


1 Introduction

[bookmark: _Hlk114476576]Special Constables are unpaid volunteers who work alongside full-time police and hold the same powers  (Caless et al, 2010). The data for academic research was collected from Special Constables operating in Gwent Police (2022), which employs seventy-five Special Constables.
According to Callender et al. (2020), police forces invest around £ 2,775 to recruit, train, and equip a volunteer officer. To be cost-effective, the organisation must understand retention challenges and ensure that Special Constables serve at least two years to return the investment. 
[bookmark: _Hlk110954941]The literature review revealed that Special Constables leave the role as they do not feel valued and there is a lack of adequate initial training. Therefore, this research aims to answer which factors may impact Special Constables’ resignations and influence their volunteering career lengths, develop guidance to help Gwent Police better understand the situation, and implement best practices to improve the volunteering experience and retention for Special Constables. 
[bookmark: _Hlk110954791]The primary data collection method was selected based on a critical analysis of the advantages and disadvantages associated with several alternative methods. Due to the nature of the knowledge needed to answer the research question for this study, mixed methods, qualitative and quantitative, were chosen as the techniques focus on obtaining an awareness of volunteering experiences. A survey was utilised as a collection method. The open-ended questions enabled participants the space to voice their opinions.
1. Literature Review 

Challenges within the Special Constabulary are not a new area of
concern and have been the focus of many research projects.  Each considers a variable that affects SC retention and suggests how improving this could lead to increased retention and value for invested money.
1.1 Reasons for resignations

According to the Bureau of Labour Statistics Quantum Workplace (2022), employees leave their organisations not because a great opportunity has appeared but because they are no longer satisfied in the workplace. They will struggle to succeed if they do not receive the attention, support, and resources necessary to fulfil their role. When employees feel misunderstood, ignored, and unsatisfied in the workplace, they become frustrated. Hence they will leave. 
Previous findings (Britton et al, 2021) suggest that police forces fail to understand the nature of the Special Constabulary challenges, mainly reasons associated with special constables’ resignations. A broader literature in policing (National Research, 2010; Callender et al, 2020) suggested, that the main reasons for leaving the volunteering role are to join the Regular Constabulary or change work or family commitments. Callender et al (2020), stated that for those reasons, there is little that can be done to prevent the loss rate of Special Constables. Nonetheless, while ‘involuntary turnover’ is prevalent across volunteering domains, it is evident that internal factors are associated with the decisions of Specials to resign and which organisations have control over. These factors include a lack of support, poor management and supervision, insufficient training and development opportunities, a lack of meaningful development, not feeling valued, negative attitudes from police colleagues, and uninteresting duties. 
Relationship with Regular Constables
Previous studies (NPIA, 2010; Prins, 2018, Britton et al., 2018b; Cheah et al., 2021) highlighted that positive relationships with regular officer colleagues impact on the Special Constables’ experience. According to NPIA (2010); Lock (2013) and Britton et al (2021) Being integrated within policing teams and feeling valued by full-time constables are significant factors in shaping the morale, retention, and experience of volunteers. Previous studies identified challenges within these relationships and cultural negativity amongst regulars toward Specials. Bullock and Leeney (2016, p 494) and Britton, et al (2022) agreed that regular officers are sceptical of the Special Constabulary and volunteers are not well integrated into the organisation.’ 

Frayling (2018) explored the perspectives of Regulars toward Specials, summarising the relationship as ‘far from being friendly’. There were mixed views from the Regulars engaged in the study. 79% of the Regulars the author surveyed felt that ‘Special Constables are useful to the regular force’, and the same proportion agreed that ‘Special constables are inadequately trained. Britton’s et al (2021) findings echoed in a later survey-based study of regular officer perspectives of Special Constables, found only 16% of regular officers felt that Special Constabulary training was sufficient. According to regular police officers, the training needs to improve so that volunteers can confidently support them in this challenging role. 

