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Abstract  
 
The first stage of an officer’s journey in their policing career, is initial training, this is a 

pivotal stage for newly recruited officers. This research is a direct response to the increase 

in police recruitment. This research explores the rationale for decision-making among new 

recruits and analyses how this is influenced by police occupational culture. Police 

occupational culture is passed on from one generation of police officers to another and is 

criticised for enforcing negative stereotypes which limits reform. This study conducted 10-

semi-structured interviews with police officers who had under two-year’s service. Thematic 

analysis produced three key themes: ‘Formal Learning’, ‘The Front-Line’ and ‘Craft 

Knowledge’. These findings highlighted that informal learning, especially, the tutor 

constable was a major influence in the development of student officers.   
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Introduction – Chapter One: 
 
This research responds to the increased recruitment of police officers in the United Kingdom 

(UK) whereby all new recruits will proceed through an initial training period. This has led to 

the police service having a relatively new in-service workforce. At the moment there are 

police officers who have not experienced policing outside of the pandemic and therefore, 

will not have been exposed to the same socialisation as other officers. Moreover, the 

structure of police recruitment has undergone recent reform in line with the College of 

Policing’s framework which aims to standardise the training of police officers and provide 

them with a recognised qualification (College of Policing, 2020). The police service this 

research was conducted with has recently reformed how they train their new recruits, 

traditionally when officers leave initial training they are placed with a mentor. However, due 

to the increase in new recruits’ outnumbering the number of mentors available this police 

force has reformed the structure of student officer’s probation period. Traditionally, student 

officers were mentored by one person during their probation period, under the new model 

which operated as a pool mentor system student officers are mentored by a new officer 

every day. This police force has also reformed how incidents are processed, traditionally, 

incidents were responded to by a response team and investigated by an investigation team. 

Under the new model these teams have merged meaning all crime is responded to and 

investigated by the same officers unless it warrants specialist skills such as, rape and 

economic crime. To respond to these changes, it is important to assess how this effects 

police occupational culture and decision-making. This study will therefore review how the 

initial socialisation of newly recruited police officers affects officer’s decision-making on the 

front-line through the lens of police occupational culture.  

 

The organisational culture of an institution such as the police, reflects shared values and 

assumptions. This dissertation will assess how officers in their initial 2-years of service have 

been socialised into these values and what effect this has on their actions. The police have 

always come under criticism for officers’ action due to the nature of the role, although these 

are individual officers’ actions, they impact societies wider impressions of the organisation. 

The death of Sarah Everard and the Black Life’s Matter (BLM) movement have highlighted 



 6 

how officers’ actions can impact public confidence. This research is concerned with police 

constables who are the lowest rank and arguably act with the highest discretion as they 

respond to spontaneous incidents.   

 

This study will explore the theory termed police occupational culture, which is a complex 

concept about the norms, values and beliefs that have developed in the organisation.  As 

police occupational culture is a broad term this study will refer to key scholars who have 

developed this notion of policing culture and terms such as, ‘craft’ knowledge. ‘Craft’ 

knowledge will form an important part of the analysis about how officers make decisions, 

‘craft’ knowledge is a product of police occupational culture which officers accumulate 

through informal learning. Police occupational culture is a concept that emerged in policing 

studies in the 1960s and 1970s due to concerns over police discretion and the behaviour of 

police officers. Police occupational culture is used by scholars to explain negative behaviours 

in policing such as corruption, violence and negative stereotypes that exist along officers. 

These negative behaviours manifest into various elements of police occupational culture 

such as, suspicion, group loyalty, conservatism, machismo, pragmatism and racial prejudice 

(Reiner, 2010). Although most connotations of police occupational culture are negative it 

denotes some positive functions for example, how it helps officers respond to the stressful 

nature of their role (Van Maanen, 1973; Paoline, 2003). Moreover, it is said to teach newer 

officers about police work as ‘war stories’ are passed on by experienced officers, this notion 

is referred to as ‘craft’ knowledge (Willis and Mastrofski, 2018).  

 

This research has conducted 10-semi-structure interviews with police officers who have less 

than 2-years’ service. There will be four main research questions which contribute to the 

wider research question: 

 

1. What are newly recruited police officers’ current views of their socialisation process 

in policing? 

 

2. What do officers believe their biggest influence is on their decision-making? 

 
 



 7 

3. Looking at different incidents can officers identify where their decision-making 

changes and why they think this happens? 

 

4. How does the socialisation of newly recruited police officers and police occupational 

culture affect officer’s decision-making on the front-line? 

 
 
The constabulary and the participants of the interviews are kept anonymous throughout 

this research. The research provides an insightful account for how newly recruited police 

officers make decisions on the front-line. Chapter One will review a broad range of 

literature that will later be used to analysis the results of this study. Firstly, it is important 

for this study to explore the notion of occupational culture as this concept is not isolated to 

policing and therefore, it is a foundation to understanding the wider concepts of culture. 

This awareness will be later applied to theory of police occupational culture that has been 

developed by Criminologists, this is a key theory that this study relies on to critical analysis 

new recruits’ decision-making. The reader will be guided through the core themes of police 

occupational culture and the outcome this has on officer’s socialisation. Following on, it is 

important to discuss the range of frameworks that officers are expected to use and explore 

the amount of discretion officers have. These concepts are then reviewed in line with the 

themes of police occupational culture and how this may inform officers decision-making. 

Chapter Two will outline the methodology, the authors’ motivations and the challenges this 

project has overcome. This section will discuss at depth the author’s own reflexivity as they 

are a serving Special Constable and full-time paid staff member of the police. The Third 

Chapter will present the results of this study which will be analysed in Chapter Four and 

compared to the literature review in Chapter two. The final chapter will conclude the 

findings of the study and outline future research. Overall, this piece of research aims to aid 

the development of newly recruited officers and inform the Learning and Development 

(L&D) of how officers are applying their knowledge on the front-line.  

 

This research adds value to the current body of literature surrounding police occupational 

culture as it offers an up-to-date account of how officers are applying the information they 

have learnt. This study offers a unique perspective as this research was conducted during 
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the Covid-19 pandemic which has impacted how L&D deliver their training. This meant that 

the officers who participated in the interviews had not been exposed to the normal training 

programme as it was delivered in line with social distancing regulations meaning a large 

amount of the programme was delivered online. Alongside this, the levels of high 

recruitment meant that the police service has a less experienced workforce than before, in 

some cases 40% of the current workforce have not policed outside of the pandemic. This 

has added greater pressure to the mentor stage of the socialisation process as student 

officers are not having a 1-1 mentor as normal due to the ratio of student officers and 

mentors available. This study will draw inspiration from John Van Maanen (1973) study 

titled ‘Observation on the Making of Policemen’ which outlined the journey that new 

recruits go through although in relation to their working personality, this study is arguably 

outdated because of when it was conducted. However, the themes of this study can be seen 

in Sarah Chapman’s (2017a) more recent study ‘Police socialisation, identity and culture: 

Becoming Blue’ who discussed new recruits’ current attitudes and their influences and 

found that officers are keen to learn through informal learning channels and that they are 

frustrated by their inability to ‘do good’ and ‘make change’. The study also highlighted a 

strong sense of teamwork and friendship which made policing a ‘job like no other’.  
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Literature review – Chapter Two: 
 

In order to understand the occupational culture, socialisation and decision-making 

processes of officers, it is important to first consider previous literature. This chapter will 

examine what the historical and current literature suggests about how officers learn their 

occupation and apply their understanding of their job role to the front-line. 

 

Occupational culture 
 

Occupational culture is simply shared values, occupation and is not isolated to the police. 

The nature of culture means it is not scientific and therefore it cannot be quantified, which 

itself leads to controversy as it is subjective to the individual (Manning, 2007; Loftus, 2009). 

Social anthropologists outline the concept of subcultures, which is the by-product of an 

existing culture and can be the result of a perceived threat whereby, smaller groups of 

people bind together. Subcultures are therefore viewed, in this anthropological sense, as a 

method of which people use to face everyday challenges by creating shared values, beliefs 

and norms. Individuals express their membership with subcultures by their dress, sexuality, 

language and attitudes (Young, 2011). Subcultures, therefore, have strong identities, which 

are passed on from generation to generation as a result of people telling stories and 

creating rituals, norms and values.  

 

How culture presents differs within the structure of an organisation which can be referred 

to as the layers of an organisation, as one passes through the layers the characteristics of 

culture become less objective and tangible (Charman, 2017). This is often presented as ‘the 

onion model of culture’ or the ‘iceberg model of culture’ which are useful ways to examine 

different layers of culture (Yilmaz, 2014; Hofstede et al, 1990). Schein’s Model of 

Organisational Culture explains the different levels of culture on three integrated levels 

(Schein, 1991; Schein, 2017). First, Schein’s model outlines the visible aspect and the 

manifestations of culture (the top layer), meaning “the phenomena that you would see, 

hear and feel when you encounter a new group with an unfamiliar culture” (Schein, 2017, 

p17). These are termed artefacts, such as, uniform, rituals and language. The second layer 

refers to the espoused beliefs and official values of what staff adhere too; these guide 
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members’ behaviour and are passed down to new recruits. The final layer refers to basic 

underlying assumptions, which are unconscious and unquestionable ‘truths’, guiding 

members’ perception of how to think, feel and act. Occupational culture therefore binds 

people together and is viewed by organisations as a way to motivate staff and increase 

productivity, despite its pitfalls which limit reform (Van Maanen, 1973; Paoline, 2003). 

Organisations such as the police, paramedics and armed forces have developed cultures 

where telling stories about what happened at an incident is routine (Gabriel, 2004).   

