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Preface 

Our interest in graduates in the police service arose from a study completed in 1986 of 

people who return to education later in life (The Progress of Mature Students, Smithers 

and Griffin, Manchester: JMB, 1986). In the research, which considered in particular the 

special entry scheme run by the Joint Matriculation Board on behalf of its five constituent 

universities, we were surprised to find so many police officers among the mature 

students. In fact, they emerged as a distinctive sub-group which did extremely well 

academically and socially, but which had particular problems on re-entry to the force. 

This raised with us the whole question of graduates in the police service. 

We approached Greater Manchester Police for further information and were invited to a 

meeting over 1unch. From this and subsequent discussions we became aware of some 

particular problems, and plans emerged for a pilot study. We are grateful for the support 

of the Nuffield Foundation Small Grants Scheme in funding this aspect of the work. 

Following the pilot study we were successful in an application for a two-year research 

post through the University of Manchester Research Support Fund, and Greater 

Manchester Police very generously agreed to second an officer (Insp. G. Silvester) for a 

period of two years, which enabled us to embark on a full-scale national study. Inspector 

Silvester subsequently received a grant through the Home Office Research Award 

Scheme to make a particular study of premature voluntary resignation. Support costs for 

the research were provided by Sir Richard Sutton’s Settled Estates, P.H. Holt Charitable 

Trust and British Aerospace, for which we are most grateful. 

Throughout the research we have greatly valued the advice and support of Mr Stanley 

Crump (Chief Constable of Lincolnshire Police), Mr Pau1 Whitehouse (Deputy Chief 

Constable of West Yorkshire Police) and, until he retired in 1987, Mr R.J. Goslin 

(Deputy Chief Constable of Cambridgeshire Constabulary), the Steering Group for the 

research appointed by the ACPO Council Personnel and Training Committee. 

The research was carried out as part of the Education and Employment research 

programme in the School of Education, University of Manchester, and members of that 

team, particularly Dr Pamela Robinson who helped initiate the research and Pauline 

Zientek, gave invaluable assistance throughout the study. James Biggs and Toni Zientek 

prepared our graphics. Superintendent David Robinson, West Yorkshire Police, joined 

us for two weeks during the later stages of the work and took part in a number of very 

stimulating and helpful discussions. 

We are most grateful to the Chief Police Officers of England and Wales for their co-

operation in allowing us to carry out the research. Our warmest thanks also to the 

members of the Graduate Liaison Office and Extended Interview Office for kindly 

allowing access to their records and to the staff members in the various police forces - 

particularly Greater Manchester, Hampshire, Lincolnshire, Metropolitan Police, 

Northumbria, North Wales and West Midlands - who so readily assisted us to compile 

the data on which much of our report is based. Finally, we are indebted to the 280 serving 

and resigned police officers who so willingly gave of their time to participate in the study. 

 



 

Recommendations 

1. That: There be a re-assessment of the career development guidance contained 

in Home Office Circular 12/87. The feasibility of achieving the career 

development objectives should be more closely examined having regard to the 

actual opportunities available within forces for career development and the 

resources needed to implement it. More explicit and practical guidance should 

be given to forces on how to set up and implement career development policies 

and strategies which encompass staff appraisal and promotion assessment. That 

forces should give particular attention to the effective communication of 

personnel policies and arrangements so that officers fully understand the policy 

aims and how they are to be implemented. 

2. That: Recruitment policies should be carefully reviewed to ensure that potential 

recruits gain a realistic view of career opportunities within the force/service. In 

promoting the police service, recruitment literature and advertising should place 

greater emphasis on the value of a career in the lower and middle ranks, 

particularly if the service can demonstrate the provision for lateral career 

development. 

3. That: The present Graduate Entry Scheme be replaced by a campaign aimed at 

promoting the in-service route to the Special Course - both among potential 

recruits and those already in post. This need not substantially alter the role of 

Graduate liaison Officers since the Special Course – particularly if re-named - 

would still serve as a point of focus in attracting the able and ambitious. Since 

the Special Course is frequently under-subscribed it is important that it be more 

actively promoted among officers already in post. 

4. That: Attention should focus on recruiting school leavers/younger people with 

a view to offering higher education opportunities to suitable candidates. The 

following alternatives could be considered: 

(i) Higher education sponsorship of qualified school leavers. This could take 

place before or after recruits enter the service and would not necessarily 

involve three years full-time secondment. Some institutions now offer 

courses which are full-time in the first year but are completed on a part-time 

basis. Similar arrangements could be made with local institutions of higher 

education.  

(ii) Publicity at the recruitment stage of the opportunities available for officers 

to further their education in-service with assistance from their force. 

5. That: The Home Office should encourage standardised policies of supporting 

in-service officers to undertake courses in education. 



 

6. That: The Bramshill Scholarship Scheme be continued and extended to include 

officers of the rank of sergeant. This would reduce the cost involved for forces 

and lead to a greater return on the investment. Since there is currently no 

‘conventional College course’ attended by sergeants (apart from the Special 

Course), the selection procedure used for applicants from the Regiona1 

Inspectors’ Courses could be adopted. Applications could be invited, for 

example, from officers who come in the top 200 in the sergeants’ promotion 

exam. Constables who qualify could defer their application until promoted. 

7. That: All forces should re-appraise their entry standards, especially physica1 

standards, which are a bar to otherwise acceptable candidates. This would ensure 

that the service did not unnecessarily restrict the potential poo1 of recruits at a 

time when it is diminishing. 

8. That: Recruitment policies should take account of the projections relating to the 

size of the labour poo1 from which the police service draws its recruits. Such 

projections would include population statistics, output from universities and 

polytechnics, number of school leavers and levels of education attainment, and 

political or economic changes which affect levels of unemployment and 

participation in education. 

9. That: Forces develop their own programme for using information about local 

trends in the labour market to assist in projecting recruitment and retention 

trends. This could be incorporated in the HMI’s matrix information to make it 

accessible to other forces and help provide a more detailed picture of national 

trends. 

10. That: The Home Office should clearly re-state the need for graduates and better 

educated officers in the service. This should not only focus on the recruitment 

of well-qualified people, but acknowledge the contribution of in-service higher 

education schemes. The clear connection should be made that well-defined 

career development policies are essential to ensure the proper use of officers’ 

skills and abilities, and to lessen the incidence of job dissatisfaction. 
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1. Raising the Educational Standard of the Police Service 

During the 1960s the police service began to actively seek to improve the educational 

standard of its officers. Various initiatives were introduced to attract graduates into the 

service and to encourage serving officers to undertake courses in higher education (such 

as, respectively, the Graduate Entry Scheme and the Bramshill Scholarship Scheme). 

There were further developments in the 70s and 80s, but many of the initial 

arrangements have remained relatively unchanged. Collectively, these seem to have led 

to a considerable improvement in the education profile of the service, but the outcomes 

have never been fully assessed. There is a need to do this not only to evaluate the 

effectiveness of the various measures but because the transition to a more highly 

qualified workforce raises its own problems in terms of deployment, management and 

career development. 

In this report we look in detail at the police service and graduates with a view to: 

• describing the changing patterns of graduate recruitment and graduation of serving 

officers; 

• evaluating the effectiveness of the schemes that were introduced to attract better 

qualified recruits and raise the educational standard of serving officers; 

• assessing the extent of, and reasons for, premature voluntary resignation of 

graduate officers; 

• considering future directions. 

The information on which our review is based was gathered essentially by four 

methods, each of which is fully described in Appendix A: 

• analysis of Home Office records of graduates serving in forces in England and 

Wales to provide a national picture of graduate recruitment and the graduation of 

serving officers, and graduate wastage; 

• a survey of the 43 forces in England and Wales to consider provision and 

arrangements for serving officers to attain higher education qualifications, to 

compare the forces’ policies and practices regarding recruitment, staff appraisal, 

career planning, promotion and other personnel issues, and to determine the rate of 

resignation of graduate and non-graduate officers; 

• a study of six provincial forces and the Metropolitan Police to compare the patterns 

and rates of promotion of graduate (2,821) and non-graduate (6,428) officers; 

• in-depth interviews with a representative sub-sample of 208 serving officers and 

72 resigned officers from the six provincial forces to compare the background and 

career aspirations of graduate and non-graduate officers as well as their 

experiences, views and perceptions of the organisation. 
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Detailed tabular information is given in the appendices, with summaries in the text. 

More extensive analyses of the data can be found in two further documents, The Police 

Service and Graduates (Hi11, 1990) and The Reasons for Premature Voluntary 

Resignation of Graduates from the Police Service (Silvester, 1989) 

In the rest of this chapter we consider the background to the measures introduced to 

raise the educational standard of police officers and record the changes that have taken 

place. In Chapter 2 we look in detail at graduate recruitment and, in Chapter 3, at the 

Graduate Entry Scheme. In Chapters 4 and 5 we focus on officers who have obtained 

their degrees while serving. Chapter 6 is devoted to a comparison of the career 

prospects and progress of graduate and non-graduate officers. Chapter 7 considers 

issues relating to personnel management, including staff appraisal, career development 

and promotion assessment. The theme of Chapter 8 is resignation and wastage where 

the views, experiences and perceptions of serving and resigned officers reveal 

something of the reasons for the premature loss of police personnel. Chapter 9 sets 

police recruitment in the context of demography and examines the implications for the 

service of the changing age structure of the population. Finally, in Chapter 10, we draw 

together the findings and perceptions, and make some recommendations for action. We 

believe the study has important implications for police personnel management, 

particularly in maintaining the complement and quality of the service during the current 

demographic changes. 

Background 

The educational attainment of police officers is by no means a recent issue. In 1919, 

the Desborough Committee (which was set up to consider all aspects of the police 

service of England, Wales and Scotland) drew attention to a fall in educational 

standards among new recruits (paras.109, 117). Some forty years later, continued 

concern about the failure of the police service to “recruit anything like their proper 

share of able and well-educated young men” (Royal Commission, 1962, para.312) 

prompted positive action to attract better educated people and improve the educational 

profile of the service. 

The rationale for wanting more well-educated recruits was clearly outlined in a 

Background Note prepared by the Home Office for the 1967 Working Party (chaired 

by Mr Dick Taverne) on the recruitment of people with higher educational 

qualifications. It states that “...a good education, whether at the university or at an 

advanced level at school, is of value in dealing with the problems of the police service, 

particularly in the middle and higher ranks...” (para.2a), and goes on to define the role 

of educational attainment in ensuring a high standard of police leadership. The latter is 

particularly important given the long-standing principle of the British police service 

that its leaders should be drawn from the organisation itself – though this principle was 

not fully accepted in practice until after the Second World War. The necessity of 

recruiting a sufficient number of people with the potential to reach the highest ranks 

inevitably places the police service in competition with other employers for the abler 

members of the community. 
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The 1962 Royal Commission concluded: 

young men of ability now tend in increasing numbers to proceed to 

universities. Consequently a system of police recruiting which shows no 

evidence of success in attracting a sufficient proportion of entrants of 

graduate standard endangers the future leadership of the service. (para.312) 

The 1967 Taverne Working Party re-affirmed the importance of education in recruiting 

potential leaders, but they also stressed: 

The need [for well-educated personnel] is not confined to the highest ranks 

in the service. There is a need for a general improvement in the educational 

level in the service and... we think it reasonable to aim at a wide distribution 

of recruits with higher educational qualifications throughout a broad range 

of ranks. (para.10) 

In the wake of the 1960 Royal Commission and the Taverne inquiry of 1967, several 

measures were introduced in attempts to attract the better-educated and, specifically, 

graduates into the police service. These aimed to improve the career opportunities and 

prospects offered by the service and to break down the popular image of “a service 

which had little interest in attracting ‘brains’” (Taverne Report, para.25). In other 

words, to promote the police service as an appropriate, attractive career for the well-

educated. 

• The Special Course. In August 1961 the Government presented a White 

Paper on Police Training setting out the proposal for an accelerated 

promotion course. (It also mentioned the possibility of sending selected 

officers to university.) Although the Home Office had been considering the 

introduction of such a course prior to the Royal Commission, the process 

was undoubtedly hastened by the findings contained in the Commission’s 

1960 Interim Report. On the recommendation of the Police Council 

Committee, the Special Course commenced in 1962. Its aims are to improve 

career prospects so as to attract good recruits and to provide appropriate 

training for young officers with the potential to reach high rank. 

Approximately sixty places are available each year and successful 

completion of the Special Course results in accelerated promotion to the 

rank of inspector (originally only to sergeant). Constables and (more 

recently) sergeants of not more than 30 years of age (extendable to 35 years 

of age in exceptional circumstances) and with not more than ten years’ 

service are eligible to apply. Constables must have passed the sergeants’ 

exam. If recommended by their Force Selection Board, applicants (other 

than Metropolitan officers) attend a Central Selection Board from which 

officers are nominated to go forward to Extended Interview for final 

selection. Originally of twelve months duration, the Special Course was re-

modelled in 1984 on a sandwich basis. Part I of the Course is of three 

months duration, officers then return to their force for 15 or 27 months 

followed by a further four months at the Police Staff College on Part II of 
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the Course. During the work experience element, officers carry out 

supervisory duties and must undertake a sergeants’ development course and 

pass the inspectors’ promotion exam. 

• Recruitment Advertising and Vacation Courses. In 1963 a national 

recruitment campaign was launched to promote a more favourable image of 

the police service. A proportion of the advertisements were specifically 

aimed at graduates and sixth-formers with the object “not only to attract 

recruits immediately but to create an atmosphere in which people with 

higher education qualifications would naturally consider the police as a 

possible career” (Taverne Report, para.23). At around the same time, short 

residential appreciation courses and Open Days for undergraduates were 

introduced by some forces to bring the police career to the notice of 

undergraduates and provide first-hand information. Attachments to the 

force that undergraduates were thinking of applying to join were also 

arranged. Vacation courses, known as Undergraduate Familiarisation 

Courses, which are partly funded by the Home Office are now hosted by as 

many as 24 forces each year. 

• The Bramshill Scholarship Scheme was introduced in 1964 to enable 

selected officers to attend university as full-time students on full pay and 

allowances. According to Smith (1978), the Police Council on Higher 

Training (1964) intended that the officers selected should be capable of 

filling the most senior posts and it was hoped that the Scheme might attract 

a higher proportion of recruits with good educational standing into the 

service. Originally, scholarships were limited to Special Course officers but 

in 1967 the Scheme was extended to include officers from the Inspectors’ 

Course. In 1979, the Junior Command Course replaced the Inspectors’ 

Course resulting in a drop in the number of eligible applicants due mainly 

to the older age range of officers attending the course. The Scheme was 

accordingly extended to include students from any of the ‘conventional 

College courses’ (except the Overseas Command Course) as well as the 

Regiona1 Inspectors’ Courses. The latter extension of the Scheme required 

some adjustment to the selection procedures since the courses are neither 

held nor assessed at the Police Staff College. As the costs incurred in 

seconding an officer to university are borne by the officer’s force and not 

the College, permission must first be granted by both the Chief Officer and 

Police Authority. 

• Graduate Liaison Officers. In 1965, a staff officer with the rank of 

superintendent was appointed to HM Chief Inspector of Constabulary to 

establish liaison with universities. The duties of the officer were to provide 

university appointments boards and careers advisers with information about 

the opportunities offered by a career in the police service and to interview 

interested undergraduates. In this way, it was hoped the police service 

would become one of the usual career options considered by university 

graduates. A second officer of chief inspector rank was later appointed to 
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assist with these duties and to maintain the annually updated records on 

graduates serving in forces in England, Wales and Northern Ireland. 

• Local Force Sponsorship Schemes (circa 1966). Soon after the 

introduction of the Bramshill Scholarship Scheme, individual forces began 

to make their own arrangements to send selected officers to university or 

polytechnic on a full-time basis. Essex, Sussex and Lancashire were among 

the first to do this, and at least fifteen forces have operated such schemes. 

Some forces award as many as six places per year, but this is generally 

inclusive of any officers awarded a Bramshill Scholarship or Fellowship. 

Whereas Bramshill scholars normally attend university as an inspector, 

most local force schemes are intended for constables and sergeants. 

• Graduate Entry Scheme (1968). Recommended by the 1967 Taverne 

Working Party, the Scheme essentially provides an alternative route to the 

Special Course. Each year about 25 graduates are selected for the Course by 

Extended Interview procedure BEFORE (or soon after) they join the 

service. Applicants must be graduates or undergraduates in the final year of 

a full-time degree course and be under 30 years of age (extendable for 

outstanding candidates providing they would not be more than 35 years of 

age when due to attend the Special Course). Candidates are interviewed by 

a Force Board, which includes an officer of ACPO rank, and graded 

according to their suitability for appointment and Extended Interview. The 

graduates selected by Extended Interview are entitled to go on the Special 

Course after completing a minimum of two years’ service, providing they 

have passed the sergeants’ promotion examination and performed 

satisfactorily in the job. 