2.2 Training

The views of the special constables have echoed those of regular officers’ opinions regarding special constables’ training. NPIA (2010) highlighted the insufficiency of initial training and the degree to which it does not prepare adequately for initial practice. Bullock and Leeney (2016) discovered that only half of Special Constables felt their training adequately prepared them for police duties. Callender et al. (2018a) agreed that Special Constables responded that they had not ‘received the training required to be effective when they began the volunteering role.’ Whittle (2014) identified that Special Constables often felt ‘insufficiently prepared’; statistics were echoed in the study by Prins (2018, p 54) who determined that Special Constables spoke about how unprepared their training left them to begin life on the streets as fully warranted officers.’ Several studies (Hieke, 2015; Bullock and Leeney, 2016; Wolf et al. 2016, Prins, 2018;) identified the association between training and the Special Constables’ confidence to practice. Inadequate initial training and lack of meaningful deployment to the station influenced the decision of 17 % of Specials to leave the organisation. 
3 Methodology 
[bookmark: _Hlk110954863]
[bookmark: _Hlk105759977]This research project aims to understand how Gwent Police can improve the retention of SCs, and improve the support and experiences in the Special Constabulary. 


The objectives of the research are:
· To critically analyse literature on the volunteering experience within the police forces and consider this in the context of Gwent Police.
· To critically evaluate the research methods and choose the most appropriate one to assess Special Constables’ level of role satisfaction. 
· To critically analyse, present and discuss findings on Special Constables retention at Gwent Police.
· To develop a set of recommendations.
3.1 Methodological Choices

Traditional police research has a long history of utilising ethnographic studies. This method enables researchers to “...observe, participate in and understand the society which they are studying’ (Fox, 2004, p.234). More recently, the police literature has been based on quantitative surveys or secondary data analysis. 
The researcher has access to the Special Constabulary, enabling observational methods for data collection. However, the research outcome could be subjective and limited only to the researcher’s views, opinions, and experience. Therefore mixed research methodology was undertaken, and qualitative and quantitative data were gathered to mitigate bias. Quantitative research reveals a broader view of the process is concerned. However, collecting quantitative data has limitations, as it restricts the respondents to specific ways of thinking. It could be deemed narrow and unrealistic as it only enables capturing a small portion of the concepts under study, hence the lower validity of the design. Qualitative research offers the opportunity to fill this gap (Krosnick and Presser 2010). To understand the subject in depth, the researcher used open-ended questions. Utilising only the qualitative method results in a subjective conclusion (Hair et al, 2020). Qualitative research aims to produce in-depth data, requiring content analysis rather than statistical. Utilising both approaches prevents researcher bias. According to Frayling (2018), research bias is difficult to remove from any piece of study. However, it is essential to recognise it. Despite the theoretical framework used throughout the analysis stages, the study was designed with assumptions regarding the Special Constabulary and its role within policing. These assumptions will have been influenced to some degree by the relevant literature and the researcher’s own experiences as a Special Constable. 
The researcher used a survey as a research tool. The online survey was designed with a mixture of closed and open-ended questions. Respondents were asked to score their agreement with a series of statements relating to their perceptions of the Special Constabulary, using a 5-point Interval scale (1: strongly agree, 2: agree, 3: neutral, 4: disagree 5: strongly disagree).
The researcher included open-ended questions, to avoid unconscious bias and helped Specials to express their feelings and opinions about the satisfaction of being a volunteer worker. Additionally, the open-ended questions enabled the recognition of the challenges specific to Gwent Police.
[bookmark: _Hlk113012829]The questionnaire was disseminated via e-mail, using the Special Constabulary tool – Duty Sheet. The researcher chose this method over alternatives as this method offers anonymity to responders. When requesting individuals to answer questions using paper format there is more risk that the data will be disclosed. Additionally, this method does not offer anonymity for the participants. Web-based surveys enable a cost-effective method of examining more individuals. 
Interviews or focus groups could be difficult to organise; these require a location and a mutually convenient time for all participants and involve travelling time. An additional benefit of the chosen method is the convenience of analysing the data. Closed questions enabled the researcher to analyse data more efficiently. At the same time, analysing responses from interviews or focus groups might easily misinterpret the results. 
3.2 Sampling strategy.