 

Police occupational culture  
 

Police occupational culture is a core component of this study as it is used to critically analyse 

the literature surrounding decision-making. Academics’ interest of police occupational 

culture emerged in the 1960s as policing research became increasingly focused on the 

amount of discretion police officers’ hold in relation to violence and whether to evoke the 

law (Reiner, 2010; Westmarland, 2005). Police occupational culture theory refers to the 

values and assumptions shared by police officers which in practice informs how they view 

their role and make decisions (Chan, 2009). In each individual occupational culture 

members’ (police officers) create their own rituals, vocabulary and ways of working which 

become ingrained in their everyday decision-making.  

 

The locus classicus for discussing the core characteristics of police culture come from 

Skolnick’s (1966) notion of the ‘working personality’ which emphasised the culture of front-

line officers and how they employ distinctive ways to respond to incidents. Although this 

classical notion of policing culture is somewhat outdated as it concentrated on front-line 

response officers, this framework of characteristics has since been built upon by 

researchers. Robert Reiner (2010) provides an up-dated account of police occupational 

culture whereby, he observed seven core characteristics: 

 

• Mission-Action-Cynicism-Pessimism 
• Suspicion 
• Isolation/Solidarity 
• Conservatism 
• Machismo 
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• Pragmatism 
• Racial Prejudice 

 

Firstly, the ‘mission’ of policing stresses the notion that police officers view their role as 

action-centred and that as the nature of their role is ‘dangerous’ it requires physical 

strength (Holdway, 1977). However, the reality of policing is often dull and paperwork lead 

rather than action focused (Bowling, 2019). The current nature of demand on the police 

service is further highlighted by the fact that, the police have seen as increase in missing 

people investigations, mental health crisis and child/adult safeguarding (College of Policing, 

2015). The second characteristic noted is ‘suspicion’ which is a result of officers viewing the 

social world as dangerous and implies that officers can predict the future actions of others 

and manage this by using their authority. This can perpetuate stereotypes against groups of 

people from a lower socio-economic background, race and gender. As the police create 

stereotypes against others it leads to them having a strong sense of ‘solidarity’ and 

‘isolation’ from external agencies. This is often termed the ‘blue code of silence’ whereby, 

officers create mutual understanding that they will rely on each other (Westmarland, 2005). 

As police officers work shift work it limits the amount of time that officers can socialise with 

people outside of policing, in turn creating strong bonds between officers as they may 

spend time together outside of work. This notion of solidarity can be seen within 

subcultures in the organisation, for example, between different ranks and departments 

(Bowling, 2019). Another characteristic outlined is ‘conservatism’ which states that police 

officers act as upholders of social order and authority and therefore, become accustomed to 

acting in line with a disciplined organisation with conservative values. Although this does 

not mean that police officers necessarily have conservative views politically, yet they tend 

to hold views that support conservative morals and values (Skolnick, 1966; Reiner, 1978). 

This can affect police officers from minority groups of police officers such as, LGBTQ+ and 

Black and ethnic minorities who identity conflicts with the conservative ideology. Moreover, 

these values echo the tradition that police officers are ‘macho’ and therefore the traditional 

‘policeman’ is male, strong and will openly engage with illicit heterosexual behaviour and 

alcohol drinking (Crank, 2015). Although the number of women in policing has increased, 

they are still underrepresented compared to the general population at every rank (Office for 

National Statistics, 2020). Reiner (2010) states that police officers reflect wider society and 
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therefore elements of racial prejudice which is termed institutional racism. This can lead to 

officers not only both consciously and unconsciously stereotyping minorities as perpetrators 

of crime and less credible witnesses, but also treat employees with protected characteristics 

unequally within the police (Equality Act, 2010). These seven characteristics give an insight 

into how policing culture develops in practice and that policing culture is the product of the 

unique role. Another, key element of Reiner’s (2010) study is that organisational culture 

reflects the values of society at the time and therefore it is rooted in wider societal norms, 

beliefs and values which create barriers to reform. However, despite it being commonly 

understood that the characteristic of police occupational culture is resistant to reform 

(Mason, 2009; Chan, 2007; Campeau, 2019). In particular, it is evident that frontline officers 

are activity resistant to change especially, from the top-down and externally imposed 

change (Stenning and Shearing, 2005; Skogan, 2008; Sklansky and Marks, 2008). However, 

scholars draw attention to the power of ‘bottom up’ reform, and new recruits as change 

agents. Here, this perspective draws attention to the importance of harnessing police 

occupational culture to bring about reform in their initial probation period (Marks, 2000; Toch, 

2008; Wood, Fleming and Marks, 2008).  

 

New recruits and police occupational culture  
 

Examining how new recruits are socialised into police occupational culture is essential in 

analysing the potential effects this may have. The current nature of recruitment in policing 

has undergone reform. One recent change has been an effort in increasing diversity, 

following criticisms that the police workforce is not representative of the population; 

however, this still remains a hurdle. In addition, whilst in the past police officers were not 

given formal recognition of training, they are now awarded a Level 6 qualification in 

Professional Policing. Currently, police constabularies in the UK are undergoing a period of 

increased recruitment as the Conservative Government have pledge to provide an extra 

twenty-thousand new officers by March 2023 (Home Office, 2021). The police service 

currently aims to develop a more ‘professional’ status. The College of Policing (2020) 

outlined The Policing Education Qualification Framework (PEQF) which sets out the 

curriculum for police officers including entry requirements, learning provision and support. 

Under the PEQF there are three entry routes into policing: the police constable degree 
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apprenticeship (PCDA), the degree-holder entry programme (DEHEP) and the pre-join 

degree scheme. Therefore, despite common assumptions, not all police officers need a 

degree to join the police service, since they can achieve a qualification as a result of a two-

year PCDA. However, traditionally, the police have been resistant to academia and have 

focused on ‘craft’ knowledge and therefore, these new routes into policing are treated with 

suspicion and viewed as less credible (Chatterton, 1995; Bayley and Bittner, 1984).  

 

During the recruitment process applicants make conscious choices to join the police, which 

is a pivotal stage in the socialisation of officers (Holdaway, 2017). Van Maanen’s (1973) 

study ‘Observation on the Making of Policemen’ outlined four different stages that officers 

go through in becoming a police officer: pre-entry choice, admittance (introduction), change 

(encounter) and continuance (metamorphosis). His study of newly recruited front-line 

officers concluded that early socialisation is the main influence for later behaviour. 

Applicants in the pre-entry choice explained that they wanted to make a difference to 

people’s lives and experience danger and excitement. The second stage in the socialisation 

process is initial training whereby, officers are exposed to core values of policing by existing 

police officers and trainers. Next, student police officers leave initial training and are 

deployed to the front-line with a tutor constable, this is their first time to develop a bond 

with an officer outside of training and form their own understanding of ‘craft’. The final 

stage of socialisation is when newer officers make the final adjustments to the organisation 

and accept policing culture.  

 

The police are endeavouring to viewed as ‘professional’ and have identified police training 

as a direct link to police professionalism. Despite this, informal learning undermines the 

notion of professionalisation as informal learning is highly regarded among police officers as 

classroom training does not teach student officers about the particulars of incidents (Chan 

et al, 2003). A themes of police occupational culture is the notion of ‘craft’ knowledge which 

is developed by officers telling stories and passed from officer to officer, it is viewed as 

knowledge which cannot be taught in a classroom such as, talking to people who are at 

crisis point (Lave, 1991; Smith et al, 2014). The most influential part of a student officer’s 

development is commonly understood to be their tutor constable (mentor) as they teach 

student officers how to act in a present moment (Charman, 2017). This becomes an 
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‘institutional memory’ which is ingrained in an officer’s mind based on the outcome of 

previous incidents, both positive and negative (Fleming and Rhodes, 2017). These 

experiences do not only form their ‘craft’ knowledge as police officers but also their skills of 

‘reading’ a situation whereby, they feel an innate ability to deal with a situation and 

apprehend the outcome. ‘Craft’ knowledge therefore allows officers to make sense of their 

role which shapes their identity and gives meaning to their experience which they draw 

upon when making decisions (Van Hulst, 2013). When new recruits join the police, they 

have a range of different ways of thinking, however, their identity adapts during their 

service. Over time, they are exposed to police occupational culture which is a powerful 

influence which makes it difficult for officers to be influenced by external factors (O'Neill et 

al, 2007). The idea that police officers tend to have the same beliefs, norms and values is 

highlighted by their use of language, dress and sexuality as Conlon (2004) states “over time 

and in the main, cops tend to think like other cops” (Conlon, 2004, p.320). Story telling is 

mostly informal and overtime contributes to the values, beliefs and norms associated to 

police occupational culture (Van Hulst, 2013). Importantly, police occupational culture helps 

police officers make sense of challenging situations. Officers express feeling like a ‘blue’ 

family and that sharing stories aids their welfare. These conversations normally happen 

inside the police canteen, police cars and briefing rooms away from the public (Waddington, 

1999). 

 

Decision-making  

Decision-making is an important concept within policing as police officers operate with a 

high degree of discretion. As noted above police officers are influenced by police 

occupational culture in how they view their role. Police officers at all ranks are expected to 

apply the National Decision Model (NDM) (Appendix A) in both planned and spontaneous 

situations (College of Policing, 2014). Although this sets a framework for how police officers 

should make decisions, these decisions can still be influenced by discretion. When 

considering a decision officers will reflect on how it will be perceived by the public, 

especially with the increased use of social media which means policing is visible. The NDM 

can be considered a dynamic risk assessment because the role of a police officer is 

spontaneous, the NDM can be adapted as more information comes to light. The notion of 
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risk is not tangible and is subjective to the individual police officer (Harman, Zhang and 

Greening, 2019). The police will perform certain checks and balances on each other’s 

decision-making, for example at domestic incidents the National Police leaders endorse a 

risk assessment referred to as DASH (Domestic Abuse, Stalking and Harassment and 

Honour-based violence risk identification). DASH aims to ensure that a supervisor agrees the 

level of risk with the police officer (low, medium and high) that a victim faces to provide the 

correct response. Domestic incidents are unique in this sense as the officers’ discretion is 

arguably limited by the positive action policy, meaning they must take a direct action to 

safeguard the victim (Barlow and Walklate, 2020; Perez Trujillo and Ross, 2008). However, 

as not all incidents have a predetermined policy which, leaves officers to utilise their 

discretion. The next section will discuss how decision-making is influenced by police 

occupational culture.  