• Financial Assistance for Private Study. In 1972 the Home Secretary 

approved a scheme whereby police authorities could grant financial 

assistance towards the cost of study courses undertaken by officers in their 

own time. The continuation of the scheme, subject to some modifications, 

was approved in Home Office Circular No 29/1974. Chief Officers were 

requested to consider the relevance of the course to the officer’s police 

duties or to the police service in general, the ability of the officer to benefit 

from the course and the total cost falling on public funds. 

• Courses of Higher Education in Police Studies. In 1972, the Association 

of Chief Police Officers (ACPO) Training Committee appointed a Working 

Party to consider the case for the introduction of a Higher National 

Certificate (ENC) in Police Studies. Their report, published in 1978, 

recommended not only the HNC, but “a University degree course in subjects 

readily recognisable as professional Police subjects or so close in 

association thereto as not to strain credibility” (para.51). Forces were 

encouraged to co-operate with local academic institutions in setting up part-

time HNC or HND (Higher National Diploma) courses in Police Studies or 

relevant disciplines such as Public Administration. Courses at some 
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institutions, such as the Polytechnic of Wales and Birmingham Polytechnic, 

now extend to degree level. As well as financial support for fees and books, 

many forces provide day-release for officers to attend the courses while 

others allow officers to arrange their duties in order that the course lectures 

or tutorials coincide with rest days. 

• Bramshill Fellowship Scheme. Introduced in 1979, the scheme is 

intended to provide opportunities for officers to undertake twelve months’ 

research in areas relevant to the police service. The officer is jointly 

supervised by the Police Staff College and an institution of higher 

education, and in most cases their research is carried out in fulfilment of the 

requirements of a higher degree qualification. As with the Bramshill 

Scholarship Scheme, the costs incurred are met by the officer’s force. 

• Police Research Award Scheme. A scheme introduced in 1987 whereby 

grants are awarded by the Home Office to enable officers to carry out 

research projects on police-related issues. The scheme is managed by the 

Police Requirements Support Unit (PRSU). Unlike the Bramshill 

Fellowship Scheme, the officers may still be assigned to normal police 

duties and are not necessarily enrolled for a higher degree. 

Impact of the Initiatives 

The educational standard of police officers has improved considerably over the past 

two decades. Table 1.1 shows that the number of graduates recorded as serving in forces 

in England and Wales has increased almost forty-fold since 1968. In terms of police 

strength, this means that more than one in twenty police officers now has a degree, 

against less than one in five hundred officers in 1968. 

Table 1.1: Graduate Police Officers, England and Wales 

Selected 

Years 

Graduates 

(N) 

Establishment 

(%) 

Strength 

(%) 

1968 168 0.1 0.2 

1971 267 0.2 0.3 

1972 381 0.3 0.4 

1973 482 0.4 0.5 

1975 689 0.6 0.6 

1978 1,206 1.0 1.1 

1981 2,607 2.2 2.2 

1983 3,997 3.3 3.3 

1986 5,847 4.8 4.8 

1988 6,625 5.4 5.3 

Source: 1968 Feltham and Linnane (1987), 1971-1983, Police Extended Interview 

Office. 1986 & 1988, (Home Office) Graduate Liaison Office. 
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There are essentially five routes by which a police officer can hold a degree: (a) a 

graduate can be selected for the Graduate Entry Scheme, (b) a graduate can enter in the 

normal way, (c) a police officer may be seconded as Bramshill scholar, (d) a police 

officer may be seconded to full-time study under local force schemes and (e) a police 

officer may obtain a degree through part-time study while in service. In its records the 

Home Office does not currently distinguish between routes (d) and (e) and they have 

therefore been combined in Figure 1.1. This shows that standard entry has made by far 

the greatest contribution to the recent rapid rise in graduates on police strength. Growth 

from this source has tailed off somewhat of late, and the in-service route is playing an 

increasingly important part. The Graduate Entry and Bramshill Scholarship schemes 

are less important in terms of quantity; quality we will consider later. 

As the Taverne Working Party had hoped, the graduate officers are well distributed 

throughout the ranks. Table 1.2 shows graduates as a percentage of the establishment 

for the years 1971, 1975, 1978, 1983 and 1988. In general, the proportion of graduates 

increases with each step up the hierarchy. In 1988 for example, less than one in twenty 

constables held a degree compared to more than two-fifths of those of ACPO rank. This 

is a substantial increase from 1971 when only 0.1 per cent and 4 per cent respectively 

were graduates. (Detailed information on the distribution by rank of graduates in each 

force is given in Appendix B2.) 

Table 1.2: Graduate Officers by Rank, England and Wales 

Year PC Sgt Insp C/Insp Supt C/Supt ACPO Total 

1971         

   N 106 30 64 28 16 12 11 267 

   % of Estab1. 0.1 0.2 1.4 1.5 1.7 1.8 4.0 0.2 

1975         

   N 318 77 145 68 52 13 16 689 

   % of Estab. 0.4 0.4 2.5 3.1 3.8 2.1 6.2 0.6 

1978         

   N 605 149 206 106 85 28 27 1,206 

   % of Estab. 0.7 0.8 3.5 4.9 6.0 4.5 10.7 1.0 

1983         

   N 2,590 376 464 261 164 87 55 3,997 

   % of Estab. 2.9 2.0 7.3 12.0 11.0 14.0 21.6 3.3 

1988         

   N 4,173 923 606 351 323 153 96 6,625 

   % of Estab. 4.5 4.8 9.2 15.8 22.0 27.1 41.0 5.4 

1. 1. Percentage of authorised establishment. 

Source: Home Office graduate records. 
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Figure 1.1: Proportions of Graduates in Police  

 
Source: Home Office graduate records 

The service is attracting more highly qualified recruits. Figure 1.2 shows the highest 

educational qualification of those who began initial training in the years from 1967 to 

1988. In 1967, only two per cent had attained the equivalent of two or more ‘A’ levels 

or better (including graduates), but by 1988 the proportion had risen to 23 per cent. 

Fewer than one in eight of the recruits in 1988 had no ‘O’ level/GCSE passes as against 

more than a half in 1967. 

The police service has not just risen on a wave of increasing qualifications, but has 

appreciably improved its competitiveness vis-a-vis other employers. We can see this 

from the exam qualifications of school leavers shown in Figure 1.3. Relatively little 

change has occurred, apart from some rise in the proportion of young people attaining 

one to four ‘O’ levels in 1973 following the raising of the school leaving age to 16 

years. Since then, the proportion of young people who leave school with no ‘O’ level 

qualifications has remained at around 47 per cent, with only 13 per cent attaining five 

or more ‘O’ levels, and 13 per cent attaining two or more ‘A’ level subjects.  
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Figure 1.2: Qualifications of Recruits to Initial Police Training1  

 
1. Excluding Metropolitan Police 
Source: HMCIC Reports, 1967-1988 

Figure 1.3: Exam Achievements of School Leavers, England, All Ages 

 
Source: Education Statistics for the United Kingdom, 1976-77 and 1988; DES Statistical Bulletin 12/86. 
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Therefore, while the qualifications of school leavers have remained fairly constant over 

the past two decades, the educational standard of police recruits has improved 

markedly, and since the late 1970s has remained well above that of school leavers in 

general. It would seem that the police service is increasingly being accepted as a career 

for the better-educated. 

Comparisons of current recruits and school-leavers are only a part of the story however, 

since they do not show the cumulative effects of past recruitment. Table 1.3 shows how 

the exam qualifications of police officers compare with those of the general population. 

For this, we have used the 1987 General Household Survey which gives the highest 

qualification level attained by a sample of 15,637 persons (from throughout Great 

Britain) aged between 25 and 49 years (who were not in full-time education). The police 

officers’ have been derived from the sample of 6,428 non-graduate officers in the seven 

forces which we studied in detail. Since 5.5 per cent of the officers from the sample 

forces were graduates, the education profile of the non-graduate sample was used to 

represent the remaining 94.5 per cent of officers (who are non-graduates). 

It is evident from Table 1.3 that although the police service is generally better qualified 

than the population as a whole, it is still under-represented in terms of higher education. 

This could well change, however, providing the present trend for officers to further 

their education in-service continues (apart from a degree, 22 per cent of the non-

graduates on entry in our interview sample had attained some qualifications since 

joining) and the service maintains the level of recruitment of well-qualified people that 

was reached in the 1980s. 

Table 1.3: Police Officers Compared to Adult Population 

Highest Education Qualification %Adults1 
%Police 

Officers2 

Degree or equivalent 10 6 

Other Higher Education (e.g. HNC/HND) 12 3 

A level or equivalent 9 13 

O level or equivalent 20 45 

CSE 12 4 

Other qualifications 3 4 

No qualifications 34 25 

2. Persons aged 25-49 not in full-time education. Great Britain, 1986 & 1987 combined. Sample 

size = 15,637. 

3. Based on the education profile of a sub-sample of 6,428 non-graduate officers, in the sample 

forces, 94.5% of the officers are non-graduates. 

The way things have been improving is shown in Table 1.4 where the exam 

achievements of the non-graduate sample are set out according to year of joining the 

service. The more recent recruits are substantially the better qualified. Of those who 

joined between 1984 and 1988, more than a quarter had attained ‘A’ level qualifications 

or better compared to less than one in ten of those who joined between 1959 and 1963. 

Each of the forces in our sample has arrangements for officers to attend courses in 

police (or related) studies at local institutions of higher education which shows up in 
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the relatively high proportion of officers who joined between 1959 and 1973 who have 

attained an HNC or HND qualification. Recent recruits are more likely to have obtained 

their qualifications before entering the service since few officers are prepared to devote 

time to external studies during the early years of their career, understandably being 

more concerned with completing the probationary period and taking the promotion 

exams. 

Table 1.4: Highest Education Qualification of Non-Graduate Officers  

Qualification 
Percentages by Years of Joining the Police Service 

to 1958 ’59-63 ’64-68 ’69-73 ’74-78 ’79-83 ’84-88 All 

HNC/HND 

(N=194) 
1.9 3.3 5.4 3.2 1.7 1.1 1.9 3.0 

A-Level 

(N=884) 
5.9 7.8 11.7 13.4 14.1 19.9 24.7 13.7 

O-Level 

(N=3,087) 
28.5 43.9 47.8 48.5 47.9 54.8 56.1 48.0 

CSE 

(N=287) 
0.3 0.4 0.8 6.0 9.8 8.1 7.2 4.5 

Other Quals 

(N=267) 
6.6 5.9 5.9 5.1 2.5 1.2 0.9 4.2 

No Quals 

(N=1,709) 
56.7 38.6 28.4 23.9 23.8 14.9 9.1 26.6 

N 319 1,237 1,433 945 944 880 670 6,428 

 
Female Officers 

In the general population, females tend to have fewer education qualifications than 

males. But in the police service the reverse is true.  Table 1.5 shows the educational 

qualifications of the non-graduate officers from the seven sample forces by sex. We see 

that females are more likely than males to have ‘A’ level qualifications or better, and 

are less likely to be without qualifications. 

Table 1.5: Qualifications of Non-Graduate Officers 

Highest Qualification Male Female 

HND/HNC 3.1 2.3 

A-Level 13.3 19.1 

O-Level 47.0 60.5 

CSE 4.3 5.9 

Other Qualifications 4.3 2.1 

No Qualifications 27.9 10.0 

N 5,957 471 

 
A higher proportion of female officers are also graduates. In 1971 they were similar 

with both male and female graduates comprising about 0.3 per cent of total strength, 

but by 1988 the proportion of female graduates had risen to 8.2 per cent against five 

per cent for males. Female entrants were also more like to be graduates. Of those who 
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began initial training in 1988, 12 per cent of the females and 9 per cent of the males 

were graduates, 18 per cent and 12 per cent respectively had two or more ‘A’ levels, 

and 39 and 32 per cent had five or more ‘O’ levels. 

It might be thought that this sex difference is attributable to the better qualifications of 

the more recently recruited since 75 per cent of the females in the sample forces had 

less than 10 years’ service compared to 35 per cent of the males. But even in 1968, 

HMCIC figures show that female recruits were generally better qualified than the men. 

It is possible that the service attracts a higher proportion of applications from well-

educated females, but there are no data available to test this out. An alternative 

explanation is that the service has been more selective with fewer of the applicants 

admitted. Indeed, the 1987 annual report of the Metropolitan Police states “there was 

an increase of 74% in the number of females recruited during 1987...For the first time 

females were recruited in direct proportion to the number of female applicants.” 

Entry Requirements 

The overall improvement in educational standard of police officers that we have seen 

is not due to the raising of the entry requirements. As part of our survey, all forces were 

asked to provide details of their recruitment procedures. Very few require applicants to 

have a particular standard of education. Only seven of the forces specified that potential 

recruits should have three or more ‘O’ levels (two of whom require at least 5 ‘O’ levels), 

though five other forces mentioned that recruits should have a ‘good’ standard of 

education. The remaining forces did not specify. Although some forces do have 

particular requirements, these are not always rigidly adhered to and mature applicants 

(such as ex-servicemen) are likely to be considered regardless of their educational 

background. 

Minimum standards are in a sense defined by the Police Initial Recruitment Test (PIRT) 

which covers basic skills including spelling, reading and writing. However, the pass 

mark required by forces varies widely - from 90 to 125 out of a possible 200 - and 

exemptions can be granted. The majority of forces exempt graduates from sitting the 

PIRT and several others grant exemptions to applicants with at least four ‘O’ levels. It 

is interesting though that eight of the forces give no exemptions. According to one 

force, graduates and other well-qualified applicants cannot be relied on to have the 

skills identified by the PIRT. 

The entry standard set will, to some extent, be related to the difficulty experienced in 

attracting sufficient recruits. Whereas some forces have recently reduced the PIRT pass 

mark and height requirements to the Home Office recommended minimum, other forces 

have been able to raise them. (Indeed, before the appearance of Home Office Circular 

No 87/1989 on Equal Opportunities Policies, two of the 43 forces had recently raised 

the minimum height requirement for females so as to limit the number of applicants.) 

As we shall see in Chapter 9, it is likely that the demographic changes of the 1990s will 

bring recruitment procedures and entry standards to the fore. 



 

-13- 

We have shown that the educational standard of police officers has improved 

considerably in recent years. In the following chapters we look more closely at the rise 

in graduate recruitment and the particular part played by the Graduate Entry Scheme. 
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2. Graduate Recruitment 

As we saw in Figure 1.1, the number of graduates entering the service began to rise 

sharply in the late 1970s. The proportion of new recruits with a degree qualification 

rose from 1.8 per cent in 1978 to a peak of 14.2 per cent in 1983 Table 2.1 shows that 

this increase was against a background of less recruitment overall (since there had been 

a drop in wastage). 

Table 2.1: Graduates as Percentage of Recruits 1976-88 

Year 
Total Recruits 

(N) 

Graduate Recruits 

(N) (%) 

1976 7,191 117 1.6 

1977 6,809 128 1.9 

1978 6,371 112 1.8 

1979 7,586 211 2.8 

1980 7,160 282 3.9 

1981 4,532 331 7.3 

1982 4,076 451 11.1 

1983 3,812 543 14.2 

1984 3,431 441 12.8 

1985 4,041 492 12.2 

1986 4,624 542 11.7 

1987 4,786 496 10.4 

1988 4,307 401 9.3 

Source: HMCIC Reports, from table showing educational background of recruits who 

began initial training. Pre-1976, graduates are not shown as a separate category. Does not 

include the Metropolitan Police. 

Factors Tending To Increase Graduate Intake 

Initiatives such as the national recruiting campaign, the Graduate Entry Scheme (see 

Chapter 1) and the Edmund-Davies pay award no doubt went a long way towards 

creating a climate more conducive to the recruitment of graduates to the police service. 

But it is also likely that external factors played an important part in the sudden influx 

of graduates after 1978. The rapid rise in the period 1979 to 1983 took place at a time 

of economic recession, rising graduate unemployment and increased graduate output 

from polytechnics and colleges of higher education. 

There were not only more graduates, as Table 2.2 shows, particularly from the 

polytechnics and colleges, but more were unemployed. Unemployment in the UK more 

than doubled between 1979 and 1983, rising from 4 per cent to over 10 per cent of the 

workforce. Graduates were no exception. 
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Table 2.2: First Degrees1 Awarded in Great Britain 

Year Universities 
Polytechnics 

& Colleges 

Open 

University 
Total 

1975 54.1 10.5 5.5 70.1 

1979 64.3 31.5 5.8 101.6 

1980 65.8 30.1 6.3 102.2 

1982 70.1 36.0 6.4 112.5 

1983 72.2 39.8 5.6 117.6 

1984 71.2 45.0 5.9 121.1 

1985 69.0 49.4 6.7 125.2 

1986 67.0 51.2 6.6 124.8 

1987 68.4 52.4 6.4 127.1 

1. Thousands 

Source: DES Statistical Bulletin 4/89 

Table 2.3 shows that graduate unemployment increased from 5 per cent in 1979 to 13 

per cent in 1982, with those from polytechnics and colleges worst affected. Although 

the overall level of UK unemployment continued to rise until 1986, graduate 

unemployment began to abate in 1983 and by 1988 it had fallen to six per cent. The 

proportion of graduates recruited to the police service has tended to fall with the 

reduction in graduate unemployment. 