The survey was entirely anonymised. According to Ryba (2022) , anonymity enables responders to express their perceptions freely. The questionnaire was designed to protect the identity of participants fully. For instance, removing potentially identifying contents, the gender and rank to not indicate the individual. 
The survey was undertaken over a two-week period during August 2022, and targeted operational Special Constables across Gwent Police. This investigation sought opinions from SCs willing to remain in the voluntary role for longer. The response rate was satisfactory, with 31 special constables taking part In the research project and completing the survey. At the time of the survey, there were seventy-five SCs in the Gwent Police (2022). Fifty individuals were selected to complete an online retention survey, excluding the individuals in training and individuals who had already been accepted to join the regular Constabulary. 

[bookmark: _Hlk113458386]4. Findings.

Results were organised into five subheadings, including service length and future intentions of service length, Satisfaction or general experience in the volunteering role, Initial training and development, Relationship and recognition from the regular and special constables management team, Barriers and reasons for considering leaving. Each section considers a variable that affects SC retention and suggests how improving this could lead to increased retention and value for invested money.
4.1 Service length.
It is essential to recognise individuals who intend to remain longer within Special Constabulary and place efforts and time towards them. 
Image 1 shows how long participants in the sample have served as Special Constable.
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Figure 1 Service Length in the Special Constabulary

Nearly 50 % of Special Constables were serving at Gwent Police between up to two years, 35 % served under then one year. Nearly 10% were longer with Special Constabulary service over 6 years and only 6.5% served between three to five years. It must be noted that most of the sample did not express an interest in joining the Regular Constabulary. Image 2 introduces these results.
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Figure 2 Intention of remaining in the Special Constabulary.

Encouragingly 80% of Specials surveyed were interested in remaining in the volunteering role. Those who were planning to leave in the next year, almost 17% stated that they are going to join the Regulars. 3% of responders were uncertain if they stay with the organisation.
4.2 Satisfaction with the volunteering experience

Image 3 visualises the satisfaction with the volunteering role. Encouragingly twenty-eight individuals are satisfied with the role, and only three are neutral.
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Figure 3 Satisfaction with the volunteering role.
4.3 Training 

The Figure 4 indicates that Special Constables were satisfied with the initial training. 
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Figure 4 Level of satisfaction with the initial training.

Consistent with the findings of several previous studies (Britton et al., 2016a; Callender et al., 2018a; Whittle, 2014), twenty-eight of the Special Constables evaluated the quality of delivery of training positively. A key challenge raised within a section of the initial training was the development of skills and confidence to practice skills, which for many was lacking. A high proportion of Specials (93%) suggested that more practical sessions in terms of role-play and scenario-based sessions during their initial training could improve confidence when embarking on their initial practice on the front line. Less enthusiasm they show about getting more sessions on how to use police equipment such as radio, only half of the responders agreed with this solution.
The initial practice and deployment to the station received more negative results than training. The time after the initial training and deployment to the station needs to be addressed, as the responders indicated in the open-ended questions that they have been left without support. The findings suggest that deployment to the station was less well managed, and more structure is required in terms of supervision. Twenty-one respondents recommended a dedicated mentor after initial training. 
The open-ended questions revealed statements relating to having the opportunity to volunteer in the areas they are interested in, receiving sufficient ongoing training to remain effective in a volunteer role, and being given opportunities to develop new skills and abilities.
4.4 Relationships with Regular Officers.

According to the literature (Bullock and Leeney, 2016), the relationship with regular officers significantly impacts the Special Constables’ experience. Examined responders stated that they do have good relations with regular officers (see figure 5).
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Figure 5 Relationships with the Regular Officers.