Decision-making and police occupational culture  
 

As discussed, police officers’ decision-making is complicated and informed by different 

elements such as, risk, policy, recourses and police occupational culture. Police officers 

operate with considerable levels of discretion which cannot be taught in initial training. A 

study into discretion, professionalism and decision-making highlighted that police discretion 

is limited. The traditional notion that police officers’ hold great amount of discretion has 

been limited by policy, newer policies have limited the way officers could interpret the law 

and has caused a report-writing regime (Rowe, Michael, 2007). Rowe’s research highlighted 

that officers were fearful of the sanctions that would follow if they did not comply, even if 

they felt that the actions enforced by policy were not appropriate. In line with Reiner’s 

(2010) study of the core characteristic of police offices it is known that officers’ fear PSD 

because of their strong sense of solidarity and loyalty. When a member of the public 

complains about an individual police officer who is not the Chief Constable, they are 

referred to the Independent Office for Police Conduct (IOPC) who will investigate the 

complaint and forward it to the relevant Professional Service Department for the certain 

police force. Police officers have a duty to act as a moral agent and uphold the law, 

therefore, police officers have a range of guidance on what they can and cannot do in line 

with the law, force policy and the Code of Ethics. The result of their role being unique in 
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relation to their power means that officers have a strong sense of loyalty whereby, they 

may feel unable to report wrongdoing of fellow officers (Kargin, 2011), which can be 

referred to as a ‘code of silence’ (Westmarland, 2005). This notion of police occupational 

culture influences how officers make decisions, despite it being suggested that officers may 

cover up each other’s wrongdoing this is not an absolute truth. However, it is argued that 

police occupational culture which, to some extent supports the idea that officers would 

cover up wrongdoing, as culture is seen as a set of rules.  
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Methodology – Chapter Three 
 
This research project has conducted 10-semi-structured interviews with police officers who 

have under 2-years’ service and has used police occupational culture to analyse the findings. 

The aims of this study are to investigate how decision-making skills are developed among 

new recruits so that improvements can be suggested. The project is a direct response to the 

current challenges the police service faces in relation to having a reality new in-service 

workforce. This research project was conducted as a part of a Criminology MSc dissertation 

at the University of Leicester during May – September 2021. This research project carried 

out 10-semi-structured interviews with front-line police officers.  

 

Research strategy: 
 
This current research expands on the literature surrounding police occupational culture and 

decision-making through semi-structure interviews. The literature on police occupational 

culture is broad and therefore, to narrow the focus this research project has taken 

inspiration from similar studies in terms of content and methodology. It is known among 

policing researchers that the police are not forthcoming with taking part in academic 

studies. The researcher was aware of this due to the experiences of other scholars, in Van 

Maanen’s (1973) study ‘Observations on the making of policemen’, where he observed 

student officers in their training and probation on the front-line, he described not being 

given full access to observe incident as he was not a warranted officer so had to remain in 

the car. Another key study that the author can relate to is Simon Holdaway’s (1983) position 

as a researcher, while he was a Sergeant, he covertly researched the police although the 

conclusions of this research are not relevant to this research the methodology is key. 

Holdway had some time away from operational policing to study at University and when he 

returned to front-line policing as a Sergeant his colleagues did not value the academic 

experience he had gained and believed policing did not have time for research. It is well 

known that the police have not been particularly open to researchers which, overtime has 

caused an unhealthy relationship (Holdaway, 1979). Therefore, when designing this 

research project, the author was aware that police officers may not value this project.  
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This study combined a range of different topics, police occupational culture, socialisation, 

decision-making and new recruits. In relation to the different subject areas a range of 

literature (See chapter Two) has been drawn upon to inform the aims and research 

questions. Robert Reiner offers a wealth of data on the social backgrounds of new recruits 

and their perceptions of work (Reiner, 1978) This classical research into unionism 

highlighted officer’s loyalty and commitment to their duty, during this research the Police 

Federation had developed during the 1970s to become more formal, they were allowed to 

levy for voluntary funds and had begun to challenge pay and working conditions. The 

research highlighted that officers came from similar social backgrounds whereby, they had 

attended ‘selective’ schools but had lower than average qualifications. Despite this, officers 

were motivated by increased social mobility including pay. Reiner’s (2010) more recent 

work built on his original work and outlined the core characteristics of police occupational 

culture. Reiner’s research has had a major impact on his research as it has shown that police 

occupational culture has not shifted since academics first involvement in policing.  

 

Methodological Framework:  
 
This project uses a social constructionist theoretical framework and Erving Goffman’s (1990) 

grounded theory to provide a critical exploration into decision-making through the 10-

interviews conducted with police officers. Goffman’s (1990) inductive approach examines 

the way in which people present themselves, their social interactions and understandings. 

The constructivist grounded theory is founded in the principle of exploring peoples’ 

experiences, understandings and identities. The theory recognises social constructions, such 

as, police occupational culture and the taken-for-granted assumptions of decision-making. 

Meanings of the social world and the reality of organisational culture are shared through 

taken-for-granted assumptions which creates a social reality. Therefore, it is accepted that 

social constructionism is not based on a positivist approach but an inductive approach 

which, is useful in this research to recognise the understandings of police officers in relation 

to how they make decisions. The interviewer used the inductive approach and grounded 

theory to understand the symbols, images and interactions that officers expressed in the 

interviews (Schein, 2010).  
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Sample:  
 
This research project focused on police officers who had under two-years’ service meaning 

they were still in their probation period. The researcher was given a point of contact for this 

research within L&D who provided them with a list of probation officers names and email 

addresses (480 officers). The researcher originally picked out names at random and 

contacted them via email. The study yielded participants from a range of different 

backgrounds, 3/10 had past experience as a Special Constable and Police Community 

Support Officer 1/10 (PSCO). In relation to gender and ethnicity, 8/10 participants were 

male and 3/10 female, 2/10 BAME, 8/10 white British. The officers covered a range of 

different police stations and length of service within their 2year probation period.  

 

Data collection:  
 
This research is based on ten semi-structured interviews, the author decided to use 

interviews as they are a useful method to collect qualitative data which is concerned with 

participants thoughts and feelings. As explained above the police are typically resistant to 

academia and are hesitant to take part in research due, to the closed nature of the 

organisation (Bell and Waters, 2018). Therefore, the researcher decided to use semi-

structured interviews as they have a relaxed format and allow a good repour to build 

between the interviewer and participant (Caulfield and Hill, 2014).  

 

The researcher applied to the University of Leicester’s ethical approval process (See 

Appendix B) before approaching the regional police ethics council to gain access to a UK 

police force. The project was not originally approved by the ethics board as they wanted 

more information about the area of business the project was aimed at. The author supplied 

this information, and the research was approved. At this point the research was given a 

gatekeeper who was a Sergeant in the L&D department who gave the researcher access to 

police officers in their probation. The researcher sent an email out using the contact 

information provided by the Sergeant, however they had little replies. The researcher then 

reached out to a police officer who they knew from their role as a special constable who 

they asked to spread the word about the study. At this point, the researcher via text spoke 

with potential participants which proved to be a successful way of gaining participants. 
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Once participants took part in the interviews the researcher asked if they could ask other 

probation officers to take part. It was not the intention of the researcher to use a snowball 

sample but in this case it occurred naturally. Snowball samples are recognised for being a 

convenient way to access hard to reach groups (Crowther-Dowey, 2013). Although this 

method tends to yield participants from the same background this research was 

representative of the make-up of the police demographic in relation to gender, ethnicity 

and previous policing experience.  

 

The researcher is employed by the police service in a full-time civilian role and as a special 

constable which they used to their advantage as they are seen as less of an ‘outsider’, 

however, this may be a double-edged sword as officers will view the researcher as 

suspicious (Brown, 1996). The researcher made it clear that participants would be 

anonymous as their personal information was removed from the transcripts and L&D would 

which officers participated. The nature of semi-structured interviews allows for pre-

determined questions, but also encourages conversation to occur naturally, this is beneficial 

to the research data as it allows more depth for analysis. Other methods, such as 

ethnographies, have been considered but due to the scope of this research semi-structured 

interviews are the most appropriate. Nonetheless, when conducting the interviews with 

police officers the researcher will intuitively observe their behaviour which can be noted in 

the results section (Charman, 2017).  

 
Framework for data analysis: 
 

Once the research was collected via semi-structured interviews the interviews were 

transcribed and analysed using thematic analysis. When the interviews were being caried 

out the researcher thought about the potential themes that could be produced, as the 

researcher carried out more interviews, they asked questions based on the reoccurring 

themes. The interviews were then transcribed and organised into codes and themes (‘the 

front-line’, ‘formal learning’, ‘craft knowledge’). Following this, the researcher presented 

these themes to their Supervisor, Dr Claire Davis, and explained their rationale to confirm 

the researcher’s interpretation of the data. 
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Reflexivity:  
 
The researcher acknowledges their own beliefs, judgments and practices during the 

research and how this influenced the research project. The inspiration for this research has 

come from the researchers’ own personal experiences as a special constable and previous 

BSc research. The researcher conducted an undergraduate project ‘An evaluation of how 

mental health principles are incorporated within police custody’s risk assessment process’ 

which highlighted how ‘craft’ knowledge influences officers’ decision-making and their 

understanding of risk. The principles of ‘craft’ knowledge supported that officers’ decision-

making was influenced by police occupational culture. These findings highlighted the impact 

of occupational culture on decision-making and which inspired this current project.  