Table 2.3: Percentage1 Unemployed New Graduates2 

Year Universities Polytechnics Total 

1979 5 7 5 

1980 8 12 9 

1981 10 15 11 

1982 12 16 13 

1983 11 15 12 

1984 9 14 10 

1985 8 12 9 

1986 7 11 8 

1987 6 9 7 

1988 5 7 6 

1. Percentage of new graduates of known destination 

2. Unemployment recorded as at 31 December following the academic year in 
which graduated. 

Source: DES Statistical Bulletin 1/86; First Destinations of Polytechnic 

Students (1988), Polytechnic Statistics Working Group, London: AGCAS; 

University Statistics, Vol.II, 1987-88, Cheltenham: USR. 

The police pay award recommended by Lord Edmund-Davies in 1978 and introduced 

in 1979 greatly improved the attractiveness of the police as a career. It helped to boost 

graduate recruitment and also to retain experienced officers. (The annual HMCIC 

reports show that resignations without pension fell by 38 per cent between 1978 and 

1979 and by a further 17 per cent and 23 per cent respectively in the following two 

years.) The pay award made starting salaries very competitive. Table 2.4 shows that 
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police pay has recently dropped below the average graduate starting salary and since 

1985 has also tended to fall below the modal range - that is, lower than that most 

commonly offered by graduate employers. In terms of earnings, therefore, the police 

service is now a less strong contender in the graduate employment market than it was 

for the period from 1979 to 1984. 

Table 2.4: Comparison of Starting Salaries of Police and Graduates 

Year 
Police Salary 

on Appointment1 

Average Graduate 

Starting Salary2 

Modal Range of 

Graduate Salaries3 

1977 2,775 . . 

1978 3,189 . . 

1979 4,086 3,779 4,000 – 4,099 

1980 4,956 3,922 4,000 – 4,099 

1981 5,610 5,201 5,000 – 5,099 

1982 6,189 5,663 6,000 – 6,099 

1983 6,708 6,006 6,000 – 6,099 

1984 6,708 6,430 6,000 – 6,099 

1985 7,212 7,014 8,100 & above 

1986 7,752 7,501 8,000 – 8,099 

1987 8,352 8,036 8,500 – 8,599 

1988 9,063 8,921 9,000 – 9,099 

1989 9,900 10,380 . 

1. Police salary on appointment as of September in the given year. 

2. Derived from CSU Statistical Quarterly (Salary Survey) starting November 1979. Based on fortnightly 

Current Vacancies and uses minimum salary in a range. Figures for 1980 to 1988 were calculated in 
August, but for 1979 and 1989 they are as of November. 

3. Salary range offered by the largest number of employers. Not available for November 1989. 

Another internal measure thought likely to enhance graduate recruitment is the 

Graduate Entry Scheme (GES) and we will be considering this in detail in the next 

chapter. The extent to which the GES influences graduates to consider joining the police 

service cannot really be quantified. We know that an average of about 60 per cent of 

the GES applicants who are invited to join the police service subsequently do so 

(HMCIC Reports, 1978-1987 and Wheeler, 1989), and fewer than 10 per cent of those 

will have been successful for the GES. 

It may be, however, that many graduates wish to join the service regardless of the 

specific opportunities provided by the Scheme. Among the serving officers we 

interviewed who had applied for the GES (successfully or unsuccessfully), 21 per cent 

were already serving when they applied for the Scheme and 16 per cent had applied 

because they were advised to by force recruitment staff. Only about 17 per cent said 

that without the GES they would probably not have considered applying to join the 

police service at all. Similarly, only 20 per cent of the resignees (graduate recruits) who 

were interviewed felt they would not have considered joining if the GES had not 

existed. This does not mean, however, that the GES does not affect graduates’ 

impressions of the police service. In Chapter 8 we will show that the existence of the 

Scheme may raise graduates’ expectations of the career opportunities available to them 

as a standard entrant, and this has both advantages and a downside. 
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Many graduate recruits do not apply for the GES at all and in recent years this has been 

a growing trend. National figures are not collated (to our knowledge) on the number of 

graduates who apply for standard entry or the proportion subsequently invited to join. 

However, the national (England and Wales) records of serving graduate officers enable 

some useful comparisons to be made. Figure 2.1 shows the proportion of graduates who 

have entered without applying for a place on the GES and who are still serving. The 

proportion tends to fluctuate from year to year, but there is a clearly discernible upward 

trend. That is, the proportion of graduates who join the police service without applying 

via the Graduate Entry Scheme is increasing. 

Figure 2.1: Graduate Recruits Not Applying via the GES 

 

Source: Home Office graduate records – 1975, 1978, 1981, 1988. 

Age on Entry 

The majority of graduate recruits do not seem to enter the service straight from 

university. The average joining age of the graduate recruits (N=2,244) from our sample 

forces was close to 24 years (compared to 20 years for the in-service graduates and 21 

years for the non-graduates). Since most will have graduated by the age of 22 years, 

this suggests that they had spent time in other pursuits before entering the service. 

Among the graduate recruits whom we interviewed, only one third had joined  

straight from university. By way of comparison, about one-third of the non-graduates 

and in-service graduates had joined direct from full-time education or the Cadet Corps. 

Some 83 per cent of the graduate recruits had experience of other work - including 

temporary and holiday jobs - and one third had been in other employment for more than 

three years. (Of the other interviewees, 76 per cent of the in-service graduates and 86 

per cent of the non-graduates had worked in other jobs before joining the police.) 



 

-18- 

Reasons for Joining 

We asked the interviewees what had attracted them to the police service. This elicited 

a wide range of responses and there were some interesting contrasts between the 

graduate and non-graduate officers. Table 2.5 shows that a substantially higher 

proportion of the graduate recruits mentioned ‘varied, interesting work’ than the in-

service graduates and non-graduates. This is consistent with the high proportion of 

graduate recruits who told us that they had left their previous work because they found 

it uninteresting. ‘Security/stability’ was mentioned by far fewer graduate recruits 

compared to the others (their younger age-profile perhaps helps to account for this). 

Table 2.5: Attractions1 of the Police Service 

Attraction 
Graduate 

Recruits 

In-Service 

Graduates 

Non-

Graduates 
Total 

Varied, interesting work 45.22 28.6 23.8 30.4 

Security/stability 11.9 21.4 32.1 24.4 

Meeting/working with people 28.6 14.3 22.6 22.0 

Outdoors, not desk-bound 31.0 19.0 17.9 21.4 

Career structure 31.0 28.6 9.5 19.6 

Salary 28.6 9.5 14.3 16.7 

Helping people 7.1 16.7 13.1 12.5 

Excitement/adventure 9.5 21.4 7.1 11.3 

Family, friends in the job 7.1 19.0 9.5 11.3 

Other general conditions3 4.8 16.7 9.5 10.1 

Disciplined service - 11.9 9.5 7.7 

Police house 2.4 11.9 8.3 7.7 

Independence 7.1 9.5 6.0 7.1 

Social prestige; respectable job 4.8 9.5 7.1 7.1 

Just wanted to be a police officer - 2.4 11.9 6.5 

A worthwhile job 4.8 7.1 7.1 6.5 

Suited skills, abilities 4.8 4.8 7.1 6.0 

Provides a challenge 7.1 7.1 2.4 4.8 

Responsibility 2.4 2.4 7.1 4.8 

Don’t know 4.8 4.8 3.6 4.2 

Enforce the law; catch criminals 2.4 2.4 4.8 3.6 

Previous job unsatisfactory 7.1 2.4 2.4 3.6 

Something different 7.1 2.4 1.2 3.0 

Other 7.1 - 3.6 3.6 

Total respondents 42 42 84 168 

1. Respondents could state more than one attraction. 
2. Percentages based on total number of respondents in the group. 

3. For example: sporting facilities, opportunity to continue education, a clean job. 
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It is perhaps not surprising that ‘career structure’ and ‘salary’ were mentioned 

frequently by the graduate recruits. With their higher-education qualifications they are 

likely to be looking for career advancement and, being mostly recent entrants, the salary 

offered by the police would have been seen to be competitive with that offered by other 

graduate employers. By contrast, the majority of in-service graduates and non-

graduates would have joined when the police salary was less attractive - indeed, some 

of the interviewees mentioned that on joining the service they had taken a drop in salary. 

Interestingly, the proportion of in-service graduates who said they had been attracted 

by the career structure was very close to that of the graduate recruits, whereas only a 

small proportion of non-graduates had mentioned it. This is consistent with the 

tendency for graduate officers to have higher aspirations on entry than the non-

graduates. The majority of non-graduates (60 per cent) said they had no particular 

ambitions for promotion or specialisation on joining, compared to 48 per cent of those 

who later obtained degree in service and only 7 per cent of the graduate recruits. 

When asked about their aspirations, the graduates (recruits and in-service) were more 

likely than the non-graduates to be aiming for promotion beyond the next rank. Overall, 

50 per cent of the graduates had aspirations for promotion to at least the rank of chief 

superintendent or to be promoted ‘as far as possible’ compared to only 13 per cent of 

the non-graduates. At the other end of the scale, 36 per cent of the non-graduates had 

no aspirations for promotion compared to only 13 per cent of the graduates. When 

matched according to length of service, the graduates were found to be much more 

ambitious than the non-graduates. 

In recent years the police service has succeeded in recruiting more graduates, both 

because of the incentives that it has provided and the state of the graduate employment 

market. Our findings suggest that graduates’ reasons for joining the police tend to be 

somewhat different from those of the traditional recruits, and, in particular, they tend 

to be more ambitious. This has a number of implications for personnel management 

and retention which we take up in Chapters 7 and 8. But first we consider the role of 

the Graduate Entry Scheme and the part it plays in attracting graduates. 
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3. Graduate Entry Scheme 

A particular aspect of graduate recruitment is the Graduate Entry Scheme introduced in 

1968 on the recommendation of the Taverne Working Group. Essentially, it is intended 

to provide a fast-track to the senior ranks. In talking with police officers we often found 

that they did not distinguish between graduate recruitment and the Graduate Entry 

Scheme, but it is important to do so since the GES confers the privilege of automatic 

promotion to inspector while entrants who happen to be graduates have to take their 

chances in the usual way. 

As with graduate recruitment generally, Table 3.1 shows that during the period of 

severe graduate unemployment there was a dramatic increase in the number of GES 

applicants - with 1,566 applications in 1983 against only 319 in 1978. But with the 

improvement in the graduate employment market (from 1983) applications for the GES 

have fallen to not much above 900 in 1989. In the early years the proportion of 

applicants recommended for GES entry was about ten per cent, but with a wealth to 

choose from the Scheme has become very highly selective, offers on occasions falling 

to not much above one per cent This reflects the target intake of 25 which can be varied 

somewhat according to the quality of the applicants. 

Table 3.1: Graduate Entry Scheme Applications 

Year 
Total 

Applications 

GES 

Recommended 

N N % 

1968 131 19 14.5 

1969 77 11 14.3 

1970 97 9 9.3 

1971 129 14 10.8 

1972 248 28 11.3 

1973 288 18 6.2 

1974 210 18 8.6 

1975 239 22 9.2 

1976 463 20 4.3 

1977 476 27 5.7 

1978 319 21 6.6 

1979 570 28 4.9 

1980 769 22 2.9 

1981 1,064 34 3.2 

1982 1,366 27 2.0 

1983 1,566 20 1.3 

1984 1,422 18 1.3 

1985 1,310 25 1.9 

1986 1,169 26 2.2 

1987 1,194 21 1.8 

1988 1,061 19 1.8 

1989 915 28 3.1 

Total 15,083 475 3.1 

Source: Police Extended Interview Office 
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Accelerated Promotion 

The current status of applicants who were accepted for the Graduate Entry Scheme 

(based on figures provided by the Police Extended Interview Office) is shown in Table 

3.2. About 12 per cent of the offers for a place on the Scheme have been declined by 

applicants. Given the selectivity of the Scheme and the expense of conducting extended 

interviews, this could be considered a disappointingly high proportion. About one-fifth 

of the GES places were offered to females and about as many declined as men (i.e. just 

under 12 per cent). 

Table 3.2: Graduate Entry Scheme Outcomes 

Year 
GES 

Recommended 

Declined 

Offer 
Resigned 

Still Serving 

Status 

Withdrawn1 

Retained 

Status 

1968 19 2 8 2 7 

1969 11 1 4 2 4 

1970 9 5 1 - 3 

1971 14 3 7 1* 3 

1972 28 4 13 1 10 

1973 18 2 7 2* 7 

1974 18 5 4 2 7 

1975 22 3 7 2 10 

1976 20 1 5 3 11 

1977 27 3 11 3 10 

1978 21 1 - 3 17 

1979 28 4 7 2 15 

1980 22 1 4 2 15 

1981 34 6 11 2 15 

1982 27 1 7 3 16 

1983 20 1 6 3 10 

1984 18 5 2 3 8 

1985 25 1 6 3 15 

1986 26 1 2 2 21 

1987 21 1 4 - 16 

1988 19 3+ - - 16 

Total2 447 54 116 41 236 

Per cent3  12.1 25.9 9.2 52.8 

Per cent4   29.5 10.4 60.0 

1. Includes some officers who withdrew from the Scheme voluntarily. 

2. 28 applicants were recommended in 1989. The number who subsequently joined was not known at the time of writing. One 

had declined. 

3. Per cent of total (447) who were recommended for the GES. 

4. Per cent of total (393) who joined on the GES. 
* One officer who subsequently progressed to Special Course via normal route. 

+ One officer who failed Force PT test so did not subsequently join. 

Source: Police Extended Interview Office. 
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As of November 1989, almost 30 per cent of the successful GES applicants who 

accepted the offer of a place had resigned, with the proportion of female resignees being 

more than double that of the men (51 per cent compared to 24 per cent). The resignation 

rate of officers accepted for the alternative ‘in-service’ route to the Special Course 

seems to be substantially lower. We were unable to obtain current records of non-GES 

Special Course officers. However, a booklet prepared by the Extended Interview Office 

(1986) shows the resignation and rank attained, as at June 1984, of those who attended 

the Special Course between 1962 and 1975. Of the 524 officers accepted for the Course 

during that period (excluding the GES), 13.7 per cent (72 officers) had resigned 

prematurely - less than half the resignation rate of the GES officers. Resignation among 

Bramshill scholars, from 1964 to 1986, is even lower at 4.4 per cent. The high incidence 

of resignation among GES officers must give cause for concern, and in Chapter 8 we 

will look at the issue of wastage in greater depth. 

As far as was known in November 1989, 70 per cent of the officers who originally 

joined the Service on the Graduate Entry Scheme are still serving. But, of these, 15 per 

cent have had their graduate entry status withdrawn – that is, they did not receive 

accelerated promotion to the rank of inspector. Overall, only 60 per cent of all those 

who originally joined under the GES are still serving AND have retained their 

entitlement to accelerated promotion.  

Of the 41 serving GES officers whose graduate entry status has been withdrawn, six 

requested it themselves (for example, to remain in the CID), 19 failed the promotion 

exam, eight were not recommended by their force to attend the Special Course, two 

failed or did not complete the Special Course, and six had their promotion to inspector 

delayed by their forces. However, two of the officers who forfeited their place on the 

GES (having failed the promotion exam) later went on to pass the exam and gained 

entry to the Special Course via the standard route. 

The rank attained by GES officers who were still serving at the start of 1989 is shown 

in Table 3.3. The figures are derived from Graduate Liaison Office (GLO) records 

rather than those of the Extended Interview Office (EIO), since it was not certain that 

forces had kept the EIO informed of promotions beyond the rank of inspector. The 

numbers do not correspond exactly with those shown in Table 3.2 – this is mostly 

because the GLO records do not include the year in which officers apply for the GES 

so they are grouped according to year of joining the service. (The years may differ since 

successful GES candidates sometimes defer their joining date and serving graduates 

may apply for the Scheme up to twelve months after joining.) The total number of GES 

officers still serving differs by five between the two tables - that is, 277 against 272. 

This may be because we have not included the Royal Ulster Constabulary in our study, 

but some of its officers appear in the EIO data used in Table 3 2. 

Table 3.3 shows that at the start of 1989, 26 GES officers had reached the upper-middle 

ranks - that is, 18 were superintendents, six were chief superintendents and, in 1988, 

two had been promoted to the rank of assistant chief constable. As we have already 

seen, some officers have not made the progress expected of them. It is reasonable to 

expect that GES officers would take seven ‘sandwich’ arrangements where forces can 
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require officers to spend 27 months in the rank of sergeant before attending Part II of 

the Special Course. Table 3.3 shows, however, that after at least eight years’ service, 9 

officers still held the rank of sergeant; and 11 officers were still in the rank of constable 

after six years’ service. 