The length of service also impacts relationships with regular police officers. The results have highlighted distinctions in perceptions and experiences between those who have served for more than two years, which reported more positively across measures, compared to those with two years or less service. Results indicate that the more experienced special have better relationships with the regular officers.
The results differ from other UK forces. National research projects highlighted that Regulars have a negative attitude toward Specials. Gwent Police (2022) is a small force suffering significant shortages of front-line officers. Therefore, Gwent Police Regular Officers appreciate the support from Specials and value their contribution. 


4.5 Relationship with the Special Constables Management Team

Specials agreed that they felt sufficiently supported by the special management team. Image 6 visualises the responses about the relationship with Special Constabulary.
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Figure 6 Relationships with the Special Constabulary.
4.6 Retention

This section discusses what factors may impact SC’s resignations and influence their volunteering career lengths.
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Figure 7 Retention.

The survey revealed that in terms of the ability of a special constable to effectively 
carry out their duties, several constraints and negative effects were experienced; these included work-life balance (5 responders), lack of equipment (3 individuals), and lack of meaningful deployment to the station (13 responders). Half of the volunteers stated they would leave the special constabulary because of the lack of upskilling courses. Additionally, more than half of the responders stated, that there is a lack of integration between Regular and Special Constabulary. 
5. Conclusion  

The research purpose was to explore Special Constables’ perceptions and develop strategies to improve the functionality of the Special Constabulary, as well as the dynamics and interactions between Specials and Regulars. The aim of the research project was to find out about the Special Constables’ experience and satisfaction with the volunteering role to provide recommendations to encourage retention.
National statistics highlighted the main reasons for Special Constables’ resignations. Among those who were not leaving to join the Regulars gave organisational reasons for leaving. Those reasons were a perceived lack of support, poor management and supervision, a negative relationship with Regular Constables and insufficient training and development opportunities. The results from the Gwent Police showed different results compared with the results from other forces in the UK. The findings showed that Special Constables are satisfied with the force, role, training, and relationship with Regular Officers. However, current results resonate with the findings of previous research regards initial training. The results identified weaknesses in training that could be addressed.  Gwent Police constables recommended more practical sessions. An allocated mentor would be beneficial after initial training so that volunteers feel more confident when joining regular constables. 
The literature (NPIA, 2010) reflects the high importance of relationships with Regulars and that these relationships could be challenging. Contrary to national research results, responders from Gwent Police stated that they have a good relationship with regular officers. However, they noted that better integration between regulars would improve their satisfaction with the role.
The study can be interpreted as a starting point for further exploration in research regards Special Constables retention. It could also contribute to a deeper understanding of the Special Constables’ experience. However, the results of this study should be treated with caution due to the small sample size. To understand retention better at Gwent Police, it would be beneficial to elicit the views and experiences of Special Constables who have left the force. 
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7. Appendix
The questionnaire. Please access the provided link to fully view the questionnaire disseminated among Special Constables. https://forms.gle/nwZyuK1geYADLfwD7
Dear participants,
I would like to invite you to participate in academic research. The research results will be published in the report produced for the University of Wales Trinity Saint David in September 2022. The advantage of the research project is helping Gwent Police better understand Special Constable’s engagement and satisfaction with the volunteering role. The research project will aim to develop recommendations to improve practice at Gwent Police to enhance the volunteering experience and improve Special Constables’ retention. Therefore, your views are very important.
The questionnaire contains mostly closed questions and will require approximately 5-10 minutes to complete the form. The questions will be based on training efficiency, satisfaction with the role, and what factors may impact SC’s resignations and influence their volunteering career lengths.

Confidentiality 
All data collected in the study will be used solely for the academic research project and remain strictly confidential. The responses will remain anonymous and individuals participating in this research will not be identified. You can withdraw your participation in this research at any time, and all the information and data collected from you to date will be destroyed. Your data's processing, storage, and destruction will comply with the Data Protection Act 1998. There will be no follow-up once you complete the questionnaire.
Expenses and payments
There will be no expenses covered for taking part in this study. However, I greatly appreciate the time taken, as your answers will assist me in completing my research.