 

In a personal capacity, the researcher has become increasingly aware of the nature of police 

occupational culture due to the observations they have made while being a special 

constable. The researcher identifies as a young, 22-year-old, female police officer with 3 

years’ service which has influenced the development of this research. The researcher has 

reflected on their own behaviour and decision-making as a police officers and attempted to 

identify the influences. Firstly, the researcher has acknowledged their own development of 

decision-making and recognises how this has been a combination of craft knowledge and 

formal training. For example, the researcher feels that initial training was taught in isolation 

from the front-line and that they were not prepared for policing culture. Initially, they found 

policing culture a macho environment and experienced sexism from colleagues.  The 

researcher further acknowledges how they adapted code-switching as they shifted their 

linguistic dialect to fit into to masculine environment. For example, using words like ‘mate’ 

and ‘cheers’ and overlooking behaviour that they would have otherwise deemed 

inappropriate. The researcher acknowledges that they adhere to the values of police 

occupational less than when they were younger in service as, they feel more confident in 

challenging behaviour and understand how to do this within the culture but, this only comes 

with time and knowing your ‘craft’.  Another important attitude that the researcher has 

observed is the notion of an ‘attitude test’ which officers used to test the attitudes’ of 

people to determine what action the police take. The researcher adopted this method 

during their service, however, following a conversation with a colleague they realised they 
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were acting on bias rather than facts. The researcher currently holds the rank of Special 

Sergeant which has caused others to question her ability because of their age, the author 

feels that being young in age and service has impacted how their decision-making is viewed 

on the front-line. The author has witnessed first-hand the frustration from others about the 

percentage of those on the front-line being inexperienced and not being able to ‘grip’ 

incidents or do ‘basic’ policing. They have also witnessed the debate surrounding degree 

entry into the police which, is commonly misunderstood by experienced officers and 

typically those without degree believe that people cannot join without a degree. This is 

misunderstood as the apprenticeship scheme allows people to join without holding a 

degree.  

 

Ethical considerations and limitations  
 
In accordance with ethical policies this research project has ethical approval from the 

University of Leicester and the regional police Ethics Council. To comply with ethical 

guidelines this project has kept the police force and participants involved anonymous; this 

also enables participants to feel more confident with sharing information. On numerous 

occasions during the interview participants hesitated before telling a story, once the author 

reminded them that L&D would not be able to identify them, they were forthcoming with 

the information. Before the interviews were conducted the participants were given an 

information sheet and consent form outlying their rights to; confidentiality, anonymity and 

the right to withdraw at any time up until two weeks after their interview; no participants 

removed their data (See appendix C). Additionally, the interviews were recorded on a 

password secured device which can only be accessed by the researcher and were deleted 

following transcription. During the transcription process all data that could compromise the 

identity of the participants and the police force was deleted. 

 

The main issue this study overcome was in relation to participants because of the nature of 

their role as the participants worked shifts it was difficult to organise interviews. 

Participants were accommodating and arranged to meet the interviewer before/after their 

shift however, some interviews were conducted in worktime. This meant the participants 

were often distracted by the radio or got held up at an incident and could no longer make 
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the interview. This is not an issue than could have been avoid but is a considering for time 

management for future studies. The majority of participants knew of the researcher due to 

their background as a special constable so were confused about why the researcher was 

conducting this research as they were not aware of their background in criminology. As 

mentioned above the researcher was unaware of how being an ‘insider’ would affect the 

research, although it did not limit the quality of the researcher it changed the dynamic of 

the interviews. A positive was that participants were able to use police jargon and talk about 

local issues without the researcher having to ask further questions, this meant the 

interviews were structured like a natural conversation.  Moreover, in relation to the 

participants, due the recent reforms in relation to the mentoring model it meant that 

participants had different experiences of their probation period which effected the results 

of this study. It was useful to review the reforms of the scheme and resulted in relevant 

findings.   

 

Qualitative research proposes problems in relation to the subjective data of the 

methodology as the researcher is involved in the research is can affect how objective they 

can be. Furthermore, as mentioned above the researcher works for the police service that 

this research was carried out with. To overcome this, through the use of ‘members checks’ 

that will triangulate the data, this ensures that the code and themes produced by the 

researcher are objective. The researcher will present these codes and themes to their 

dissertation supervisor (Dr. Claire Davis) and the participants before analysis.    
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Results – Chapter Four 
 
This chapter presents the findings that emerged in the ten-semi-structured interviews with 

police officers who had under two years’ service. The interviews offered a variety of insights 

into police occupational culture and decision-making on the front-line. The interviewer had 

an interview guide with predetermined questions and themes that they wished to explore. 

The nature of semi-structured interviews allowed the participants to refer to their own 

experiences of, initial training and the front-line, which allowed the author to analyse the 

influences on their decision-making. Although the researcher used an interview guide, they 

treated the interviews as a conversation, which allowed a relaxed format whereby, the 

interview guide was not necessarily followed in the same order in each interview. Thematic 

analysis produced three themes regarding police occupational culture and decision-making; 

‘formal learning, ‘the front-line’ and ‘craft knowledge’ which are broken down into codes in 

this following chapter.  

Formal learning:  
 
The overarching nature of this theme is about how officers are influenced by formal learning 

in initial training and what effect this has on their decision-making. The first code that this 

research outlines is ‘policy in practice’ which explains how officers apply formal risk 

assessments to their decision-making. The second code explores ‘knowledge gaps’ which 

summarises how participants felt a disparity between the knowledge they gained from L&D 

and the realities of policing on the front-line. 

Formal Learning: Policy in practice  
 

Participants describe that they have a strong understanding of force policy and law as they 

stated this was emphasised in their initial training and as a result informs their decision-

making.  

 

Participant 2/R: “you just have a gut instinct […] the more scenarios you go to and the 

more you kind of have that knowledge you gain, I’ve got an operational handbook […] 

if I need to refer to it, or like Pocket Sergeant (online app) […] sometimes I’ll even refer 
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to that on the way to a job if I’m like not a hundred percent sure on something. It is 

hard to see kind of where your gut instinct is, because you just kind of have that like 

sometimes you just know” 

 

Participants describe how they have developed their decision-making over the course of their 

service and have adapted different ways to apply force policy and law on the front-line. 

Participants stated that their initial judgements on how to respond to an incident did not 

utilise force policy and law in the most effective manner and, therefore, they have adapted 

methods to achieve this. Participant 2/R stated that they used Pocket Sergeant to understand 

the legislation and the points of the offence to prove. The research highlighted that officers 

used formal risk assessments in practice such as THRIVE and the NDM. Officers had a strong 

awareness of risk:  

 

Participant 4/L: “…all incidents have all different circumstances, all different 

outcomes, level of risk, threats […] going to an incident it is about gathering that 

information, intelligence, first to see, be prepared for any specific risks […] to any 

checks that are done and things like that any warning mark and stuff like that, which 

we learn in training. So, then you can adapt even before you’ve gone to the incident. 

You read a job and you think right I am going to go in with this approach, but this 

only makes sense when you’re on area. Whilst you are ‘en route’ you could get some 

completely different information about the address or the people involved. You 

immediately think, right ok, I was going to do that but now I’m going to do this.”  

 
Participants also described how the initial training had unconsciously informed their 

decision-making. When the researcher initially asked participants about how initial training 

informed their decision-making the responses were negative towards how effective initial 

training was in preparing them. However, on reflection participants changed their mind and 

stated that they could see how they were influenced by initial training.  

 

Participant 4/L: “It’s just things like that, just nit pickings from your training and 

you’d be surprised how much it has helped. […] it’s surprising how much you do pick 

up and does come with you, but again there’s nothing like real on the job learning.”  
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Participant 9/N: “…initial training has helped me make decisions; I feel like I didn’t 

appreciate how much I knew until a few weeks on response. I knew more about 

offences than I expected, and it had just gone onto my brain somehow” 

 

Formal Learning: Knowledge gaps 
 
Participants explained that they felt formal learning did not equip them for the front-line as 

the information in initial training was taught in isolation and not in the context of the front-

line. 

Participant 6/E: “I knew the definition of a domestic but how do you deal with a 

domestic? How do you take positive action at a domestic? We didn’t get taught. It’s 

not until you get out of training and you get put into your ‘in company’ period that 

you actually learn those things.”  

 

As explored in the previous code, participants explained that they had a good understanding 

of the law and definitions of criminal offences, however, they felt unsure how to apply this 

at incidents. Participants spoke about how the training was delivered mainly on 

PowerPoints, which caused them to struggle in applying this learning to policy on the front-

line, such as, positive action at a domestic incident.  

 

Participant 8/Z: “…it was just like, here’s a PowerPoint, read through it […] I can’t sit 

looking at my laptop all day reading through these offences and stuff and what to do 

because it just didn’t make sense in my head […] but then coming on the job, 

everything makes more sense […] I will do a job and then I’ll look back at what I learnt 

in training and then it would make sense.”  

 

Participants did not necessarily miss out on knowledge as they were exposed to this 

information when with their mentor on the front-line, but they perceived this to be a downfall 

of initial training.  
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Participant 7/H): “Because I think when you’re in training they teach you, that you 

just need to know your legislation, know your powers. When I actually went out with 

my, he actually showed me how to put those powers into place.”  

 

Nonetheless, participants felt a detachment between the knowledge they gained from L&D 

and the realities of policing on the front-line. Participants felt that force policy was 

explained in isolation as they struggled to apply it to genuine incidents. Only with 

experience did participants they feel able to identify what policy they should apply to an 

incident. Officers who had past experience as a special constable and PSCO were more 

confident in understanding the knowledge they had learnt in initial training and applying it 

to the front-line, as they could grasp the context that the knowledge would be applied in. 

 

Participant 3/RA: “A hundred percent [I think my past experience as a Special has 

helped] […] because you know what you can expect to come in, when you come into 

this role. You know what a shift is going to be like. You know what jobs you are 

gonna most likely attend. There is stuff that a lot of these new students, there is a 

tendency sometimes watches the program on tv […] when they come in here, 

they’re sometimes a bit disheartened at the fact that actually we are doing a case 

file for a little while and we are doing a lot more clerical so, in having that prior 

knowledge is absolutely crucial I think, even if it’s PCSO, Specials, staff, cadets or 

whatever it maybe, it means you can make sense of the training at HQ.” 