Table 3.3: Rank Attained by GES1 Officers by 1 January 1989 

Year of 

Joining 
PC Sgt Insp C/Insp Supt C/Supt ACPO All 

1967/68 - 1 1 - 3 - 1 6 

1969 - 1 1 3 1 1 - 7 

1970 - - 1 1 - - - 2 

1971 - - - 2 2 - 1 5 

1972 - - 1 3 5 3  12 

1973 - 1 1 3 3 -  8 

1974 - - - 4 2 2  8 

1975 - - 2 4 2   8 

1976 3 2 3 7    15 

1977 1 1 8 3    13 

1978 - - 17 2    19 

1979 2 - 16 1    19 

1980 2 3 10 -    15 

1981 1 2 8 1    12 

1982 2 7 6     15 

1983 6 7 2     15 

1984 7 4      11 

1985 12 5      17 

1986 27       27 

1987 24       24 

1988 11       11 

1989 3       3 

Total 101 34 77 34 18 6 2 272 

Row % 43.9 11.1 25.2 11.1 5.9 2.0 0.7 100.0 

1. Includes officers who have had their graduate entry status withdrawn. 

Source: (Home Office) Graduate Liaison Office records, 1988. 

Promotion is not guaranteed beyond the rank of inspector, but “the hope is expressed 

that Special Course officers should be ready and considered for promotion to Chief 

Inspector after 2-3 years in the rank of Inspector” (E10 booklet on the Special Course, 

1986). A goal of 10 years to reach chief inspector therefore seems reasonable, but after 

14 years’ service, seven GES officers still held the rank of inspector and three were still 

sergeants. If we include those GES officers who have resigned (see Table 3.2), of the 

114 GES entrants up to 1975 (most of whom joined before 1976 and would therefore 

have at least 14 years’ service), only about 40 per cent have progressed beyond the rank 

of inspector. 

Promotion to chief inspector after 2-3 years as an inspector does not in fact seem to be 

the norm. In examining the time that GES and Special Course officers from the seven 

sample forces spent in each rank, we found that more than 85 per cent served at least 
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four years in the rank of inspector, and 45 per cent served at least six years. A more 

detailed comparison of the promotion rates of GES and Special Course officers, and 

graduates and non-graduates, is given in Chapter 6. 

Attracting Recruits 

As well as providing a route to accelerated promotion for graduates identified as having 

the potential to reach high rank, the GES also has as its aim to attract graduates 

generally. Applicants who do not display the particular qualities of leadership required 

for the GES but who are found suitable to be police officers are invited to join as 

standard entrants. Table 3.4 shows that in recent years, the proportion ‘found suitable’ 

has been falling, with the average percentages for the periods 1968-1975, 1976-1982, 

and 1983-1989, being 50.6, 53.6, and 43.4 respectively.  

Table 3.4: GES Applicants Found Suitable for Entry 

Year 
GES Applicants Found Suitable to be Police Officers1 

N N % 

1968 131 72 55.0 

1969 77 45 58.4 

1970 97 49 50.5 

1971 129 62 48.1 

1972 248 123 49.6 

1973 288 124 43.1 

1974 210 118 56.2 

1975 239 125 52.3 

1976 463 182 39.3 

1977 476 250 52.5 

1978 319 178 55.8 

1979 570 327 57.4 

1980 769 435 56.6 

1981 1,064 571 53.7 

1982 1,366 750 54.9 

1983 1,566 680 43.4 

1984 1,422 545 38.3 

1985 1,310 592 45.2 

1986 1,169 440 37.6 

1987 1,194 587 49.2 

1988 1,061 478 45.0 

1989 915 425 46.4 

Total 15,083 7,110 47.1 

1. Includes those recommended for the GES and those not recommended but invited to join as 
standard entrants 

Source: HMCIC Reports; Police Extended Interview Office Reports. 

The reasons for this are not clear but there are a number of possibilities: deterioration 

in the quality of GES applicants; greater selectivity on the part of recruiters; the 



 

-25- 

conscious or implicit assessment of GES applicants against higher standards as 

compared with other applicants; a preference among recruiters for non-GES applicants; 

or perhaps even a deliberate intention by forces to limit graduate recruitment. 

Effectiveness of the GES 

The high wastage rate of graduate entrants, the disappointing progress of some of those 

still serving, the rising proportion of graduates who join without applying for GES and 

the drop in proportion of GES applicants who are found suitable to join, raise questions 

about the effectiveness of the Scheme. The GES does not enjoy unqualified support in 

the service and one of the forces did not, in fact, join in until 1988. As is well known, 

the Police Federation was not in favour of the introduction of the GES (Judge, 1968) 

and in 1982 a motion to negotiate the abolition of the Special Course itself was brought 

to the Joint Central Conference. It was passed, but debate over the issue continued for 

some years. Finally, at the 1988 Annual Conference a motion was carried instructing 

the Police Federation of England and Wales “...to maintain an involvement in the 

selection procedure [for the Special Course] to ensure that the higher ranks of the police 

service are filled from within rather than by direct officer entry” (Joint Central 

Conference, Transcript, Motion 11).  

Evidence of doubts about the effectiveness of the Scheme, plus an element of 

resentment, also emerged in our interviews with serving and resigned officers. The 

serving officers were asked if they felt there was a need for the GES. By a fairly narrow 

margin, a majority of officers felt it was not needed, and this included 55 per cent of 

the interviewees who had joined as graduates. Greatest support for the Scheme came 

from the senior officers, of whom 53 per cent felt it was necessary. Overall, 42 per cent 

felt the GES was not needed; 39 per cent were in favour and 18 per cent were undecided. 

By contrast, support for the Special Course itself was much more decisive - 64 per cent 

felt it was needed, 19 per cent did not, and 17 per cent were undecided. 

Reactions of Non-Graduate Entrants 

Behind these figures is some strength of feeling against the GES amongst those entering 

the service as non-graduates. It clearly comes through in comments like these: 

Some senior officers are against the GES completely. It’s a good thing that 

they don’t have direct entry at sergeant or inspector, it would cause untold 

resentment. I don’t know why they don’t just recruit them normally and go 

for the Special Course. Some PCs resent graduate entrants but not the 

Special Course. 
(Constable, standard entry graduate) 

There’s a bit of resentment sometimes for graduate entrants. 1 feel 

promotion should be on credit and not because someone’s got a degree in 

zoology... With their guaranteed promotion it doesn’t matter if they’re a 

wally or not. It’s more towards the graduate entrant than the normal entry 

graduate you get resentment. 
(Sergeant, non-graduate) 
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...They [GES officers] are looked on with suspicion, but there is always the 

odd one who shines, some clever people. Generally they’re not accepted 

and have to work harder to prove themselves. At the end of the day they still 

lack the experience and rise too quickly. 
(Inspector, non-graduate) 

...you don’t need a GES. They should join and get there soon anyway, but 

let’s hope it’s on ability rather than because he is a graduate - which is in 

fact very prevalent. I object to that. 
(Inspector, non-graduate) 

There are now sufficient graduates within the force, sufficient graduates 

outside of the force who wish to come in anyway. I see no reason why 

anybody who makes entry to the police service should initially have special 

treatment - which is what the GES implies. 
(Inspector, in-service graduate) 

...I do object to people getting what I term an assisted passage... the broad 

consensus of opinion is much the same as mine. People have nothing 

against graduates as long as they earn their corn and make progress on 

merit. It’s the assisted passage bit that sticks in people’s throats. 
(Chief Inspector. non-graduate) 

Criticisms of the Graduate Entry Scheme came in various forms. Some of the officers 

felt that graduates lack common sense and practical policing ability. 

The graduate entrants have totally different ideas from a PC who has 

worked his way up. They’re high fliers, do the minimum on the street and 

get promoted to office jobs. They must be brilliant on paperwork, but their 

experience is nil. They’ve no common sense. One I know left a lot to be 

desired. 
(Constable, non-graduate) 

Some graduates lack basic common sense, but can make good 

administrators. There’s a lot to be said for policing by experience. You 

can’t teach common sense. 
(Constable, non-graduate) 

Most senior officers consider we could provide the right officers for senior 

posts from within the service without having the GES. Graduates are seen 

as people with the ability to obtain a degree and that’s about it. They lack 

common sense and practical abilities. 
(Inspector, non-graduate) 

Other officers were critical of rapid promotion and felt GES officers lacked the 

experience to take on supervisory or managerial roles. 
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...How can a man do two years, pass his exam, go to the College and in 12 

months is an inspector? He’s got no real experience at all in any of the 

posts. What does he know? 
(Constable, non-graduate) 

I have certain attitudes, constructive ones - I’ve worked with two graduate 

entrants. People shouldn’t be put through the system quickly without 

knowing the job. You can’t manage unless you know the job. 
(Constable, non-graduate) 

With regards to the Graduate Entry Scheme, I have strong views on that: I 

don’t like it, it’s a bad scheme. I think it’s a bad scheme because I have yet 

to find a graduate who at the age of 21-22 could honestly answer the 

question: “Do you see yourself controlling men in the role of inspector, 

with everything that entails, in say six years’ time?”... I think what we’re 

doing is we’re taking graduates in without any knowledge of their abilities 

as police officers and without really their knowledge of themselves in that 

area... We are taking in people who are not being tested in the police 

environment. 
(Inspector, in-service graduate) 

There are problems with the GES. You are telling men that they will have 

rapid promotion which is very good if you want to get the best men into the 

job for your senior management, but it’s when they’re passing through the 

middle management that the problems are occurring, that you have 

inexperienced men - albeit they are very articulate and have great 

qualifications - but who are unable through lack of experience to fulfil the 

proper role of middle management. 
(Inspector, non-graduate) 

Experiences of GES Recruits 

For their part, the GES officers spoke of the adverse attitudes or difficulties they had 

personally encountered and, for some, this seems to have brought doubts about the 

Scheme. 

There is a very wide, deep-rooted suspicion of the GES which borders on 

graduates in general. There is a generally held attitude that you cannot 

both have a degree and be a good policeman. If I moved to a new station I 

wouldn’t dream of telling anyone I had a degree... Should you be a 

promoted graduate, that exacerbates the situation; and the worst of all are 

on the GES. 
(Constable, GES) 

They don’t think you’re very competent because those who have been on 

the Scheme before have proved not to be very competent and were 

promoted with a great sense of relief by their senior officers. They are seen 

as people who are eventually going to create jobs which don’t seem to have 
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a bearing on practical policing. And because they are also seen as people 

who are just - totally career-minded would be the wrong expression - but 

who have no interest in actually doing the job from a practical viewpoint, 

just want to be there the shortest period of time, stay out of trouble and get 

promoted. 
(Constable, GES) 

Well, some people are purely jealous - “Why should he get on just because 

he’s got a degree? He doesn’t know the first thing about the sharp-end, real 

policing.” An awful lot of people have severe doubts about the effectiveness 

of the system and whether it’s really doing the service any good, and I 

would count myself amongst those. 
(Sergeant, GES) 

Whenever I’ve arrived new anywhere I’ve always felt there’s a barrier or 

expectation there, unstated often. Whether that’s a good healthy dose of 

paranoia it’s hard to tell... I have felt I have been done down on occasions 

because I was a graduate by people who didn’t even know me. Given the 

opportunity to do you harm they would do it. Generally that’s from above. 
(Sergeant, GES) 

...The ideal would be to have left university to have done another job, to 

apply for the police as a normal entrant, do well in your probation and then 

apply for the Special Course in the way that in-force people can do. Then 

the whole thing would be far more credible and would have given you the 

opportunity to develop in the way you should have done instead of being 

forced. People wouldn’t look at you as the person admitted purely because 

you’ve got a degree and promoted to sergeant purely because you’ve got a 

degree. People would have learnt to respect you for what you did. Those 

who have come up through the ranks and got on the Special Course are 

extremely highly regarded, although they may be no better or worse than 

any graduate entrant. 
(Sergeant, GES) 

Unfortunately it’s like having an albatross tied around your neck from the 

word go. 
(Inspector, GES)  

When I went on the Special Course...people didn’t like it much which is 

only to be expected... It was a thing that affected all of us as a family. It 

caused problems - although I wouldn’t change it - caused by other people’s 

perception of what you must be if you’re a graduate entrant... ‘Graduate’ 

in general gives you another cross to bear. Being a graduate and a 

competent policeman are seen as mutually exclusive. You fight paranoia. It 

has caused some problems that I otherwise would not have had... People 

have poor attitudes to graduates in the police. There’s always the 
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qualification that a person does something because they’re a graduate. It 

puts you in a separate category.  
(Inspector, GES) 

Everyone is tarred with the same brush. Graduate entrants have a bad 

reputation in this force. They are selected on the criteria to be senior 

managers. PCs judge you as a PC. Unless you can prove yourself to be a 

street PC first, you’re not going anywhere. Some GES entrants are from 

different worlds. One or two can’t cope and everyone is judged by them. 

The force will always judge someone by the worst performer, like 

graduates, so you don’t tell anyone you’re a graduate.  
(Inspector, GES) 

A classic I’m always coming against is: “Well, I’ve nothing against you 

personally, but...”, and then they give you a great diatribe... Of course, 

experience is always the keystone that is held up, and experience tends to 

boil down to numbers of years served: that is what experience means. It 

doesn’t mean experience outside the job, it doesn’t mean experience in 

education, and it doesn’t necessarily mean a variety of experience in this 

job or what you’ve done to develop yourself. It generally boils down to: 

“Well, he’s done 15 years”. He might have done 15 years as a PC in the 

same subdivision doing the same job in the time that in 2 or 3 years 

somebody else has done a whole range of things. But because he’s done 15 

years that means he is therefore equipped for promotion. “He should be 

given the promotion before the guy who’s got three years in”: that’s a 

popular yardstick.  
(Inspector, GES) 

Any mistakes you make are attributed to you being a graduate entrant. 

Perhaps it’s because most senior officers were promoted at a more modest 

rate and there is resentment of those who rise quickly to inspector and 

beyond. 
(Chief Inspector, GES) 

Most senior officers are sceptical of graduate entrants. It’s like being black 

- you’ve got to be twice as good to overcome the handicap. 
(Chief Inspector, GES) 

Attitudes to Other Graduate Recruits 

Reactions to the GES officers tended to generalise to graduate recruits as a whole: 

Across the board they say he’s got brains but he lacks common sense. I’ve 

thought of who I know who is a graduate. I’ve worked with four or five and 

only two of those I respect as police officers, the others lack common sense. 
(Sergeant, non-graduate) 
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We tend to be watchful to see how they shape up. People are perhaps not 

quite as helpful to graduate probationers. There is a markedly different 

attitude - they are on trial. 
(Inspector, non-graduate) 

I’ve got my doubts about the amount of time that’s put in about graduates. 

Why aren’t we doing the same for the ex-servicemen who don’t make it, or 

the other people who join and leave? I’m concerned we might go down the 

road to make graduates special. I don’t think they’re any better than anyone 

else. It’s dangerous to concentrate too heavily on graduates. Your degree 

doesn’t help you an awful lot if you’re getting aggro from some drunk. You 

need the quality which we’ve got at the moment. 
(Inspector, non-graduate) 

A school of thought exists in this force of your older, established police 

officers of inspector rank and below, that graduates coming in have no 

credibility - like the Special Course with its accelerated promotion... The 

police force is very good at being blinkered and getting entrenched in their 

views. There is still antagonism towards them and they’re not regarded as 

real policemen. 
(Chief Inspector, non-graduate) 

I don’t dismiss graduates out of hand, I just query why they should be 

considered as better suited and be nurtured more than anyone else. I 

haven’t come to terms with that. We give them a foot start in the first 

instance. 
(Chief Inspector, non-graduate) 

But some officers did distinguish the GES officers from other graduates: 

I feel graduate entrants are resented, but not those who come in the normal 

way. 
(Chief Inspector, non-graduate) 

Attitudes to In-Service Graduates 

Those obtaining their degrees in-service were better accepted, perhaps because they 

had already proved themselves as police officers. 

Those who gain degrees in service don’t have high expectations. Also, we 

don’t get labelled in the same way as graduate recruits. 
(Sergeant, in-service graduate) 

...The lad who gets a degree in the job at his own expense or whatever, I 

don’t think he’s viewed any differently from the ordinary copper but as a 

bloke who’s trying to progress himself. 
(Inspector, non-graduate) 
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They accept people like myself rather than those who come in with a degree. 
(Superintendent, in-service graduate) 

Attitudes are Changing 

There was a feeling amongst some of the officers, particularly the in-service graduates 

and those in higher ranks, that intolerance of graduates was a thing of the past. 

They’re accepted these days. They’re not thought of as something different 

like they used to be. The suspicion has gone now, possibly because there’s 

more of them and they prove themselves generally. 
(Superintendent, non-graduate) 

Many officers of my rank have kids at university themselves. There’s a 

greater tolerance towards higher education than there was in that all 

graduates aren’t looked on as idiots.  
(Superintendent, in-service graduate) 

When I was a young bobby they were accepted with some suspicion. 