Leave your email address if you would like to receive a copy of the finished report.
For further information or if there are any issues when completing this questionnaire, do not hesitate to get in touch with the researcher Katarzyna Kolowrocka via email at 1805961@student.uwtsd.ac.uk


1. I confirm that I have read and understood the above information for the research project.  
Yes
No

2. I understand that my participation is voluntary and that I can withdraw anytime.

Yes
No

3. I agree that the anonymised information I provide will be used in an academic study about the satisfaction and retention of special constables at Gwent Police.

Yes
No

4. I agree to take part in this study.

Yes
No

5. I agree to answer all questions per my personal views and opinions without any other person's influence.

Yes
No





















1 GENERAL.

1 a. How long have you been volunteering as a Special Constable?

under one year
1-2 years 
3-5 years 
6-8years 
8+
1 b. Do you intend to remain in the Special Constabulary?
yes 
no
uncertain

	2. INITIAL TRAINING AND GAINING COMPETENCIES.
	Strongly agree
	Agree
	Neutral
	Slightly Disagree
	Strongly disagree

	I was satisfied with the initial training.

	
	
	
	
	

	I was given the support and resources I needed to succeed throughout the initial training.

	
	
	
	
	

	The initial training helped me to feel competent and confident in my role.

	
	
	
	
	

	I would rate my knowledge after initial training very high.

	
	
	
	
	

	I would prefer more practical sessions during the initial training to feel more confident when joining regular constables.

	
	
	
	
	

	I would prefer more training on how to use the police equipment such as radio, phone and others.

	
	
	
	
	

	I would prefer to be assigned to a mentor before joining the regular officers.

	
	
	
	
	

	I feel, it would be beneficial if the mentor assigned to support my development received a monetary reward.

	
	
	
	
	



2a. What else could help you develop competencies and gain confidence quicker?
	







	3. RECOGNITION, RELATIONSHIP AND SUPPORT FROM REGULAR OFFICERS.
	Strongly agree
	 Agree
	Neutral
	Disagree
	Strongly disagree

	I have a good relationship with regular constables. 

	
	
	
	
	

	The regular police officers respect and value my contribution as a special constable.

	
	
	
	
	

	Regular Officers support me in my progress and development.

	
	
	
	
	

	I feel part of a team.

	
	
	
	
	

	I feel empowered to state opinions and views.

	
	
	
	
	

	I feel more of a burden than a help for regular officers.

	
	
	
	
	

	I feel being seen as a second-class employee.


	
	
	
	
	




	4. RECOGNITION, RELATIONSHIP AND SUPPORT FROM SPECIAL CONSTABULARY.
	Strongly agree
	 Agree
	Neutral
	Disagree
	Strongly disagree

	I feel valued, recognised and supported by the Special Management Team. 

	
	
	
	
	

	
My efforts are well recognised.

	
	
	
	
	

	My contribution is appreciated.

	
	
	
	
	

	I feel part of a team.

	
	
	
	
	

	I feel empowered to give feedback, and the supervisor act upon it.

	
	
	
	
	





5 .SATISFACTION WITH THE ROLE [image: ]
I am satisfied with my volunteering role at Gwent Police, and this role meets my expectations. 

	6. RETENTION Why would you consider leaving the Special Constabulary, or What barriers and challenges are impacting the satisfaction of the volunteering role?
  
	Strongly agree
	 Agree
	Neutral
	Disagree
	Strongly disagree

	Poor volunteering experience, 

	
	
	
	
	

	Not enough support from Special Constabulary 


	
	
	
	
	

	Not enough support from Regular Police Officers

	
	
	
	
	

	Not enough upskilling courses,

	
	
	
	
	

	Lack of meaningful deployment to the station

	
	
	
	
	




Other – please specify 
	




7. If given the opportunity, what changes would you make at Special Constabulary? 	
	






Thank you for taking the time to assist me with this research. I truly appreciate your insight and your time.
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