The front-line:  
 
This theme discusses how officers’ experiences of the front-line, after their initial training 

period, affects their decision-making compared to their initial training. Following initial 

training student officers are assigned a mentor for a minimum 12-week ‘in company’ period 

until they have demonstrated enough competency. This theme also encompasses three 

codes on how officers’ decision-making is enhanced by, their mentor, mentoring others and 

their Sergeant.  
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The front-line: The mentor  
 
Participants cited mentors as one of the most influential aspects of their development. 

Participants explained that they felt unequipped to respond to incidents on the front-line 

after their initial training. However, participants suggested that once they spent time with 

their mentors the information, they had been taught in initial training made sense.  

 

Participant 7/H: “L&D gives you the jigsaw pieces and then your tutor sort of teaches 

you how they align up.”  

 

Participants in this study had differing experiences with the mentoring programme as the 

scheme had undergone recent reform, something that affected their views. The new 

scheme is a response to a declining number of mentors available compared to the 

percentage of student officers. The reform meant that instead of the traditional one-to-one 

mentoring scheme whereby, student officers would spend a minimum of 12-week with one 

mentor. In the new structure, termed a ‘pool’ mentoring scheme, student officers would be 

assigned a new mentor every shift. Nearly all participants explained that a benefit of this 

scheme is that if a mentor and student officer do not have a good working relationship it 

will have less effect on their progress as they will not continuously work with them. 

 

Participant 8/Z: “…I thought at the start would’ve been really good like, because 

then you can figure out, you know, how different people do different things. So I was 

quite open to that because whereas if you get a one tutor and you not get on but if 

you’re struggling a bit with them there’s no backing out of it, you’ve got that one 

person for them 12 weeks and if you don’t get on with them it’s not gonna be great. 

So I was ok with that. Then when I started obviously there’s so much to the job that 

you need to understand. There’s so much paperwork, everything, like, it’s 

complicated.” 

 

Participants who were mentored under the old-style scheme explained that they felt the 

new scheme would hinder how much attention the student officers received from their 
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mentor as they did not manage the same crime queue. Traditionally a mentor and student 

officer would have managed the same workload to investigate but under the new scheme 

student officers found themselves with outstanding tasks whilst having a different mentor. 

This meant that the person who was mentoring them did not have knowledge of their 

current tasks and could not help them as much. 

 

Participant 2/R: “…you’ve got that stability of coming in, you’re knowing who you are 

with like if you’ve got any issues, know who to go to, like..” 

 

Participant 4/L: “…It all varies depending on the person. Me personally I would’ve 

preferred to have been with one person […] cause it’s that continuity level that 

keeps going and me personally with a tutor knowing what your strengths and 

weakness are, being able to attack the weaknesses as opposed to the strengths, 

obviously they are with you all the time then, you get to build that relationship, and 

they know kind of who you are, what you can and can’t do. Whereas you are weaker 

on things like that so you can attack them to be more confident in them areas. 

Whereas obviously, with various tutors it’s a case of, having to explain it all the time 

again and again.”  

 

Participants outlined these potential downfalls of the scheme; positive aspects were also 

acknowledged. Namely, having more than one mentor meant that officers were exposed to 

different policing styles. Participant 8/Z who followed the new style structure outlined the 

positives and negatives of the scheme: 

 

Participant 8/Z: “…Everyone does everything differently. So, I’d go to a job, I’d do 

something and then the next day I’d go to the same job and they’d do it differently. 

So then, in a way, it was good to learn them different ways but then if I did it, 

sometimes I’d be so overwhelmed with loads of different ways of doing it. I’d be like, 

oh, what way shall I do it? You know what I mean? […] so that was quite challenging. 

Or I found that if I was working with one person one day and we completed a job 

together and the next day I was with someone else and had to do something on that 
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job I previously did, that person that I’m with doesn’t know anything about the job 

that I’ve just done with someone else.” 

 

However, working with a range of different officers while still ‘in-company’ also caused 

officers confusion as they struggled to identify how to respond to incidents correctly. 

Participants stated that they became overwhelmed with how officers had different ways of 

working.  

 

Participant 7/H: “Whereas I’ve noticed when I get someone who’s in the pool (new 

mentoring scheme), I feel for them because I’m doing them something and they’re 

like they did it this way the other day. For them they can’t figure out. I’d only say you 

get to see different ways of doing things but it’s nice to have a certain way of doing it 

to fall back on […] whereas when you see so many people (mentors) do so many 

different ways, you don’t know what sort of avenue to go down. I appreciate why 

the Force (police service) is doing it, you know, because they need more support 

because there’s not enough tutors.” 

 

Participants outlined that they understood the wider issues that the police service was 

facing and that they could not fault how they had reformed the scheme given the 

challenges.  

 

The front-line: Mentoring others: 
 

Participants outlined that they were often expected to crew with officers who were also in 

their probation period. Participants acknowledged that this put extra pressure on them, 

especially, as the participants explained that they did not feel ready to mentor others. 

However, when they did mentor others, it had a positive effect on them, describing that it 

boosted their confidence as it meant they reflected on the knowledge they had 

accumulated in their relatively short career.  

 

Participant 6/E: “I’ve started mentoring people on my shift and I was shitting myself 

about having that responsibility of another young cop when I don’t really know what 
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I’m doing myself, but then I realised I could cope with jobs without the more 

experienced cops on my shift. It’s actually been useful for my confidence and made 

me more independent in my thinking.”  

 

The perception that the mentoring programme had other benefits was reiterated by other 

participants. Participant 6/E who was on the old-style mentoring scheme explained that 

since their ‘in-company’ period they had taken on the role of a mentor. Participants outlined 

on numerous occasions that they had become the most or at least one of the most 

experienced officers on their shift despite still being in their two-year probation.  

 

Participant 6/E: “I am now starting to move up in the food chain to more of one of 

the most experienced which is worrying as hell. The only way I’ve learnt is by sort of 

not knowing what I’m doing and screwing up and being dragged in the office and 

being told yeah, you probably shouldn’t have dealt with it like this. You probably 

should’ve have put handcuffs on quicker. You didn’t say this right. You didn’t do this 

right.” 

 

Participants highlighted this stage whereby, they were trusted with mentoring others and 

responding to incidents independently, as critical in their development. Participants stated 

that this opportunity gave them the chance to make mistakes and rectify them 

independently. 

 

Participant 9/N:“I learnt a lot with him (mentor) and then, the biggest learning 

phase, and everybody says this, is when you’ve finished your in company (initial 

12week mentoring period), then the next three months when you’re out, you’re on 

your own as such, as your independent but you still really don’t know exactly a 

hundred percent what yer doing”  

 

Participant 2/R who were on the old-style mentoring scheme outlined that they felt student 

officers could benefit from being mentored by newer in-service officers as they had been 

through the same process relatively recently, unlike more experienced officers.  
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Participant 2/R: “I think that sometimes people that have been in the job longer are 

not necessarily going to have the patience to be with someone and I feel like they 

might not necessarily have the enthusiasm either cause they’re a bit like, they’ve 

done it, I don’t know, how many years […] and it’s all a bit like if they are getting a bit 

fed up with it for example…” 

Participant 2/R: “…I don’t know, I feel like that is one benefit, cause I feel like cause I 

am new in, I do know how it feels and I do try and sort of give it my best to help 

unlike the cynical officers.”  

 

Participants described newer in-service mentors to be more positive about policing and 

subscribed to the characteristics of police occupational culture less-than officers who were 

reaching retirement.  

 

The front-line: The Sergeant: 
 
Participants outlined that they relied on their Sergeants to aid their decision-making by 

checking their decision-making was lawful and effective. All participants described strong 

working relationships with their Sergeants who were approachable throughout their duties 

to run decisions by.  

 

Participant 2/R: “…It kind of like plays in your head, like about the procedures and 

policies […] but then that’s where I would always run it by the sergeant and then 

you’re always kind of finish the call out, thinking oh yeah actually, that makes sense 

now. I was right or there were other options or they kind of help you reconsider 

things…”  

 

Although participants understood the formal risk assessments that they were expected to 

carry out on the front-line (THRIVE, NDM) they still continued to seek approval from their 

Sergeant.  

   

Participant 3/RA: “The biggest influence obviously, the way we’re taught is […] MDM, 

making decisions through there, using fluid, dynamic risk assessments. Everything we 
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do has to be based through the law that we follow, the guide level we follow enforce 

policy […] However, a lot of the decisions that we make are often fed back to our 

supervisors, when at incidents and often they will have a call about what we should 

do and what we shouldn’t do whilst at the incident. So, it’s a mixture of both.” 

 

One participant described that they had recently received positive feedback from a Chief 

Inspector, which had increased their morale however, this was unusual. Participants were 

asked about their relationships with ranking officers and they explained that their Sergeants 

were the most approachable and supportive, as individuals they understood the pressures 

of the front-line. 

 

Participant 3/RA: “…but it’s also your supervisor will often give you a little heads up 

in the ear about what we should do and what’s probably the best course of action 

because obviously, they’ve got length of service, they’ve got a lot more knowledge 

than we would have.”  

 

Participants made it evident that their Sergeants had an influence on their decision-making 

and were very well respected by front-line officers. Participants outlined that when at 

incidents they would explain their decision-making process past a Sergeant before taking 

action as they doubted their ability.  

 

Participant 4/L: “…you know what the best decision is to make and then obviously, 

consulting with your supervisor to see what the best outcome is as well even if you 

have a plan.”  

 

Participant 5/C: “You’re scared about what the outcome might be. But now I feel 

more comfortable and obviously as you go through your career with your supervisor 

and they sit down and talk to you about your supervision and you talk about things. 