Policing and society has changed tremendously: many people now have 

degrees. Early on we used to question the motives of graduates coming in, 

now it doesn’t matter. Umpteen lads on my division have degrees. 
(Chief Superintendent, in-service graduate) 

Career Opportunities 

But a further problem not only for the GES but the other graduate recruits is whether 

the service can meet their ambitions. A number of officers voiced their concern. 

The police service may find in a few years’ time they will have a great 

number of graduates chasing a smaller number of opportunities and 

increasing numbers of graduates leaving because of the competition. Some 

graduates join because they haven’t decided on a particular career and the 

police has been convenient. You’ll find they join with ambition and may 

well be disappointed.  
(Constable, standard entry graduate) 

We’re probably in danger of making too many promises we can’t fulfil to 

get graduates in or those with higher qualifications. I’ve got a graduate 

downstairs who’s got the promise of sergeant within 5 years. By then 

there’ll be 50 or 60 like him and that’s when we might lose a few. We’ve 

not reached that stage, but I think we will. 
(Inspector, in-service graduate) 

We should be frank and honest with people who join of what their prospects 

are and what the job’s about. They come in starry-eyed expecting to be 

inspectors within four or five years and it isn’t going to happen. They have 

to have their career structure explained to them. Advertising tells graduates 

of rapid promotion which isn’t usually the case. Their ambitions remain 

unfulfilled and that leads to wastage. 
(Chief Inspector, in-service graduate) 
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If you advertise that the way to the top is with a degree, then you’ll get a 

lot of disillusioned graduates. We’ve now got a lot of graduates who aren’t 

interested in the police service, just ambitious to reach high places. 
(Chief Inspector. non-graduate) 

These perceptions are borne out by the graduate leavers who we interviewed. Many 

spoke of disillusionment when they realised that advancement would take very much 

longer than they had first imagined and that prospects for specialisation were limited. 

Their unrealistic impressions about the speed of promotion and lateral mobility within 

the service seem to have stemmed from the GES literature and general recruiting 

campaigns. This will be taken up in Chapter 8 where we look in some depth at the issue 

of premature resignation. 

Conclusion 

There are reasons then for questioning the Graduate Entry Scheme from the point of 

view of both the service itself and the people recruited by it, and one of our 

recommendations in Chapter 10 is that the service should consider whether it is still 

needed. 
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4. In-Service Higher Education Schemes 

By 1988, more than 1,500 police officers in England and Wales had acquired a degree 

qualification in service, almost one-quarter of all graduates on the strength. As shown 

in Table 4.1, until at least 1986 the majority of in-service graduates had acquired their 

degree on a full-time basis - either as a Bramshill scholar or through a local force 

sponsorship scheme. But this seems set to change with fewer officers now seconded to 

full-time higher education. Although officers who have studied full-time through local 

force sponsorship schemes are not shown separately in the 1988 Home Office graduate 

records, it is likely that the decline in secondment detected between 1983 and 1986 has 

continued. 

Table 4.1: Entry Status of In-Service Graduates, England and Wales 

 Year Recorded 

 19711 19731 1975 1978 1981 1983 1986 19882 

Bramshill scholar - -. 113 153 267 357 399 414 

Force seconded - - 68 108 180 244 284 .. 

Full-time - - 181 261 447 601 683 - 

Part-time - - 118 192 354 468 656 (1,139)3 

Total 126 208 299 453 801 1,069 1,339 1,553 

1 1971 and 1973 records; categories of in-service graduates not given. 
2 1988 records: force seconded & part-time graduates combined into category called ‘other in-service’. 

3 Includes full-time force seconded graduates. 

Source: Home Office graduate records. 

Bramshill Scholarship Scheme 

The Bramshill Scholarship Scheme was an early initiative to increase the number of 

police officers with degrees, but in recent years its role has been much reduced. As 

shown in Table 4.2, the Scheme expanded quickly from its inception in 1964 when only 

three scholarships were awarded to a maximum of 61 scholarships (excluding the RUC) 

in 1979. It was originally intended that the Scheme be limited to Special-Course 

officers, but in 1967 it was extended to include officers from the Inspectors’ Course. In 

1979, the Junior Command Course replaced the Inspectors’ Course and students on the 

new Course (being mostly chief inspectors) tended to be older. This resulted in a drop 

in the number of scholarship applications so the Scheme was extended to include 

students from any of the conventional College courses (except the Overseas Command 

Course) as well as the Regiona1 Inspector’s Courses. Nevertheless, applications have 

continued to decrease and in 1988 only ten scholarships were awarded. 

The costs incurred by an officer’s secondment to university are not borne by the College 

but by the force. Many forces now prefer to allocate funding for part-time study to 

benefit more officers, and this may have contributed to the fall in scholarship 

applications. From our interviews with serving officers it seems that many felt they 

would not receive the backing of their force for full-time study. In response to our 

survey of all forces, only three stated that they did not participate in the Bramshill 

Scholarship Scheme, and two of these have their own scheme for seconding officers to 

full-time education. 
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Table 4.2: Bramshill Scholarship Scheme, England and Wales 

Year Entered 

University 

Scholarships 

Awarded1 
Withdrew Graduated Resigned2 

1964 3 - 3 - 

1965 8 - 8 3 

1966 12 - 12 6 

1967 17 - 163
43 4 

1968 21 - 21 2 

1969 19 - 19 1 

1970 15 - 15 2 

1971 21 - 21 1 

1972 19 - 19 1 

1973 22 - 22 1 

1974 21 1 20 - 

1975 29 - 29 - 

1976 32 2 30 - 

1977 35 2 33 - 

1978 35 1 34 - 

1979 61 1 584
4 1 

1980 34 - 34 - 

1981 26 - 26 - 

1982 23 - 23 - 

1983 18 - 18 - 

1984 17 - 17 - 

1985 16 1 144 - 

Total 504 8 492 22 

1 Includes ten officers seconded for one or two years only (MA course etc.) 

2 .Officers known to have resigned as at 31.12.86 
3 One officer not accounted for. 

4 Two officers not accounted for. 

Source: HMCIC Reports and Police Staff College, Bramshill. 

Local Force Sponsorship Schemes 

While the Bramshill Scholarships seem to be winding down, new schemes initiated by 

the Home Office which assist officers to undertake police-related research are gaining 

momentum. Since 1979, for example, 70 officers from England and Wales have been 

awarded Bramshill Fellowships to undertake full-time or part-time research under 

university supervision usually leading to a higher degree, or as part of the requirements 

of a taught post-graduate course. And through the Home Office Research Grants 

Competition (managed by the PRSU), 31 awards have been made to officers and police 

civilian personnel to research police-related issues with the aim of bringing research 

and the practitioner much closer together (1988 HMCIC Report). 
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Table 4.3: Force Sponsorship Schemes for Full-Time Higher Education 

FORCE 
Year 

Comm 

Type of 

Degree 

Approved 

Subjects 
Institution 

No of 

Places 

Selection Criteria 

Yr Disc. 
Rank 

Age/ 

Serv. 
Other 

Bedfordshire 82 
MSc, 
MPhil 

Force 

allocates 
research 

Cranfield 
Inst. of Tech. 

1-2 
PC, 
Sgt. 

No 
restric. 

First degree - 

Essex 66 
First 

degree 

Social 

Studies 
Essex Univ. 2 Sgt. 

5-12 

years’ 
service 

Insp. exam 

potential to 
reach supt. 

- 

Humberside 79 
First 

degree 
Relevant Hull Univ. 1 - - No set criteria - - - 

Lancashire 70 

First 

degree, 
Master’s 

Relevant 
Lancaster 

Univ. 
3 

PC, 

Sgt. 
- 

Promotion 

exam 
- 

Merseyside 71 
First 

degree 
Relevant 

Liverpool 

Univ. 
5 

Sgt., 

Insp. 

25+ yrs 

age 

Insp. exam 

potential 

for senior 

rank or to 
specialise 

- 

Metropolitan 88 MBA 
Business 
Admin 

Warwick 
Univ. 

5 
Insp, 

C/Insp. 
20-30 

yrs age 

First 

degree, 

High senior 
exec. 

potential 

1980 

(prev. 
scheme) 

Northumbria 74 
First 

degree 

NOT 

Law; 
Relevant 

Newcastle 

Poly. 
2 PC 

Appro-

priate 
time in 
career 

Need 

motivation, 
commitmen

t 

- 

South Yorks. 79 
First 

degree 
Relevant 

Univ. of 
choice 

6 - 
25-40 

yrs age 
Prom. exam 
to next rank 

- 

Sussex 68 
First 

degree 
Relevant Sussex Univ. 6 

PC to 

Supt. 

Insp. 

exam 
- - 

West Mercia - - 
Own 

Choice 
- - 

- - Officers can apply individually 
- - 

- 

West 
Midlands 

87 

First 

degree, 
Master’s 

Police 

Studies; 
various 

Birmingham 
Poly; other 

3 - 

late 

20s – 

early 
30s 

Joint 

interview 
board, 

academic 

quals, 
passed 

promotion 
exam 

1980 

(prev. 
scheme) 

West 
Yorkshire 

- - - - - 
- - Only sponsored in - - 

- - exceptional circumstances - - 
- 

Avon & Som. 70 LLB Law Bristol Univ. 2 - - - 1985 

Derbyshire - - - - - - - - 1979 

Devon & 

Cornwall. 
- - - - - - - - 

Not 

stated 

Greater 

Manchester. 
69 

First 

degree 
Relevant 

Manch. 

Univ, Poly, 
C.H.E. 

6 
Assistant Chief Constable’s 

decision 
1989 

 
The support given for officers to undertake courses in higher education differs 

considerably between forces. At least 16 forces have at some time operated local 

sponsorship schemes for officers to study degree courses on a full-time basis. Four of 

the forces have now discontinued them, though three of these may in some 

circumstances support officers awarded a Bramshill scholarship. Details of the full-

time higher education schemes that were supported by forces as of 1988 (GMP 
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discontinued its scheme in 1989) are given in Table 4.3. Two of the forces required 

officers to return to duties during the long vacation. Very few have a defined policy for 

the deployment of officers who return from secondment. Four of the forces said they 

generally post officers to operational duties; and Bedfordshire, which sponsors officers 

for research-based higher degrees, allocates a posting which is relevant to the officer’s 

research. 

Police-Related Part-Time Courses 

As the result of a recommendation by the ACPO Training Committee in 1978, more 

than half the forces now provide day-release or allow officers to re-arrange their shifts 

in order to attend Higher National Certificate/Diploma (HNC, HND) or degree courses 

in police-related studies at local institutions of higher education. In 1985, the 

Polytechnic of Wales was the first institution to receive approva1 from the Council for 

National Academic Awards (CNAA) to award a BA Degree with Honours in Police 

Studies. In 1987, a BA in Police Studies was also introduced by Birmingham 

Polytechnic, and Exeter University commenced an MA in Police Studies - though the 

latter is usually attended on a full-time basis. As can be seen in Table 4.4, which gives 

a summary of the part-time courses sponsored by forces, various other institutions offer 

part-time police-related degree courses (for example: MA in Criminal Justice Studies, 

Reading University and BA in Criminal Justice Studies, New College Durham.) 

Financial Assistance 

In accordance with Home Office Circular 29/1974, most forces provide financial 

assistance towards the cost of study courses undertaken by officers in their own time. 

The Circular advised that courses of study need not necessarily lead to a qualification 

but it is likely that such courses are preferred by forces. Indeed, two forces have limited 

their financial assistance to degree courses. Some measure of the extent of support for 

Open University degrees is given in Table 4.5 where from 1988 Home Office records 

the type of institution is shown. Given that the category ‘other in-service’ includes 

officers who are seconded to full-time study on local force schemes, it seems that the 

majority of part-time in-service graduates do take degrees through the Open University. 

At the time of our survey, only three forces did not provide financial assistance for 

private-study courses. However, one of these forces had diverted the funding to 

providing day-release for officers to undertake an HNC or degree in police studies and 

another was planning to introduce support for officers to acquire a certificate in 

management studies. As a general rule, forces meet 80 per cent of officers’ course fees 

and 50 per cent of the cost of books – but there is some variation. Whereas some forces 

indicated that no limits were set on the number of officers that could be supported each 

year, others work within a strict budget. Several forces gave the upper limit of their 

budget and, among four forces of roughly similar size, this varied between £1,200 and 

£9,000.  
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Table 4.4: Provision of Day-Release/Flexible Shifts to Attend HE Institutions 

Force 
Day-

Release 

Arrange 

Shifts 
Examples of Courses & Institution 

No of 

Places) 

Selection 

Criteria 

Avon & Somerset Yes - 

HNC Business Studs & 

Public Admin., Poly of 
Wales 

BA Police 

Studies, Poly of 
Wales 

8 
PC/Sgt/Insp. 
Institution selects 

Bedfordshire Yes - MSc, Cranfield Inst.Tech  2 
PCs and Sgts with 
first degree 

Cheshire Yes - 

HNC Public Admin, 

West Cheshire C.H.E. & 
Wirral Metro. Coll. 

BA Public Admin, 

Manchester Poly 
16, 6 Promotion exam 

City of London - Yes No particular scheme - - - 

Cleveland * - 
* intends to introduce for 

any course 
- - - 

Cumbria Yes - 
BEC Public Admin., 

Carlisle Tech. Coll. 

HND 

Management 

Stud., Newcastle 
Poly. 

- No criteria 

Devon & Cornw. Yes - 
BA Public Admin., 

Plymouth Poly. 

MA Police 

Studies, Exeter 
Univ. 

- 

BA: PC/Sgt/Insp, 

promotion exam. 
MA: First degree 

Dorset Yes - 
HNC/D Police Studies, 
Dorset Inst. H.E. 

- . 

3-20 yrs’ service; 

prom.exam; 

recomm.by Div. 
Commander 

Durham Yes - 
HNC/D Police Studies, 

New Coll. 
Durham/Newcastle Poly 

Criminal Justice 

degree, New Coll. 

Durham/Newc. 
Poly. 

. 
Qualified to Insp 

as required by 
institutions 

Dyfed-Powys Yes - 
BA Police Studies, Poly 

of Wales 
- . . 

Essex Yes - 
HNC/D, Public Admin., 

Chelmer Inst. H.E. 
- No limit 

Non-probationers, 

less than 25 years’ 
service. 

Gloucestershire Yes - Cert. of Management 

Studies, Gloucester Coll. 
of Art and Tech. 

- . . 

Greater Manch. Yes - HND Public Admin., 
Manchester Poly. 

BA Public 

Admin., 
Manchester Poly. 

No limit In line with 

ACPO 
recommendations 

Hampshire Yes Yes HND – technical courses 

for Traffic officers, 
Portsmouth Poly. 

BA Public Sector 

Studies (Police 

Studies), 
Portsmouth Poly. 

. On individual 
merit 

Humberside Yes - HNC Police Studies, 
Humberside C.H.E. 

HND Business 

Stud., Humberside 
C.H.E. 

. Less than 25 
years’ service 

Lancashire Yes - Relevant courses, 

usually Lancs Poly. 

- No quota On individual 

merit 

Lincolnshire Yes - HNC Public Admin., 
Nth.Lincs. C.H.E. 

- 12 Qualified to Sgt if 
a PC. 

Merseyside Yes - HNC Public Admin., 

Liverpool Poly. 

- 15 No set criteria 
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Table 4.4: Provision of Day-Release/Flexible Shifts to Attend HE Institutions (cont.) 

Force 
Day-

Release 

Arrange 

Shifts 
Examples of Courses & Institution 

No of 

Places  

Selection 

Criteria 

Northumbria Yes - HNC/D Management 

Studies, Newcastle 

Poly., Sunderland Poly., 
New College Durham 

BSc, BA, 

Criminal Justice 

Studies, 

Newcastle Poly., 
Sunderland Poly., 

New College 
Durham 

. Institution selects 

North Wales Yes - 
HNC Public Admin., 

Llandrillo Tech.Coll. 

BA, Public 

Admin, Liverpool 
Poly. 

. . 

South Wales Yes - 
HNC/D Police Studies, 
West Glamorgan I.H.E. 

BA Police 

Studies, Poly of 
Wales 

. 
Promotion exam, 
Poly selects. 

South Yorkshire Yes - 
HNC Police Studies, 

Barnsley Coll.Tech. 
- 15 

Academic quals 

eg ONC, 1 ‘A’ 
and 3 ‘O’ levels 

Staffordshire Yes - Any degree, own choice - . On merit 

Sussex Yes - HNC, BA, M.Phil. 
MA Social Policy, 
Brighton Poly. 

. Institution selects 

Thames Valley - Yes Relevant - . No set criteria 

West Mercia Yes - Relevant - . 
Written 
application 

West Midlands - Yes 
BA Police Studies, 
Birmingham Poly. 

- No quota 

Academic quals, 

eg 2 ‘A’ levs, 

ONC/HNC: late 

20s-early 30s, 
passed promotion 
exam. 

