FOR WOMEN OFFICERS ONLY (ENABLED DEPENDING ON ANSWERS TO Q1)

Q8.	Someone assuming you do not hold a senior role or that you are in a subordinate role to a male colleague
Q9.	Being greeted or introduced in your non work role, e.g. mother, wife etc.
Q10.	Being excluded from a situation or a role because of your gender
Q11.	Being asked if you have put on weight or are on a diet. 
Q12.	Someone not believing information you provide unless a man confirms it. 
Q13.	Being told you are too emotional or your voice is too shrill.

QUESTIONS FOR MALE OFFICERS ONLY (ENABLED DEPENDING ON ANSWERS TO Q1)

Q14.	Being criticised for not behaving in a “traditionally” male way, e.g. macho or strong
Q15.	Being told you would not be able to empathise with someone undergoing a difficult situation “because you are a man”.
Q16.	Being denied flexible working conditions because you are a man. 

(Answer Options for all questions 2 - 16: Never/Rarely/Sometimes/Often)


OPEN ENDED QUESTION 

Q17.	Even if you have not experienced any of the above, but have witnessed it happening to others, please provide a brief description here if you wish to do so. A factual description rather than an opinion would be more useful. (No answer options, just free text responses)

Q18.	If you have experienced discrimination, was it carried out by which of the following roles: 
(Answer options: Top Level Management, Senior Supervisors, Personal Supervisors, Peer Colleagues or Junior Colleagues)
Q19. 	If you have identified or experienced discriminatory incidents above, what did you feel was the impact on you?
	(Answer Options: Minor/Temporary/Major/Positive) 
If you wish to expand on the severity of the impact, please add more information in the box at the end. 
Q20.	Have you personally responded to discrimination in any of the following ways (you can select more than one).
	(Answer options: Laughed it off/pretended it didn’t matter/took time off work/sought a transfer/requested a rota or team change/avoided the person some other way).

Non numbered question: 	 

Please feel free to add any further information on any question in this section. If you can include the question number it will help to analyse your responses. 
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