You look at where things could be better, and I feel that I’ve progressed so much 

when it comes to decision making.”  
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Participants mentioned that having a PDR (Performance and Development Review) with 

their Sergeant was beneficial in their development as it made them reflect on both formal 

and informal learning.  

Craft Knowledge 
 
This theme discusses how student officer’s decision-making evolves over time by the 

cumulation of ‘craft’ knowledge. The first code discussed is ‘debrief, which describes how 

participants review incidents to improve their decision-making by learning from experiences. 

The second code is ‘exposure’ which highlights how experience of a range of incidents is 

effective at enhancing decision-making. The final code is ‘realities of policing’, which suggests 

officers’ motivation to join the police is to help others, but their experiences of this differs 

from their expectations.  

 

Craft Knowledge: Debrief: 
 
Participants explained that they benefited from reviewing their decision-making at incidents 

with colleagues, as it allowed them to identify what went well and how to learn from their 

mistakes. Participants explained that debriefing was an organic part of their development. 

Participants stated that they felt the role of a police constable required people to be confident 

enough to challenge each other and ask questions.  

 

Participant 4L: “…it’s a job where you need to ask questions all the time and you always 

have to get that approval or that bit of feedback or something, you’re constantly having 

to get your work checked over whether it’s by a colleague or supervisor. You’ve got to 

be used to asking questions […] you don’t know anything when going into the job and 

that’s how you learn, is by asking and reviewing”  

 

Participant 5C: “You sort of like you know, after your first couple of weeks in company 

making you make decisions. Once you’ve made that decision sitting with you after, a bit 

of a debrief saying well, what could have done better there or how did it go, do you feel 

it went alright? So, yeah, it’s about correction, isn’t it?” 
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Participants referenced learning from reviewing their decision-making at incidents. They 

identified that their decisions were not necessarily mistakes, but ways of working that 

would improve the outcome, created less paperwork and been more efficient.   

 

Participant 8Z: “So, I’ve kind of just reflected back on them and I see what I’ve done 

there. I always log what I’ve done, what job I’ve attended and what I did. Going to a 

job now I kinda just think back to, you know, on the way to a job, say if it’s a 

domestic or something, I think back to a previous domestic that I’ve done and think 

these are the options I’ve got, you know, this is what I potentially walking into.”  

 

Participants explained that they felt the notion of debriefing could have been emphasised in 

initial training by showing student officers incidents from body worn video (BWV), which they 

could apply their learning to. Participants stated this would give context to the initial training 

and allow them to practice reviewing decision-making.  

 

Participant 6/E: “…show footage because you learn, I couldn’t care less about what 

the OST, OST trainers have all these amazing stories of like when they’ve held 

people’s rib cages open whilst they’re doing first, like massage their heart and first 

aid. Brilliant. But show Officers being, show videos of Officers being assaulted, show 

videos of them […] Show us footage. Show us things. Give us these scary stories and 

that’s how you learn from it. Show us Officers doing the wrong us. Show us Officers 

doing the right thing.”  

 

Participant 7/H: ‘I think one big thing is I wished that was shown more to us is actual 

live incidents on body worn in training […] it’s real life, int it? You know, in training 

you turn up and you’re taught to do it this way but me and you both know, it’s not 

like that when you get there.”   

 
 
 
 
 



 36 

Craft knowledge: Exposure 
 

Participants explained that the more exposure they had to a range of different officers and 

incidents increased their confidence in decision making as they could refer to previous 

examples when making decisions. Participants felt that the role plays they did in initial 

training did not give them exposure to real life incidents such as, drunkenness, mental 

health crisis and large crowds and, therefore, they felt unprepared on the front-line. Once 

they had been exposed to this on the front-line, they felt more confident in applying THRIVE 

and the NDM. 

 

Participant RA/3: “…when you’re putting all that into practice because when you’re 

in a classroom, when you’re doing the activities and when you’re doing the role 

plays, they’re very controlled. They haven’t got all the aggravating factors […] real 

learning happens when you’re out there with your tutor.”  

 

Participant 9/N: “…I would say it was just a gradual thing, that exposure, you know. 

You’re not gonna get good at pulling cars over and giving tickets out until you’ve 

done a lot […]Your first few are going to be extremely shaky. You’re not really gonna 

know exactly what’s going on. Then once you’ve done ten, fifteen, twenty, it’s just 

like next one, next one.  So it’s that constant exposure.” 

 

Two participants who completed their initial 12 week minimum ‘in company’ period on a 

Neighbourhood Policing Team (Dedicated Neighbourhood Officer, DNO) instead of a 

response shift (Neighbourhood Policing Team, NPO) mentioned that they benefited from 

the experience it gave them. 

 

Participant 5/C: “…I feel that my tutor was very good, so I had quite a lot of insight. I 

started on neighbourhoods. So, I did my tutoring programme on neighbourhoods 

before I went over to response […] Which I felt was very beneficial because obviously 

neighbourhoods is more relaxed. You get to know people better; you get to have 

more of a working partnership with the community and at schools and doctors and 
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places like that. Whereas response you come across and it’s pretty much just let’s 

go.” 

 

The majority of participants had previous experience as a Special Constable or PCSO, this 

meant they had prior exposure to policing and therefore felt more equip in their role as a full-

time police officer.  

 

Participant 6/E: “Exposure is experience. For example, my experience of being a 

Special, in night-time, like now, the situation we’ve got right now is, we’ve got a lot 

of Officers who’ve never dealt with night-time economy because of Covid. They’ve 

never been Specials before. They’ve not got any sort of previous experience.”  

 

All of the participants in this study apart from those who had been special constables had 

not policed outside of a pandemic, they described that they felt nervous and that their 

knowledge of incidents was limited.   

 

Craft knowledge: Realities of policing 
 
 
Participants’ expectations and realities of policing differed based on their previous 

experience. Those who had been a Special Constable or PCSO felt more prepared for the 

front-line. They described understanding the make-up of the workload and the mundane 

nature of some tasks.  

 

Participant 3/RA: “I think for me, hundred percent because of the whole Specials 

thing. You know what it’s gonna be like […]I think a lot of people may struggle on 

that one just because from what they know policing to be, to what they’ve come 

into, might be slightly different.” 

 

Participant H: “I think so [that things would have been different if they had not been 

a special]. I think I would’ve been very, very shocked at the amount of workload the 
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Police deal with if that makes sense […] someone said a quote to me the other day 

and it’s so true. We’re the Jack of all trades but the master of none.”  

 

Participants spoke about how they responded differently to the same incidents in role plays 

and on the front-line, due to additional impact factors on the front-line. Training was 

described as a controlled environment whereby; the student officers could stop a role play 

at any time.  

 

Participant 4/L: “…training obviously you are equipped with so many limited things. 

So, you obviously do your role plays and stuff like that, but that’s in a controlled 

environment […] it can seem realistic when you’ve not done it before, when you’re 

not used to it, going to incidents, it can seem realistic. When you are out there 

dealing with the real thing, it puts into place thinking right, I’ve got to think about 

this now. […] This isn’t training. There’s no stop button now”  

 

Participants also explained that their motivations for joining the police was to help people, 

however, they felt this was limited by the number of resources that the police had to 

respond to incidents. Participants spoke about how some officers were investigating crime 

at length, as they had worked in the investigation unit under the old model. Under the new 

model officers felt that their time to complete investigations was limited, which some 

officers struggled to adapt to. This caused conflicting ideas between older and newer 

officers as their priorities differed.  

 

Participant 6/E: “…to investigate everything to its nth degree. There are not enough 

of us. […] we’re working a busy area, there’s too many grade ones. We don’t have 

enough staff to cover them never mind like the stuff you’re investigating.” 

 

Officers described that this influenced their decision-making process, as they knew that 

their initial actions would impact their workload. Although, no participants stated that they 

did not follow force policy or the law, overtime they became more lenient with how they 

followed these.   
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Discussion - Chapter Five 
 

This chapter will discuss the findings outlined in Chapter Four and evaluate how these 

findings compare to the existing literature explored in Chapter Two. The findings of this 

research identified three themes, namely: ‘formal learning’, ‘the front-line’ and ‘craft 

knowledge’. Considering that these themes overlap, the overarching findings will be 

presented as one. These findings will inform the recommendations and reflections 

presented in Chapter Six.  

 

Police occupational literature has historically established that informal knowledge, also 

termed ‘craft knowledge’, has been influential in policing culture. As stated in the discussion 

of police occupational culture in Chapter Two, ‘craft’ knowledge is shared through informal 

mechanisms of socialisation which is typically found on the front-line. This research 

demonstrates the continued power of ‘craft’ knowledge in shaping police officers’ decision 

making. Participants in this study supported the wider research that new recruits are 

influenced by their mentors. Typically, the research that supports this was conducted with 

mentors who were the most experienced officers on their shift (Bennett, 1984). Currently, 

as mentioned the police service is undergoing a period of increased recruitment and 

retirement which has produced a relatively young in-service workforce. However, despite 

this decrease in the length of service that mentors have, this research project demonstrates 

that they are still a powerful influence. This current study confirms that socialisation with a 

mentor provides the informal knowledge of becoming a police officer which ensures the 

values, beliefs and norms of the organisation are maintained. Prior research stated that that 

mentors played a pivotal role in new recruits’ development, as they described this element 

of their training to feel the most significant (Charman, 2017). Charman’s work further 

supported classical studies by Van Maanen (1976) and Fielding (1984), who put forward that 

socialisation with a mentor provides the informal knowledge of becoming a police officer 

which ensures the values, beliefs and norms of the organisation are maintained. Therefore, 

it is evident that mentors are an establish function of socialisation which this current 

research supports.  
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Consistent with the literature, this research found that new recruits relied heavily on their 

Sergeant to confirm whether their decision-making process was correct at the majority of 

incidents. Due to the significant increase of new recruits, it is expected that Sergeants’ 

workload has increased. A HMIC report highlight that Sergeants on the front-line felt 

overworked and that the Senior Management Team (SMT) did not understand their 

increasing demand nor provided them with adequate training in relation to leadership 

(HMIC, 2008). These findings further support Charman’s square of police learning, which 

identified the different types of learning that impact new recruits. The square of police 

learning explores how the ‘social’ and the ‘group’ alongside the ‘individual’ officer develops 

as a police officer. One aim of the current research was to explore the factors that inform 

the direction of knowledge and socialisation in a bid to understand the main source of 

learning. In accordance with Charman’s research this study highlighted that new recruits felt 

that Sergeants enabled them to understand legislation in practice. Early examples of 

research established that Sergeants are well respected by lower ranking officers as they are 

seen to be ‘street-wise compared to higher ranking officers who are seen to lack the 

‘patrolman’s mentality’ (Van Maanen, 1984). The College of Policing (2019) acknowledged 

that to meet the changing demands of policing there needed to be better support and 

acknowledgement of front-line policing skills. The idea of an Advanced Practitioner was 

proposed and reviewed, although the plans are not currently going ahead this research 

supports the notion. This concept would retain skilled PCs on the front-line and reduce the 

demand on Sergeants. The role of the Sergeant is therefore considered a major influence on 

decision-making, especially for new recruits as presented in this research which 

acknowledges the impact this has on the workload of Sergeants.  