West Yorkshire Yes - 
HND/BA Organisational 

Studies, Bradford & 
Ilkley College 

Dip./MA Peace 

Studies, Bradford 
University 

15, 2 
Insp. exam, 5-15 

yrs service, 
interview. 

 
Table 4.5: Higher Education Institutions Attended by Graduate Police Officers, 1988. 

 H.E. Institution Attended 

 University 
Open 

University 
Polytechnic 

College of 

H.E. 
All 

Standard entrant 

(N=4,721) 
67.0 0.2 24.3 8.5 100.0 

G.E.S. 

(N=268) 
85.8 0.4 12.7 1.1 100.0 

Bramshill Scholar 

(N=408) 
96.8 - 2.0 1.2 100.0 

Others in-service 

(N=1,110) 
31.7 42.6 21.2 4.5 100.0 

Total 

(N=6,507)1 
63.6 7.4 21.9 7.0 100.0 

1. Missing information for 118 officers. 

Source: Home Office graduate records, 1988. 
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Table 4.6: Number of Police Officers Receiving Study Support, 1988 

Force 
Full-Time Secondment Day-Release/Flexible Shifts 

All Bramshill 

Scholar 

Bramshill 

Fellow 

Force 

scheme 

Non-Degree 

Course 

Degree 

Course 

Course 

Unspecified 

Avon & Somerset - - - 14 11 - 25 

Bedfordshire - - 2 - - - 2 

Cambridgeshire - - - - - - - 

Cheshire 2 - - 13 - - 15 

City of London 2 - - - - - 2 

Cleveland 1 2 - - - - 3 

Cumbria - - - - - - - 

Derbyshire - - - - - - - 

Devon & 

Cornwall 
- - - - - 44 44 

Dorset - - - 15 - - 15 

Durham - 1 - 5 16 - 22 

Dyfed-Powys - - - - 1 - 1 

Essex - - 6 27 - - 33 

Gloucestershire - - - - - - - 

Greater 

Manchester 
1 - 14 . . . 15 

Gwent - - - - - - - 

Hampshire 1 - - - - 1 2 

Hertfordshire 1 - - - - - 1 

Humberside - - 3 12 - - 15 

Kent 2 - - - - - 2 

Lancashire - 3 2 - - - 5 

Leicestershire . . . . . . . 

Lincolnshire - - - 10 - - 10 

Metropolitan 4 5 5 - - - 14 

Merseyside 1 2 6 27 - - 36 

Norfolk - - - - - - - 

Northamptonshire . . . . . . . 

Northumbria - - - - - 150 150 

North Wales - - - 10 - - 10 

North Yorkshire . . . . . . . 

Nottinghamshire - - - - - - - 

South Wales - - - - - 71 71 

South Yorkshire 1 - - 15 - - 16 

Staffordshire - - - - - - - 

Suffolk - - - - - - - 

Surrey - - - - - - - 
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Table 4.6: Number of Police Officers Receiving Study Support, 1988 (cont.) 

Force 
Full-Time Secondment Day-Release/Flexible Shifts 

All Bramshill 

Scholar 

Bramshill 

Fellow 

Force 

scheme 

Non-Degree 

Course 

Degree 

Course 

Course 

Unspecified 

Sussex 1 - 3 11 - - 15 

Thames Valley 1 - - - - - 1 

Warwickshire 1 - - - - - 1 

West Mercia - - - - - - - 

West Midlands 1 - 5 - 207 - 213 

West Yorkshire - - - - - 73 73 

Wiltshire - - - - - - - 

Total 20 13 46 159 235 339 812 

 
As an indication of the extent to which the service assists police officers to further their 

education, Table 4.6 itemises the number of officers in each force who were on full-

time study secondment during 1988, as well as those attending courses on day-release 

or a flexible-shift arrangement. In all, 19 forces were sponsoring a total of 79 officers 

on full-time degree courses and 18 forces were allowing day-release/flexible shifts for 

733 officers to attend part-time courses leading to a degree or HNC/HND. 

Unfortunately, the majority of forces did not provide exact information on the number 

of officers receiving financial assistance to undertake higher education or other courses 

in their own time, so we have not been able to include those figures. However, if the 14 

forces which did forward this information (including the ‘Met.’) are anything to go by, 

and where a total of 882 officers were receiving financial assistance, it is likely that 

well over 1,500 police officers are currently enrolled for evening classes, Open 

University degrees and other external courses of education. 

In our interviews, we asked serving officers their views about in-service higher 

education schemes. In the previous chapter, we saw that officers who attain degrees in 

service tend to be well-respected and are perhaps more readily accepted by their 

colleagues than graduate recruits. Consistent with this, a large majority of both the 

graduate and non-graduate interviewees felt police officers should continue to receive 

assistance to undertake courses in higher education. Almost 75 per cent of the 

interviewees felt that the Bramshill Scholarship Scheme and other schemes to sponsor 

officers for full-time study should be continued. A further 9 per cent were unsure and 

only 17 per cent were decisively against full-time secondment. Taking the non-graduate 

interviewees in isolation, 68 per cent were positively in favour of secondment whilst 7 

per cent were undecided and 25 per cent were against. 

Day-release schemes and financial assistance for officers to study in their own time 

were even more strongly supported than full-time study schemes: 82 per cent and 88 

per cent, respectively, of the interviewees favoured their continuation. As a group, the 

non-graduate interviewees also responded more positively to these schemes than to full-

time study secondment. Almost 78 per cent were in favour of day-release schemes and 

85 per cent endorsed the provision of financial assistance. 
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In this chapter we have looked at the numerical context of in-service higher education 

schemes. In Chapter 5 we turn to the perceived benefits as expressed by the forces and 

the officers themselves. 
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5. The Police and Higher Education 

Given the investment of resources (human and financial) that it represents, what are 

seen to be the benefits to the forces of sponsoring or assisting officers in higher 

education? 

Perceived Benefits 

From our survey of forces, it is clear that the benefits are seen in very general terms, 

such as broadening officers’ outlook, enhancing their personal development or raising 

the professionalism of the force, rather than the acquisition of specific skills and 

expertise - though a few forces referred to improvement in officers’ management skills. 

We trust that higher education will provide officers with a broader outlook 

which will equip them to cope with an ever changing environment and to 

meet the future demands of the community they serve. 

To permit development and broadening of officers’ social skills and 

awareness regarding issues which affect the manner in which they carry out 

their role, thereby increasing their professional performance, and in turn the 

performance of the force generally. 

In order that the individual can broaden his outlook and views, therefore 

sharpening the perspective and enabling lateral thinking. 

It is hoped that via higher education an officer broadens his/her 

perspectives, and heightens his/her awareness of the socio-political and 

economic environment in which he/she serves, thereby improving his/her 

professional skills. 

By having trained officers it is hoped that their management skills will 

improve and the force will benefit in the long term from officers who have 

a more enlightened outlook on their job and the service role in the local 

community. 

In allowing officers to undertake courses of study which have relevance to 

their duties it is hoped that this will increase the expertise and 

professionalism of the force... 

Career Planning and Deployment 

Forces tend not to have defined policies for using the skills, knowledge or experience 

gained by officers on higher education schemes, and this can be very frustrating for the 

officers concerned who may feel their efforts have not been recognised. Several forces 

did however state that officers’ degree courses were taken into account in career 

planning and deployment. 

In line with the career development policy of the force, their newly acquired 

qualification would be a consideration in further postings. 
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Such qualifications are relevant when postings/career development is being 

considered, but only as a part of the whole picture of the particular officer’s 

own peculiar skills/needs/circumstances. 

No specific scheme for the utilisation of such skills exists. However, the 

experience and qualifications of staff are evaluated when determining 

postings, deployment and promotion. 

On a more general level, forces were asked whether there were particular departments, 

duties or tasks for which graduates (recruits and in-service) were selected particularly, 

or for which they are seen to be better suited. The majority of forces said no. Only a 

few gave their reasons. 

Graduates must possess all the qualities necessary in a constable and 

therefore be able to serve in any department and carry out all duties. 

However, it is hoped that they will have the opportunity to fulfil their 

potential. 

In a [small] force such as this, emphasis must of necessity be placed on the 

attainment of practical police experience coupled with selected projects 

given to broaden their managerial capabilities. 

Several forces were, however, prepared to suggest particular departments which could 

be considered appropriate for graduates, and others specified particular tasks or projects 

where they felt they had used graduate officers to advantage. As the following examples 

show, these were most often related to force research, management services, 

organisation and planning, or computer projects. 

The career development policy of the force is committed to broadening 

officers’ experience, whether they are graduates or not. Thus no post is seen 

as exclusively the preserve of graduates. Within these confines, 

Management Services, Training, high profile posts and senior management 

in general are seen as suitable postings. 

If [officers] have post-graduate experience they may be better suited to 

research roles in the Force Organisation and Development Department. If 

they have the character and other qualities to go with the degree, there is 

good potential for advancement, but they must have the other qualities of a 

supervisor. 

Whilst a degree is not a pre-requisite for any department, experience has 

shown that graduates or officers studying for degrees have provided an 

experience, knowledge and background that have made them suitable for 

appointment to posts in our Organisation and Computer Development 

Departments. 

There is a tendency to select graduate officers for the Management Services 

Department but there is no strict policy relating to this. 
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...during a major computer research project an officer with a BSc and MSc 

in mathematics was selected to work on the project. 

When the Community Crime Prevention Department were initiating 

Neighbourhood Watch schemes, certain graduate officers were attached to 

the Department for a six-month period in order to deal with the processing 

of statistical data associated with the introduction of the schemes. 

An inspector with a maths degree was employed in the Force Review Team 

and has utilised his skills and abilities particularly in connection with 

activity analysis, surveys and samples. A sergeant with a biology degree 

also worked in the Department. One sergeant with a business studies degree 

and a constable with a physics degree have been employed on project work 

in Management Services. 

The point made by many forces was that career development is the key to using officers’ 

skills and abilities - regardless of whether they are graduates. However, as we shall see 

in Chapter 7, there is considerable variation in the extent to which forces have 

implemented a career development scheme, and many of the officers we interviewed 

had serious doubts about the viability of the policies. There is a widely held perception 

that pro-active career planning does not take place and that best use is not made of 

individuals’ talents. 

Officers’ Views 

Reasons for Taking a Degree 

In the interviews with graduate officers we asked about the reasons for taking a degree 

and the actual experience and outcomes of higher education. The full-time in-service 

graduates often said that they had taken their degrees to make up for lost schooling, and 

expressed regret at not having worked harder at school. More than half of these officers 

also mentioned career prospects. The part-time in-service graduates tended to take up 

study more for reasons of personal interest, satisfaction or challenge, but many also 

mentioned wanting to make up for lost schooling and to further their career in the 

police. Those coming in as graduates generally saw their degree course as a natural 

progression from school, and as a way of improving their opportunities. 

Before commencing study, some 41 per cent of the in-service graduates had expected 

that a degree qualification would assist their promotion, and a further 26 per cent felt it 

would be an ‘asset’ to their career. Interestingly, the proportion of graduate recruits 

who, before joining the police, felt that their degree qualification would assist 

promotion was substantially lower at 28 per cent, though a further 28 per cent thought 

it would be an asset. 

Outcomes 

For the in-service graduates in particular, the experience of higher education was 

generally very positive and only 7 per cent said they were not wholly satisfied with 

their degree course. By contrast, 17 per cent of the graduate recruits expressed some 

dissatisfaction and a further 21 per cent said that with hindsight they would choose a 
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subject more relevant to the police service. ALL but one in-service graduate (who had 

studied on a part-time basis) felt that the process of studying for a degree had brought 

changes either in a personal or work sense. Many of the in-service graduates 

(particularly those who studied full-time) described a broadening of their attitudes and 

perspective - of being more tolerant of other points of view, and enhancement of their 

confidence or self-esteem. 

It improved my self-confidence. It gave me stimulation to look at things I’d 

never looked at before. 
(Sergeant, day-release/part-time) 

...I’m a much more tolerant person, more prepared to listen to other points 

of view. There are no black and white answers to things. 
(Inspector, external/O.U.) 

It made me more confident of my abilities and more confident generally. 
(Chief Inspector, external/O.U.) 

It has helped me in my attitudes towards matters. I tend to analyse things 

far better than I used to. I was getting blinkered. My perceptions of the 

outside community were very much police-geared. Getting away from the 

police for three years opened my mind slightly and gave me a perspective 

of life I might otherwise not have had… 
(Chief Inspector, Bramshill scholar) 

I’m more tolerant than before - have a greater understanding of wider 

issues… 
(Chief Inspector, force seconded) 

A substantial proportion (41 per cent) of the officers (in-service graduates) spoke of 

how this broadening of perspective and greater tolerance had helped them in their 

approach to police work, particularly in dealing with other agencies or members of the 

public. As is evident from the selection of comments shown below, some of the officers 

also felt that their overall perspective of the police service had altered. 

...Outside you see things to do with the law the average policeman doesn’t 

see. You have a wider view and see the implications. It’s not just a case of 

knocking somebody off, there’s other morality reasons you should look at. 
(Constable, force seconded) 

...it taught me, having seen the other side [social workers] in practice, that 

the police force is not the be-all and end-all. And certainly there’s a lot 

more depth required in their own particular way than in other agencies. So 

I’m not as arrogant, I suppose, of our work in comparison with others. It’s 

made me more understanding. 
(Inspector, force seconded) 
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...in making judgements and recommendations I’ve been open enough to 

consider possibilities, see contrary views. When I saw some unfortunate 

people brought into the station I felt at that stage that my studies at 

university had made me much more able to accept and understand people 

a bit more and give people a bit more time. I give people the time to express 

their point of view. 
(Inspector, external/O.U.) 

At inter-agency meetings there are quite radical views put across and I 

have a great deal of satisfaction knowing what they’re talking about, 

whereas I know a lot of my colleagues would totally reject what’s being 

said because they haven’t been given the advantage I’ve been given. I’m 

more sensitive to people’s views... 
(Chief Inspector, Bramshill scholar) 

I’m not tunnel-visioned as far as my career is concerned. You see the police 

organisation as being a very small part of the whole. 

(Chief Inspector, Bramshill scholar) 

Analysing cases as I do now, I no longer go in with the police stereotyped 

outlook on things. You are aware of other things going on... Being far more 

aware as a person it influences your management skills and it tends to get 

rid of the traditional outlook we have in the police that we always object to 

change. You see the other arguments. 
(Superintendent, external/O.U.) 

The majority of in-service graduates also felt that the experience of higher education 

had improved their intellectua1 skills, problem solving ability, or powers of expression. 

The following are extracts from the officers’ comments. 

It must have tidied up my thinking processes. It makes you think more 

orderly and more deeply. 
(Inspector, day-release/part-time) 

...It gives you the ability to sort problems out and see what the underlying 

problem actually is. 
(Chief Inspector, external/O.U.) 

When you prepare written work for university you do it in a way to make it 

very presentable. I aspire to the same level with police work. I try to make 

my arguments understandable, precise and to support where necessary 

with evidence. Before going to university I probably was sloppy in my 

approach to that particular area. They taught me to give origina1 thought 

to things. 
(Chief Inspector, Bramshill scholar) 
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...Certainly my research skills are better and my ability to absorb and sort 

out the salient facts has sharpened. I know how to use material now. I don’t 

have to read every word.  
(Chief Inspector, Bramshill scholar) 

...I feel I’ve been able to develop the creativity and intuitive, imaginative 

side of problem solving. You look back on past experiences and suddenly 

you get an insight to the fact that there are new dimensions to things that 

you’ve not maybe considered before. So it has had a fairly profound effect 

in the way I make sense of the world. 
(Superintendent, Bramshill scholar) 

...I can communicate better with other agencies, better verbal skills - [it] 

facilitates my credibility. 
(Superintendent. Bramshill scholar) 

Of course, the graduate recruits also benefitted from their courses in higher education 

but generally their descriptions of the experience were less specific or profound. This 

is not surprising since most of the graduate recruits progressed directly from school to 

university and are less likely to have been aware of any ‘before-and-after’ effect in their 

personal development. The graduate recruits therefore tended to describe the personal 

benefits of higher education in broader terms, such as ‘general self-development’ and 

‘experience of different types of people and environment’. When asked about the effect 

of higher education on their police work, more than one-quarter of the graduate recruits 

could not think of anything to say. Like the in-service graduates, the graduate recruits 

most often mentioned ‘improved powers of expression’, and ‘greater ability to 

think/solve problems’. 

Academic Achievement 

In terms of academic achievement, the in-service graduates do rather better than 

officers who are graduates on joining. Table 5.1 shows the degree results of the 

graduates from the sample forces. The Bramshill scholars in particular tended to do 

better than the other in-service graduates and graduate recruits. Overall, some 61 per 

cent of the Bramshill scholars had achieved a ‘good’ honours degree (i.e. first or upper 

second class honours) as compared with 43 per cent of the GES officers, 40 per cent of 

the force seconded officers, 18 per cent of the standard entrants and 9 per cent of the 

part-time in-service graduates. The high proportion of part-time in-service graduates in 

the ‘other’ category is probably accounted for by Open University degrees (55%). 