 

The mentor and Sergeant are both influence figures that new recruits are exposed to on the 

front-line, rather than in formal training. Despite an attempt to move towards a more 

professional service, this research supports that the importance placed on ‘craft’ knowledge 

is still prominent. Police occupational culture encompasses both ‘craft’ and ‘street’, 

knowledge, which enforces the values of policing culture. The street culture of policing 

stems, from the notion that working on the front-line is a way for officers to gain credibility, 

since traditionally all new recruits work on the front-line before climbing the hierarchy. 

Direct entry was one method used to challenge police occupational culture as it allows 
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external candidates to join the police service and challenges the way the police service has 

always been organised (Silvestri, 2018). However, those who have took part in the scheme 

have faced criticisms as direct entry candidates are not seen to embed the characteristics of 

an ‘ideal’ officer, which has caused them to be viewed as outsiders within the police (Wall, 

1994; Rowe, 2006). Participants in this current study outlined that they respected officers 

who had more service but, acknowledge that this is did not necessarily make them better 

officers. Participants expressed that when looking to others to aid their decision-making 

they trusted officers who were ‘street wise’ regardless of their time served and rank. 

Participants in this study challenged the idea that time served equates to creditability and 

suggested that creditability equated to the amount of ‘craft’ knowledge an officer has 

(Skolnick, 2010; Reiner, 2010). However, ‘craft’ knowledge enforces hegemonic masculine 

ideologies and the notion of police work being about ‘crime fighting’ which limits reform 

and hinders the professionalism of the police service. As this current research project was 

carried out during changes to the structure of police training this research has highlighted 

that new recruits feel that they learnt best from informal mechanisms. This research 

presented that officers felt that the knowledge they gained in formal training was benifital 

for understanding powers and policy, but their decision-making was heavily influence by 

their expose to ‘street’ policing. Previous studies have highlighted that police officer’s 

response to professionalism by strengthening policing culture as an attempt to resist change 

yet, the police service attempted to professionalise the service by training and supervision 

(managerial professionalism) (Holdaway, 1977).  

 

This research highlighted that ‘street’ policing and ‘craft’ knowledge is a key influence of 

decision-making in modern day policing and, supports the notion that police occupational 

culture is resistant to change as the influence from initial training is less. Policing scholars 

have researched the relevance of the core characteristics that police occupational culture 

historically stated police officers presented (Chatterton, 1995). Police occupational culture 

originally was viewed by scholar’s as a product of the workload placed upon police officers, 

especially at the lower ranks which caused them to adapt to a situation by using their craft 

knowledge (Van Maanen, 1973; Reiner, 1978; Manning, 2005). As the police attempt to 

become more professional, they are now held to account by due process and performance 

targets which has caused lower ranking officers to use craft knowledge as a way to protect 
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themselves (Skolnick, 1966). The training that police officers are given is regarded as not 

relevant to real police work as it is not a direct science and therefore, this idea is confirmed 

by this research as officers suggested that they need to work with a mentor in order to 

apply formal learning (Bayley and Bittner, 1984). Bayley and Bittner (1984) also explored the 

link between experience and the role of a police officer. They established that experience 

contributes to understanding the ‘goal’ of an incident (controlling violence, preventing 

crime), ‘tactics’ (arrest, dispersal) and ‘presence’. Participants in this research refenced this 

the being able to ‘read’ an incident. Van Maanen (1973) described the four stages of 

socialisation that new recruits go through to become a ‘street wise’ officer. This current 

research supports prior research and shows emerging evidence of integrated ‘formal’ 

knowledge in decision-making alongside, ‘craft’ knowledge. The police are historically 

resistant towards academia, however, recently have become more appreciative of policing 

research and encompassed evidence-based policing (Sherman, 1998). Evidence based 

policing is a scientific approach rather than ‘craft’ knowledge which cannot be quantified, 

evidence-based policing looks at the ‘best available’ evidence in relation to dealing with a 

situation rather than ‘how it’s always been done’ which police occupational culture 

supports. This research found that participants were hesitant about this research and did 

not necessarily have much awareness of academic research in policing. Participants were 

open to challenging norms but suggested that research would not make an impact.    

 

Historically, research has shown that training and education does little to challenge police 

occupational culture as a key influence on decision-making and instead reinforces the values 

of craft knowledge. As mentioned in Chapter Two, the College of Policing introduced the 

PEQF curriculum which outlined that new recruits will be expected to hold a level 7 

qualification by the end of their two-year training. Research into the success of the PEQF is 

relatively unknown as there has not been enough time to measure its impact. Brunger, et al 

(2016) claimed that the police degree programme should provide new recruits with 

awareness of how to be critical about policing. Brunger, et al (2016) stated that research 

data should not be exclusive to ranking officers as it limits lower ranking officers’ 

understanding of wider decision-making within policing. Essex Police took a unique 

approach in the late 1960s as degree-entry into the police was under scrutiny for offering to 

two officers the opportunity to attend a University degree of their choice, having no 
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obligation to stay employed with the police service, it found that those with degrees felt 

alienated from others as they were perceived as ‘deviant’ for going against the norm (Lee 

and Punch, 2004). This research from the 1960s found that those who had a degree were 

observed to be promoted quicker and went against the traditional view that time spent 

doing operational policing made officers more credible. Although this research was 50-years 

ago the negative opinions were expressed by officers in this research who supported the 

notion that those who had come in via the traditional entry route were more ‘credible’ of 

being an officer. Participants in this study included people who had degrees and those who 

did not. More recent research into policing degrees has discovered that degree entry 

schemes can perpetuate police occupational culture as policing students isolate themselves 

from other students on different courses and assimilate a police identity (Cox and Kirby, 

2018). However, although we try to change policing culture with degree entry, the present 

study found that we are still perpetuating policing culture. 

 

This research project has highlighted the complex nature of informal and formal influences 

of new recruit’s decision-making. The police service is currently undergoing a period of high 

levels of recruitment, which has led to the current make-up of the police service being 

relativity young in service. The current research found that participants benefited from both 

informal and formal learning, but they identified that their initial training should have 

included informal craft knowledge. This is confirmed by Fleming and Rod (2018) explained 

that decision-making was limited by experiential knowledge when officers lacked 

experienced on the front-line. Fleming and Rod (2018) outlined four components of 

‘experience’ that aided officers’ decision-making, they stated that occupational culture, 

institutional memory, local knowledge and craft knowledge enhanced evidence-based 

policing. The present study agrees, since new recruits felt that with experience, they 

developed these components in order to be competent professionals, which were not in 

their initial training, although they found them essential. The conclusion of this research by 

Fleming and Rod was that different forms of knowledge should be weaved together rather 

than taught in isolation the highlighted in previous research (Paoline et al, 2015). This 

current research supports this conclusion and states that craft knowledge should be 

encompassed in formal training.  
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Conclusion and recommendations – Chapter Six   
 
This study set out to look at how newly recruited police officers are making decisions on the 

front-line. It successfully achieved this by conducting 10-semi-structured interviews with 

front-line officers who had under two-year’s service. This study responded to a current 

challenge in policing as due to Government targets there is an increase in police 

recruitment. This study used police occupational culture theory to analyse if newer officers 

were using ‘craft’ knowledge and encompassing Reiner’s (2010) core characteristics of 

police occupational culture in their decision-making (see Chapter Two). This research found 

that officers felt a sense of mission and were surprised at how paperwork-led policing-work 

is, but participants challenged the notion that officers act with racial prejudice. This 

research therefore supports that, although police occupational culture is resistant to 

change, new recruits can aid its reform. However, the extent to which new recruits can 

reform policing culture is hindered by initial training and occasionally their mentors, which 

reinforced Reiner’s core characteristics of police occupational culture. Although, this 

research found that new recruits benefited from policing culture as they relied heavily on 

‘craft’ knowledge, it consolidated the knowledge they had learned in training. 

This study offers three recommendations which would improve officer’s decision-making, 

these recommendations are split into short, medium and long-term goals.   

 

Short-term recommendation  
 

The following recommendations are short term recommendations which, the researcher 

believes could be carried out at a relatively low cost and at a local level. This study 

established that participants felt that initial training left them unprepared for the front-line, 

although, this research suggests that initial training will never be able to make student 

officers feel fully prepared for what they will face. This is down to the unique nature of their 

role which, cannot be experienced in a classroom setting. However, there are some small 

changes to initial training that could aid their decision-making. Participants draw on their 

recent night-time economy training which, included watching body worn video from officers 

at incidents. Participants in this study received this extra training as due to the pandemic 

they had not experienced policing the night-time economy due to lockdown. They 
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expressed that this allowed them to picture how they would respond to policing the night-

time economy. The results of this study found that officers’ decision-making is aided by 

exposure to incidents, therefore, if body worn video was shown in initial training it would 

increase their exposure to incidents earlier in their career. This research suggests that rather 

than informal ‘war stories’ from their initial trainers which, may perpetuate negative 

elements of police occupational culture, body worn video should be presented instead. 