(Many O.U. graduates stop at the ordinary degree and do not take extra units for 

honours. It was necessary to place ordinary and pass degrees into one category because 

the forces used the two terms interchangeably.) 

Also shown in Table 5.1 are the degree results of a sample of 67,834 university students 

who graduated between 1982 and 1987 (from Smithers and Robinson, 1989). Overall, 

the police officers’ degree results do not compare very favourably, but the Bramshill 

scholars have done particularly well, with the proportion who have achieved a good 

honours degree being substantially higher than for graduates in general. It needs to be 
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borne in mind also that the proportion of good degrees awarded is related to field of 

study. Only about four per cent of graduates from university law, and business and 

management courses, for example, attain a first class honours degree against almost 15 

per cent of chemistry graduates and 10 per cent of computer studies graduates. Almost 

50 per cent of the full-time in-service graduates had taken law or business/management 

courses (compared to 10 per cent of graduate recruits), so Bramshill scholars, if 

anything, may be doing slightly better - even in terms of ‘firsts’, with field accounted 

for. 

Table 5.1: Degree Result of Graduate Officers by Entry Status 

  Row Percentages of Degree Result 

 1st Hons. 2i Hons. 2ii Hons. 3rd Hons. Other 

Standard entrant 

(N=2,116) 
0.9 16.9 48.3 12.9 20.9 

GES 

(N=128) 
3.9 39.1 37.5 10.9 8.6 

Bramshill Scholar 

(N=176) 
5.1 56.3 28.4 5.1 5.1 

Force seconded 

(N=93) 
1.1 38.7 33.3 6.5 20.4 

Part-time in-service 

(N=307) 
1.3 7.5 18.5 4.5 68.2 

Total 

(N=2,821) 
1.4 20.1 42.8 11.2 24.5 

All University Students 

(N=67,384) 
8.0 38.7 39.7 8.9 4.7 

 
Relevance to Police Work 

While graduates are not recruited for their expertise in particular subject areas, serving 

officers usually have to take degree courses which are deemed to be relevant if they are 

to receive assistance or sponsorship. The diverse nature of police work allows, 

however, for a fairly wide interpretation. During our interviews with serving officers, 

we asked the graduates whether they felt the skills or knowledge they had gained from 

their degree courses were relevant to police work. Not surprisingly, virtually all the in-

service graduates said yes, and only three (part-time graduates) were not sure or hadn’t 

given the matter any thought. By contrast, almost two-fifths of those recruited as 

graduates said that the subject skills or knowledge they had acquired were not directly 

relevant to police work. 

Those officers who felt their degree was relevant were asked to specify the areas in 

which their qualifications could be put to best use. The in-service graduates mentioned 

most often ‘research/planning’ (44 per cent) and ‘training’ (22 per cent), whereas the 

graduate recruits tended to put forward ‘community relations/liaison work’ (29 per 

cent), ‘technical services’ - such as forensic and scenes of crime (24 per cent), and 

Special Branch/CID (24 per cent). 
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We also asked the graduates whether they had ever been assigned to particular posts or 

given special tasks because of their degree qualifications. Sixty per cent of the in-

service graduates said “yes”, compared with only 21 per cent of the graduate recruits. 

This disparity can be partly explained by the greater diversity of degree subjects studied 

by graduate recruits, as well as their shorter experience and lower rank than the in-

service graduate interviewees. However, for the in-service graduates, it may be that 

there is a greater awareness on the part of colleagues and senior officers that the officer 

has acquired certain skills or knowledge. 

The in-service graduates who felt that their degree qualification had been taken into 

account in their deployment most often mentioned the following departments or types 

of duties: ‘research/planning’ - 44 per cent, ‘administration/staff officer and related’ - 

12 per cent, ‘computer projects/ information services’ - 12 per cent, and ‘central 

services’ - 12 per cent. Of the graduate recruits, two officers had been posted to 

‘research/planning’, and other postings, such as, ‘community relations’, ‘computer 

projects’, were mentioned only once. 

Full-time Graduates’ Return to the Force 

The officers who had been seconded to university to study on a full-time basis were 

asked to describe what happened to them on return to their forces. As mentioned earlier, 

many were disappointed about the seeming absence of any plan to use the skills and 

knowledge they had acquired while others were annoyed at being told they would have 

to prove themselves as police officers again. 

...It was just as if I’d moved from one station to another. It wasn’t what I 

expected. I thought if they sent you away for three years they’d at least have 

some idea what they were going to do with you, and certainly put you in 

some department where they could have utilised that knowledge. I thought 

it was totally illogical, it was difficult to work out the theory behind it... they 

have no future plans for you. 
(Constable, force seconded) 

It was a kind of narrow-minded attitude: “You’ve got to prove you’re still 

the same man who went away”. I didn’t agree with that, but I accepted it. 

Why should I have to prove myself again? It was as though I’d gone away 

and lost something whereas I had gone away and gained something... When 

I came back I had to seek out an interview with the superintendent in 

Personnel to discuss where and what. The degree was discussed, but again 

I was told to prove myself. The use of the degree wasn’t discussed. 
(Inspector, force seconded) 

Initially I felt that they couldn’t think what to do with me... I have sympathy 

with the Personnel Department - when you come back you are a burden to 

them initially... I suppose my career is being developed, but it’s a limited 

development. I thought prior to my final examination that we would be 

called up and interviewed at length about what we felt we ought to be doing 
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when we left university. But when we finished our final we almost had to 

ring the force up to remind them. 
(Chief Inspector, Bramshill scholar) 

...I had no problems settling back in, except for one sergeant who took 

exception to college boys coming back and getting on with the job. The 

ACC saw me and discussed my degree. I don’t think anyone at the station 

mentioned it. The views and feelings of those going on courses should be 

taken into account at a debriefing. The vast majority of those at HQ didn’t 

have degrees or understand them. When we all came back we were told we 

had to prove ourselves as operational police officers - notwithstanding the 

fact you were a graduate - yet we were picked because we were good 

enough to go. 
(Chief Inspector, Bramshill scholar) 

“You’ve had your three years’ holiday, now you’ve come back to do some 

work”: that’s how the organisation saw it except for fellow graduates. I 

expected it. We’re a sick organisation in many ways. No one shook me by 

the hand. Nobody marked it like I think our present Chief would... I was 

very pleased to get back on the streets, an excellent job. My chief super, 

and super, were non-graduates and old school: a degree is nothing to them. 
(Superintendent, Bramshill scholar) 

Some of the officers, however, had expected this to happen and had not been surprised 

at the apparent lack of reaction to degrees. 

I went back in as uniform inspector as if I’d never been away. No one 

commented on it. It was just as if I had been transferred from somewhere... 

It was exactly what I expected - they had no brief on graduates, it didn’t 

surprise me. 
(Chief Inspector, Bramshill scholar) 

...Really it was just as if I hadn’t been away. My chief superintendent was 

pleased about my degree, but naturally was concerned as to whether I 

would be a good inspector - and rightly so. I didn’t expect a reaction. 
(Superintendent, Bramshill scholar) 

Effect on Career Prospects 

Very few forces will promote officers who are actually on a higher education 

secondment, and from the comments above it seems likely that they are (unofficially at 

least) expected to re-establish themselves in the force before being considered. We 

asked the full-time in-service graduates whether they saw their extended absence from 

the force as having affected their career prospects. Many of the officers felt that they 

had been set back, but, as the comments below illustrate, some also recognised that on 

a long-term basis the degree had enhanced their career prospects. 
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Had I not gone away for three years - promotions move in cycles - I would 

have stood a chance of movement in the last lot of promotions. They reckon 

having a degree is of considerable benefit in getting on the Senior 

Command Course and therefore to ACPO rank, but it’s a disadvantage in 

getting to the positions where you’re eligible for the SCC. 
(Inspector, Bramshill scholar) 

I believe I would have been promoted to sergeant earlier. But I probably 

now would be a sergeant, but for doing the degree, and not an inspector. 
(Inspector, force seconded) 

In the long term my prospects were enhanced, but not the long time away. 

I feel it was like a Home Office secondment to training school. 
(Chief Inspector, force seconded) 

It has put me back - I haven’t caught up yet. If I didn’t go I would be a 

superintendent now... I don’t regret it in the slightest - even if I was still an 

inspector. 
(Chief Inspector, Bramshill scholar) 

I was out of the running for three years. My peer group had been out on the 

riots, getting real world experience and I hadn’t... It’s affected me for the 

better as regards career prospects, worse as regards delay. I’m where I 

think I ought to be in equity terms. I’m glad I went. 
(Superintendent, Bramshill scholar) 

I would say in the short-term it must have done - from the point of view I 

wasn’t able to take the promotion board when I was eligible to take it as 

when I came back from university there was an attitude within the job that 

you’d got to re-establish yourself and prove you could still do the job. On 

top of that, the situation had changed in that before I went to university 

there wasn’t a huge backlog of people eligible for promotion, but by four 

years later...a fairly huge waiting list had built up. 
(Superintendent, Bramshill scholar) 

It held me up for my job, no doubt about that. My career path would have 

been totally different had it not been for that. At the time - before I went - I 

was told by the chief super. I was an idiot to go because it would cut me out 

of the promotion stakes and he had recommended me. I’ve no doubt 1 

wouldn’t have waited long [for promotion]. But I went and didn’t regret it. 

But it slowed me down. So in a sense I got qualifications through the system 

which they probably won’t get the full benefit of. 
(Superintendent, Bramshill scholar) 

Perceived Value 

We asked all the in-service graduates whether acquiring a degree had been (or would 

be) worthwhile for their career. More than two-thirds said it had. 
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Yes, not in terms of promotion, but in being a better person. 
(Chief Inspector, external/O.U.) 

I see having gone away for three years as detrimental to my career 

prospects, but I think I’m a better person so I think the police service has 

benefitted - although my career prospects in my view have reduced. 
(Chief Inspector, Bramshill scholar) 

When I look back at my contribution to the force and the service, I feel I am 

able to do that work more effectively, both on what I’ve done so far and 

what I anticipate being able to do, perhaps during my secondment here... 
(Superintendent, Bramshill scholar) 

Bearing on Promotion 

A few of the officers did feel that their degree had positively influenced promotion, 

whilst others said it had assisted them in being selected for specialist departments. 

To be honest I think it did accelerate my promotion to sergeant and it did 

help to the next rank. I’d like to think I’d have got here in any case, but I 

might have got here a bit later. 
(Inspector, day-release/part-time) 

...It hasn’t shot me through the ranks, it did help a little bit. It narrows down 

the field. I stand out because of the qualification. 
(Inspector, force seconded) 

So far I would say yes. It’s led me to these opportunities which I don’t think 

would have fallen my way without it. I went into R & D as a sergeant which 

is where I wanted to go. I’m quite happy with the way things have fallen 

since I got my degree. 
(Inspector, external/O.U.) 

Yes...for promotion and specialisation. It took me into Training and 

Graduate Liaison and the whole recruiting setup which is very complex. I 

thoroughly enjoyed those posts and I got them because I had a degree. 
(Chief Inspector, Bramshill scholar) 

Conclusion 

The opportunity to study in higher education was greatly valued by serving officers. 

Almost all (93 per cent) said they would do it again - including all of those who thought 

the three years away had held back their promotion. Graduates, both in-service and 

recruited, expect a degree to benefit their career - either in terms of advancement or in 

the improved ability to carry out their work. In the next chapter we will consider 

officers’ perceptions of the career opportunities available to graduates and non-

graduates in the police service, and compare their rates of progress. 
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6. Progress and Promotion of Graduates and Non-Graduates 

Proportionately more graduate officers are promoted than non-graduates. Table 6.1, 

based on Home Office graduate records and HMCIC figures, shows that more 

promotions are awarded to graduates than is to be expected from their presence in the 

ranks. (The exception is apparently ‘Deputy Chief Constable’, but for at least some of 

the years between 1981 and 1988 the proportion of graduates promoted to DCC must 

have been fairly high to have raised their representation from four to sixteen.) 

Table 6.1: Substantive Promotions Made in 1981 and 1988, England and Wales  

Promoted to: 
Promotions 

(N) 

Graduates 

(N) 

Promoted 

(%) 

Graduates as  

% of Rank 

1981      

   Sergeant 1,060 27 2.5 1.6 (PC) 

   Inspector 499 25 5.0 1.3 (Sgt) 

   Chief Inspector 298 32 10.7 6.1 (Insp) 

   Superintendent 203 27 13.3 7.8 (C/I) 

   Chief Superintendent 78 9 11.5 9.7 (Supt) 

   Assistant Chief Constable 11 4 36.4 10.1 (C/S) 

   Deputy Chief Constable 9 1 11.1 23.7 (ACC) 

   Chief Constable 5 - - 9.5 (DCC) 

Total 2,163 125 5.8 2.1  

1988      

   Sergeant 1,294 93 7.2 4.5 (PC) 

   Inspector 598 49 8.2 4.3 (Sgt) 

   Chief Inspector 324 32 9.9 9.3 (Insp) 

   Superintendent 192 36 18.8 16.2 (C/I) 

   Chief Superintendent 76 18 23.7 21.7 (Supt) 

   Assistant Chief Constable 15 9 60.0 27.7 (C/S) 

   Deputy Chief Constable 8 1 12.5 45.6 (ACC) 

   Chief Constable 5 4 80.0 38.1 (DCC) 

Total 2,512 242 9.6 5.3  

1. Not including the Metropolitan Police.  

Source: HMCIC Reports and Home Office graduate records for 1981, 1988. 

The analysis tends to support the opinion of many officers that graduates are at an 

advantage. We asked serving officers if they felt there was any difference in the 

opportunities available to graduate and non-graduate officers in terms of career 

development and promotion. About 61 per cent of the in-service graduates and non-

graduates felt that graduate officers had more favourable career prospects. Interestingly, 

the majority of graduate recruits did not share this view, with some 56 per cent saying 

that a degree qualification made little or no difference and a further 5 per cent that 

graduates could be at a disadvantage. However, when asked later in the interview 

whether they expected their degree qualification to affect their career prospects, 67 per 
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cent of the graduate recruits said that they thought it would be beneficial - slightly 

higher than the in-service graduates at 64 per cent. 

Figure 6.1: Years to Reach Each Rank Graduates and Non-Graduates  

 
 

In comparing the progress of graduates and non-graduates, we found that the graduates 

tended to move ahead faster. Figure 6.1 shows the average number of years that the 

graduates and non-graduates from the sample forces took to attain each rank up to 

assistant chief constable. The figures are inclusive, taking into account the time taken 

in reaching preceding ranks as well as the current one. The graduates can be seen to 

have attained promotion to each rank sooner than the non-graduates, with the results all 

being highly statistically significant (except for ACC). 
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It could be argued that this difference was due mainly to attending the Special Course. 

In recent years, the majority of places on the Special Course have been filled by 

graduates (discounting those filled by officers on the Graduate Entry Scheme). 

According to figures published in the Police Staff College Commandant’s report 

(1987), 78 per cent of the officers who attended Part I of the 25th Special Course in 

1987 were graduates. Table 6.2 sets out the position for our sample forces (we could 

not obtain national figures). It shows that among the more recent recruits, graduates 

(even excluding the GES) have come to take the lion’s share. 

Table 6.2: Special Course Officers (except GES) by Year of Joining the Police Service 

 Year of Joining the Police Service 

 to 61 62-64 65-67 68-70 71-73 74-76 77-79 80-82 83-85 86-88 All 

Graduates1           

   N - 3 4 2 7 12 8 17 5 1 59 

   % - 6.2 12.1 10.0 30.4 48.0 44.4 85.0 71.4 100.0 25.0 

Non-Graduates2          

   N - 45 29 18 16 13 10 3 2 - 177 

   % 100.0 93.8 87.9 90.0 69.6 52.0 55.6 15.0 28.6 - 75.0 

Total            

   N 41 48 33 20 23 25 18 20 7 1 236 

   % 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 

1. Standard entry recruits only, excludes officers from the Graduate Entry Scheme. 

2. Non-graduates and in-service graduates combined (since all were non-graduates when selected for the Special Course). 

In Figure 6.2, we have therefore separated out the effects of the Special Course. 

Interestingly, even with it allowed for, the graduates are still promoted sooner than the 

non-graduates, though the results were only significant for the rank of sergeant. Of 

those officers who did not attend the Special Course, the graduates attained promotion 

significantly sooner than the non-graduates for each rank up to chief superintendent (p 

< 0.003). At assistant chief constable level, the situation is apparently reversed, but it 

is not statistically significant. 

When comparing the promotion rates of officers between the seven sample forces, we 

found relatively few significant differences. However, for the officers who had not 

attended the Special Course, there were significant differences in the rates of promotion 

to the ranks of sergeant and inspector. For example, the average time graduates took to 

attain the rank of sergeant ranged from 5.8 years in one force to 9.9 years in another; 

and for the non-graduates (from the same two forces) the range was 7.7 years to 11.4 

years. 