Body worn video offers an up-to-date and accurate account of an incident. Although, body 

worn video may not show the ‘text-book’ response to an incident it allows new recruits to 

reflect and suggests improvements based on their formal knowledge. The night-time 

economy training that officers mentioned included reflections from the officers in the body 

worn video who acknowledges what had gone wrong in the situation, for example, one 

officer had been assaulted because they turned their back on a suspect. This example 

enforced the values of officers’ personal safety and their ‘fighting arc’.  

 

Another short-term recommendation is in relation to the structure of initial training. 

Participants mentioned that they felt modules were taught in isolation as they would have 

an input about domestic abuse, and then would have the IT lessons about the paperwork 

required for domestic abuse later in the course. Trainers often stated that it ‘would all make 

sense later’ which frustrated participants and made it hard to understand the reality of 

policing. This research suggests that the training course should be more linear and reflect 

the structure of how they will work on the front-line. For example, with domestic abuse 

officers should have the law input, and then learn about safeguarding and DASH followed by 

the corresponding paperwork with the IT trainers. This would aid their development 

following initial training, as these are the processes, they are learning with their mentors 

which could easily be embedded in initial training.  

 
Medium-term recommendation  
 
A medium-term recommendation is in relation to the role of the sergeant. This research 

outlined that new recruits are increasingly relying on their sergeant to get decisions 

approved and to ensure their decision-making is correct. This research suggests that there is 

further scope for research into how this is affecting the welfare of sergeants.  
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As mentioned in the findings of this report (Chapter five), the College of Policing (2019) 

conducted a pilot evaluation into the development of an ‘advance practitioner’ which would 

require PCs to take on an extra role and take on the lead in a practice area, providing a 

higher level of front-line expertise. This current study supports the development of an 

advance practitioner as this research found that with a declining about of experience on the 

front-line the informal role of a ‘senior PC’ has become less prominent. A ‘senior PC’ on a 

shift was typically recognised as a PC nearly at the end of their service however, this 

research highlighted that participants in this study with under 2-years’ service was seen as 

the ‘senior PC’. Therefore, to retain experience on the front-line an ‘advance practitioner’ 

would create a further opportunity for lateral career development. Police forces find that 

they lose experienced PCs to probation and other lateral career development opportunities, 

such as, specialist units like firearms, dogs and neighbourhood roles. Therefore, this role 

would retain ‘craft’ knowledge on the front-line which this research confirms is a pivotal 

influence on newly recruited officer’s decision-making.   

 

This current research project was carried out at a crucial time as some of the participants in 

this study were taking part in the new ‘pool’ mentoring scheme. This research highlighted 

that the scheme had positive and negative functions. It allowed newer officers to 

experience different ways of doing things, but participants also described that they felt 

confused about what they should be doing because they had multiple mentors. Further 

research should be conducted into how this influences decision-making and police 

occupational culture.  

 
Long-term recommendation  
 
The last recommendation this report makes is in relation to long term change which, would 

require both local and national support. As mentioned, this research used police 

occupational culture theory to analyse how newly recruited police officers make decisions 

on the front-line. Participants explained that they felt their decision-making was aided by 

‘craft’ knowledge as when they worked with their tutor constables, participants described 

that the knowledge they learned in initial training was put into context. Officers explained 

that they felt when they were exposed to ‘craft’ knowledge it taught them about ‘street 
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policing’ and gave them more credibility with other officers. When newly recruited officers 

presented characteristics in-line with police occupational culture, newer officers were more 

likely to be accepted into the group. As aforementioned police occupational culture theory 

supports the notion that time served equates to experiences and ability and therefore, if 

newly recruited officers encompass the behaviours associated with experience, they are 

more likely to be accepted.  

 

This research confirms that Reiner’s (2010) notion of police occupational culture is valid to 

an extent. This research challenges the idea that individual officers act with racial prejudice 

although, acknowledges that institutional racism is perpetuated by racism in society which 

limits the extent that police occupational culture can achieve reform. Police occupational 

culture steams from traditional policing norms which was created by white, working-class, 

males and therefore the increased levels of recruitment in the police service offers an 

opportunity to reform police occupational culture. Furthermore, police occupational culture 

cannot be reformed by the individual but the institution. Therefore, the wider police 

institution needs to make a conscious effort to reform police occupational culture. This 

current research highlights that recruitment and training can aid the reform of policing 

culture. A criticism of the recruitment process that this research highlighted is that officers 

did not realise the reality of the job, they were surprised by the unsociable hours, level of 

demand, number of procedures and the range of skills they were required to have (eg: 

mental health, traffic knowledge). Participants in this study knew of officers who had left 

due to these issues. Participants who had prior policing experience explained that they 

knew what they ‘were getting themselves into’ and would not have been able to cope 

without this prior exposure to policing. This is a national issue as the police forces 

collectively need to advertise the police in the same way, with a more honest approach. This 

also speaks to wider problems about the working environment of police officers and 

effective welfare support.  

 

Initial training is another mechanism that can reform police occupational culture as every 

officer that joins the police will pass through initial training. This research confirms that 

initial training teaches officers about formal policy and law, but as this research highlighted 

informal ‘craft’ knowledge is a fundamental influence. This research suggest that the police 
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training curriculum should encompass ‘craft’ knowledge and therefore control the narrative 

of what ‘craft’ knowledge is. This research suggests that recruitment of police trainers 

should be reviewed as the majority of the trainers in this researcher were ex-police officers 

and therefore, brought outdated craft knowledge into initial training which was passed onto 

a new generation of police officers. Furthermore, when the DHEP scheme has been in place 

longer further research should be conducted into how this impacts officer’s decision-

making. This current research highlighted early research into policing degrees suggested 

that it was reinforcing police occupational culture and not reforming it.  

 

Concluding comments  
 
This research therefore concludes that newly recruited officers perceive their main 

influence of socialisation to be their mentor and Sergeant as they help them contextualise 

their initial training. Their mentor and Sergeant both influence their decision-making as they 

teach them ‘craft’ knowledge, participants outlined that exposure to incident and ‘craft’ 

knowledge, helped them become confident with decision-making. Therefore, this research 

confirms that police occupational culture is passed down from generation to generation 

through socialisation and influences newly recruited officer’s decision-making. 
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Appendix - B  
 
Criminology and Education Research Ethics Committee 

 
03/03/2021 
 
Ethics Reference: 29172-ap647-ss/cr:criminology 
 
TO: 
Name of Researcher Applicant: Amy Pickering 
Department: Criminology 
Research Project Title: How does the socialisation of police officers and police 
occupational culture affect officer’s decision-making on the front-line? 
Module Name or Course: CR7021 Dissertation 
Supervisor's or Module Leader's Name: Claire Davis 
 
Dear Amy Pickering,  
 
RE:  Ethics review of Research Study application 
 
The Criminology and Education Research Ethics Committee has reviewed and 
discussed the above application.  
 
1. Ethical opinion 
 
The Committee grants ethical approval to the above research project on the basis 
described in the application form and supporting documentation, subject to the 
conditions specified below. 
 
2. Summary of ethics review discussion  
 
The Committee noted the following issues:  
The research study is based on interviews with police officers to examine the relationship 
between socialisation/police occupational culture and decision making. The ethical 
implications have been considered, issues of confidentiality, anonymity and data security 
have been well addressed (particularly considering the status of the lead researcher as a 
special constable). The interview guide would be helpful to review in terms of the ethical 
implications of the questions, but this is something that has been discussed (and will 
continue to be considered) in supervision meetings. 
 
3.  General conditions of the ethical approval 
 
The ethics approval is subject to the following general conditions being met prior to the 
start of the project: 
 
As the Principal Investigator, you are expected to deliver the research project in 
accordance with the University’s policies and procedures, which includes the University’s 
Research Code of Conduct and the University’s Research Ethics Policy. 
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If relevant, management permission or approval (gate keeper role) must be obtained 
from host organisation prior to the start of the study at the site concerned 
 
 
4.  Reporting requirements after ethical approval 
 
You are expected to notify the Committee about: 

• � Significant amendments to the project 
• � Serious breaches of the protocol 
• � Annual progress reports 
• � Notifying the end of the study 

 
5. Use of application information 
 
Details from your ethics application will be stored on the University Ethics Online 
System. With your permission, the Committee may wish to use parts of the application in 
an anonymised format for training or sharing best practice.  Please let me know if you do 
not want the application details to be used in this manner. 
 
 
Best wishes for the success of this research project. 
 
 
Yours sincerely, 
 
Dr. Jim Askham  
Chair 
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Appendix - C  
 

Consent Form 
Please complete and sign the consent form, returning it to the researchers before taking 
part in the study.  
 

 
 

Please confirm the 
statements by putting 
your initials in the 
boxes below 

 
I have read and understood the participant information sheet 
 

 
 

 
I have received enough information about the study 
 

 
 

 
I understand that I am free to not answer all the questions 

 
 

 
 

 
I understand no names, addresses, emails or other identifying features 
will be recorded in the course of the research. 
 

 

 
I understand that any information I provide, including personal details, 
will be confidential, stored securely and only accessed by those 
carrying out the study. They will be destroyed after transcription.  
 

 
 

 
I agree to being audio recorded as part of this research 
 

 

 
 
 
By signing here I agree to take part in this study ……… 
 
 
 
 
Signature of the researcher …………………………………………………… 
 
 

 
Thank you for agreeing to take part in this study. 
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