It is also interesting to look at the different kinds of graduates. Table 6.3, based on 1988 

Home Office records, shows that very few graduate recruits (being mostly recent 

entrants) have yet reached the upper ranks. Of the graduates holding the rank of ACC 

or above, only 5 per cent had joined with a degree - as had 7 per cent of the graduate 

chief superintendents and 11 per cent of the superintendents. 
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Table 6.3: Graduates by Rank and Entry Status, England and Wales, 1988 

Rank 

Graduate Recruits In-Service Graduates Total 

Standard 

Entrant 
GES 

Bramshill 

Scholar 

Other       

In-Service 
% N 

Constable 95.3 2.4 - 2.3 100.0 4,157 

Sergeant 69.1 3.7 - 27.2 100.0 922 

Inspector 21.2 12.7 9.3 56.8 100.0 605 

Chief Inspector 8.5 9.7 29.3 52.4 100.0 351 

Superintendent 5.6 5.6 40.2 48.6 100.0 323 

Chief Supt. 3.3 3.9 49.7 43.1 100.0 153 

ACPO 3.1 2.1 51.0 43.8 100.0 96 

TOTAL 72.4 4.1 6.3 17.2 100.0 6,607* 

* Missing data for 18 officers 

Source: 1988 Home Office Graduate Records 

The distribution of graduate recruits in our sample of forces closely fits the national 

picture. The fact that few graduate recruits have yet reached the most senior ranks may 

go some way to explaining why the difference between the promotion rates of graduates 

and non-graduates (as shown in Figure 6.2) tends to be less at this level. Table 6.4 gives 

promotion rates for the various types of graduate officers (and non-graduates) as the 

average time spent in each rank rather than the average time to reach it. Analysing the 

data this way confirms that the graduate recruits (GES officers and standard entrants) 

have tended to make more rapid progress than in-service graduates and non-graduates. 

Table 6.4: Years Spent in Each Rank by Degree Route and Special Course Attendance 

Degree Route PC Sgt Insp C/Insp Supt C/Supt 

Special Course       

GES 3.8 2.0 5.6 3.2 2.8 . 

Standard entrant 4.6 2.2 5.9 3.9 3.1 2.6 

Bramshill Scholar 5.2 1.9 6.5 3.5 3.0 2.8 

Force seconded 6.2 2.3 6.5 . . . 

Part-time in-service 5.6 2.5 6.2 4.3 4.0 3.6 

Non-graduate 5.3 2.0 6.0 4.7 3.9 3.5 

Not Special Course      

Standard entrant1 6.0 6.2 5.5 . . . 

Bramshill Scholar 6.0 5.2 7.1 3.5 3.2 3.2 

Force seconded 8.5 5.7 5.5 4.2 3.2 . 

Part-time in-service 8.4 6.5 5.8 4.2 3.4 3.7 

Non-graduate 9.1 6.8 5.8 4.2 3.7 4.1 

1. Includes three officers from the GES who did not attend the Special Course. 

Source: Data collected from the sample of seven forces. Numbers are given in Table 6.5. 

In Chapter 5 we saw that some of the full-time seconded graduates perceived their 

promotion to have been held up because of the time spent away in higher education. 

Table 6.4 also helps us to better see the effect of that secondment on the promotion rate 
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of the full-time in-service graduates. (The numbers on which the calculations were 

based are given in Table 6.5.)  

Table 6.5: Number of Officers Included in Rates-of-Promotion Calculations (Table 6.4) 

Degree Route PC Sgt Insp C/Insp Supt C/Supt 

Special Course       

GES 89 67 26 10 3 - 

Standard entrant 57 39 22 7 4 3 

Bramshill Scholar 42 42 38 26 16 11 

Force seconded 5 5 3 - - - 

Part-time in-service 17 17 15 11 7 2 

Non-graduate 112 108 97 79 53 17 

Not Special Course       

Standard entrant1 376 38 5 - - - 

Bramshill Scholar 132 132 113 74 35 10 

Force seconded 87 63 39 19 3 - 

Part-time in-service 272 202 107 62 21 7 

Non-graduate 3,561 2,359 1,390 616 213 42 

 
Bramshill scholars virtually all attend university as inspectors, as shown in Table 6.6, 

and they tend to spend a longer period of time in that rank compared to other graduates 

and non-graduates. The force seconded graduates from the Special Course also usually 

attend university as inspectors. Most of those who did not attend the Special Course, 

however, were seconded as constables or sergeants and therefore show a different 

pattern of promotion. Overall, it does seem that full-time in-service graduates are 

delayed to some extent by their secondment, but they also tend to spend less time in the 

following ranks than the non-graduates and other in-service graduates. 

Table 6.6: Rank held by In-Service Graduates at Graduation 

Degree Route PC Sgt Insp C/Insp Supt C/Supt ACPO All 

Bramshill Scholar - - 152 21 2 - - 175. 

     (%) - - 86.9 12.0 1.1 - - 100.0 

Force Seconded 16 44 31 2 - - - 93 

     (%) 17.2 47.3 33.3 2.1 - - - 100.0 

Part-time In-Service 30 98 107 46 18 4 1 304. 

     (%) 9.9 32.2 35.2 15.1 5.9 1.3 0.3 100.0 

1. Missing information 

We can confirm this by tabulating the proportions of graduate and non-graduate officers 

promoted within particular time bands. Table 6.7 shows, for example, that among the 

non-Special Course officers, only 18 per cent of the Bramshill scholars spent less than 

six years in the rank of inspector compared to 69 per cent of force seconded graduates, 

57 per cent of part-time graduates and 58 per cent of non-graduates. But at the next 

rank, 70 per cent of the Bramshill scholars were promoted to superintendent within four 
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years compared to only 53 per cent of force seconded officers, 58 per cent of part-time 

graduates and 47 per cent of non-graduates. 

Table 6.7: Percentage Length of Time Spent in Each Rank  

Years 

Special Course Other 

Std. 

Entry 
GES 

Brams 

Schol 

Force 

sec 

P/T  

In-serv 

Non-

Grad 

Std. 

Entry1 

Brams 

Schol 

Force 

sec 

P/T   

In-serv 

Non-

Grad 

Constable            

2-3.9 42.1 67.4 19.0 - - 14.3 1.6 4.5 2.3 2.2 1.0 

4-5.9 45.6 29.2 50.0 40.0 70.6 58.9 63.8 50.0 18.4 21.7 18.5 

6-7.9 7.0 2.2 23.8 60.0 11.8 18.8 20.7 34.8 26.4 29.0 22.0 

8-9.9 1.8 - 7.1 - 17.6 5.4 9.3 9.8 26.4 22.4 23.9 

10-11.9 1.8 - - - - 0.9 2.4 0.8 13.8 11.8 16.9 

12-13.9 - 1.1 - - - 0.9 0.5 - 9.2 7.4 8.8 

14-15.9 - - - - - - - - 1.1 3.7 4.9 

16-17.9 1.8 - - - - - - - 1.1 0.4 2.2 

18 & above - - - - - - 1.1 - 1.1 1.5 1.7 

N 57 89 42 5 17 112 376 132 87 272 3,561 

Sergeant            

0-1.9 48.7 29.9 54.8 20.0 41.2 50.9 - - 3.2 - 0.3 

2-3.9 43.6 68.7 42.9 80.0 41.2 43.5 23.7 22.7 22.2 14.4 11.0 

4-5.9 5.1 1.5 2.4 - 11.8 3.7 26.3 45.5 33.3 33.7 29.1 

6-7.9 - - - - 5.9 1.9 21.1 25.8 27.0 25.7 29.9 

8-9.9 - - - - - - 21.1 5.3 11.1 15.8 18.9 

10-11.9 2.6 - - - - - 5.3 0.8 1.6 7.4 7.0 

12-13.9 - - - - - - 2.6 - 1.6 2.5 2.5 

14-15.9 - - - - - - - - - - 0.9 

16-17.9 - - - - - - - - - 0.5 0.3 

18 & above - - - - - - - - - - - 

N 39 67 42 5 17 108 38 132 63 202 2,359 

Inspector            

0-1.9 - - - - 6.7 4.1 - 0.9 - 2.8 1.1 

2-3.9 13.6 19.2 2.6 - 20.0 13.4 - 1.8 23.1 15.9 15.2 

4-5.9 45.5 50.0 36.8 - 13.3 42.3 80.0 15.0 46.2 38.3 41.4 

6-7.9 31.8 19.2 47.4 100.0 33.3 27.8 - 57.5 15.4 29.9 30.1 

8-9.9 4.5 7.7 7.9 - 13.3 5.2 - 22.1 12.8 10.3 8.3 

10-11.9 - 3.8 2.6 - 13.3 1.0 20.0 2.7 2.6 1.9 2.5 

12-13.9 4.5 - 2.6 - - 3.1 - - - 0.9 0.9 

14-15.9 - - - - - 1.0 - - - - 0.4 

16-17.9 - - - - - 2.1 - - - - 0.1 

18 & above - - - - - - - - - - - 

N 22 26 38 3 15 97 5 113 39 107 1,390 

1. Includes three officers from the GES whose status was withdrawn and did not attend the Special Course. 
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Table 6.7: (continued) 

No. Years 

Special Course Other 

Std. 

Entry 
GES 

Brams 

Schol 

Force 

sec 

P/T  

In-serv 

Non-

Grad 

Std. 

Entry1 

Brams 

Schol 

Force 

sec 

P/T   

In-serv 

Non-

Grad 

Chief Inspector            

0-1.9 14.3 20.0 7.7 100.0 - 3.8 - 4.1 - 4.8 2.9 

2-3.9 42.9 40.0 73.1 - 45.5 35.4 - 66.2 52.6 53.2 43.7 

4-5.9 28.6 40.0 7.7 - 45.5 38.0 - 28.4 26.3 30.6 42.5 

6-7.9 14.3 - 7.7 - - 16.5 100.0 1.4 21.1 6.5 8.4 

8-9.9 - - 3.8 - 9.1 5.1 - - - 3.2 1.9 

10-11.9 - - - - - 1.3 - - - - 0.3 

12-13.9 - - - - - - - - - 1.6 - 

14-15.9 - - - - - - - - - - 0.2 

16-17.9 - - - - - - - - - - - 

N 7 10 26 1 11 79 1 74 19 62 616 

Superintendent            

0-1.9 - 33.3 6.3 - - 5.7 - 11.4 - 4.8 6.1 

2-3.9 100.0 66.7 81.3 - 57.1 67.9 - 71.4 66.7 71.4 62.9 

4-5.9 - - 12.5 - 28.6 9.4 - 11.4 33.3 9.5 18.3 

6-7.9 - - - - 14.3 13.2 - 5.7 - 14.3 8.9 

8-9.9 - - - - - 1.9 - - - - 3.8 

10-11.9 - - - - - 1.9 - - - - - 

12-13.9 - - - - - - - - - - - 

N 4 3 16 - 7 53 - 35 3 21 213 

Chief Supt.            

0-1.9 33.3 - 45.5 - - 11.8 - 40.0 - 14.3 2.4 

2-3.9 33.3 - 45.4 - 50.0 52.9 - 50.0 - 57.1 47.5 

4-5.9 33.3 - - - 50.0 17.6 - - - 14.3 38.1 

6-7.9 - - 9.1 - - 17.6 - - - - 11.9 

8-9.9 - - - - - - - 10.0 - 14.3 - 

10-11.9 - - - - - - - - - - - 

N 3 - 11 - 2 17 - 10 - 7 42 

 
As would be expected, Table 6.4 and Table 6.7 also show that the GES officers spent 

less time in the rank of constable than other Special Course officers since they go 

through the selection process prior to (or soon after) joining the Service. As we 

mentioned in Chapter 3, the majority of Special Course officers also spent longer than 

the ‘recommended’ two or three years in the rank of inspector (though we would expect 

this of the Bramshill scholars since they are then on full-time secondment). It seems 

that once the Special Course officers reach the end of the period of guaranteed 

accelerated promotion, their rate of progress does not vary substantially from other 

officers. Indeed, they tend to spend more time in the rank of inspector and chief 

inspector. This suggests that Special Course officers may be held back in order to catch 

up to other officers in terms of age or experience before further promotions. 

Although the rates at which the various groups were promoted to the upper ranks were 

not found to be highly statistically significant (because of the small numbers involved), 

it is worth considering the influence of the Senior Command Course (SCC) on 

promotion. Table 6.4 showed that on average the Bramshill scholars and graduate 



 

-61- 

recruits spent less time in the ranks of superintendent and chief superintendent than the 

part-time graduates and non-graduates. This is very likely because, as Table 6.8 shows, 

a substantially higher proportion were selected to attend the SCC. Overall, the 

proportion of graduates in the rank of superintendent or above who had attended the 

Special Course as well as the SCC was almost four times that of the non-graduates (7.8 

per cent against 2.0 per cent). Similarly, for those officers who had NOT attended the 

Special Course, the proportion of graduates selected was more than double the non-

graduates (7.4 per cent against 2.8 per cent). 

Table 6.8: Selected to Attend Senior Command Course 

Degree Route 
Attended Special Course  Others 

N %1 N %1 

GES - - - - 

Standard Entrant 3 16.7 - - 

Bramshill Scholar 12 11.6 9 8.7 

Force Seconded - - 1 5.0 

Part-time In-Service 2 2.6 6 7.9 

All graduates 17 7.8 16 7.4 

Non-graduates 14 2.0 20 2.8 

Total 31 3.4 36 3.9 

1. Per cent of officers in the ranks of superintendent and above. 

Conclusion 

In this chapter we have seen that proportionately more graduates attain promotion and 

that they do so sooner (particularly the graduate recruits) than non-graduates. We have 

also seen that forces differ in the rates at which non-Special-Course officers are 

promoted in the lower ranks and that the majority of officers we interviewed perceived 

graduates to have more favourable prospects than non-graduates in terms of promotion 

and career development. 

Each of these points fall under the umbrella of police personnel management, and that 

will be the focus of our next chapter. There we will consider the differences between 

forces in terms of the systems of promotion assessment, career development and staff 

appraisal, and give the views of the officers themselves. 
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7. Personnel Management 

A recurring theme in the interviews of both graduate and non-graduate officers, whether 

they were in the lower ranks or senior officers, was the effectiveness of personnel 

management. We explored in particular force management and supervision, staff 

appraisal, career development, and promotion assessment since these were the issues 

highlighted by the pilot study. 

A. Management and Supervision 

High Standard of Management 

Those interviewed in their role as senior officer, and who were thus more likely to see 

themselves as an ambassador for their force, tended to be the most positive. 

General management and supervision is very effective. When you see what 

is going on in other industries, our supervision is much tighter. 

Management skill isn’t any less than outside... 
(Chief Superintendent, senior officer) 

I think it’s first class... and I’m satisfied with the supervision under my 

command. Compared to other systems abroad, the UK one is hard to beat. 
(Chief Superintendent, senior officer) 

Management Improving 

Many of the officers however referred to the improvements of recent years. In 

particular, they identified a move away from autocratic styles of management to more 

consultative ones, and of an improvement in communication within the organisation. 

The management of this force at high level is vastly improving because 

there is a recognition they are dealing with people. They’re becoming a 

little more caring - that’s a very slow process. 
(Chief Inspector, in-service graduate) 

...Communication is all important and we’re making great in-roads at last. 

There hasn’t been two-way communication in the past. It’s important to 

listen to what the PCs have to say. 
(Chief Inspector, non-graduate) 

The last few years, say three, it’s improved a hell of a lot, moving away 

from the autocratic style to an enlightened, sensitive, humanistic style of 

management - a more intelligent, rational-based approach, listening more 

to others, even from lower ranks - they all have a contribution to make. 
(Chief Inspector, in-service graduate) 

Problems and Shortcomings 

Although many officers mentioned positive aspects of management and/or supervision, 

80 per cent of the interviewees identified particular problems or shortcomings. A wide 
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variety of issues were raised by the officers, the most frequent of which are expressed 

below. 

It was evident that substantial differences in perspective exist between the various 

levels of the hierarchy. Lower ranking officers were primarily concerned about man-

management and were more likely to speak of senior officers being remote or out of 

touch with policing at ground level. They conveyed dissatisfaction with lack of 

consideration or consultation as they saw it over management decisions which would 

affect their day-to-day work or personal lives. 

Poor man-management 

I think their man-management is terrible. They wouldn’t get away with it in 

a commercia1 environment... In a commercial environment, if there was a 

supervisor who was upsetting the staff or wasn’t motivating the staff then 

he’d be moved, because accordingly people would see that the profits 

would suffer. In this job, because of the rank, nobody would dare question 

it, and nobody will do anything about it - even those of superior rank - 

because they tend to stick together...Admitting to a PC that, for example, 

an inspector is to blame is blasphemy really - it’s a sin. 
(Constable, non-graduate) 

...Man-management doesn’t apply to the police service, we’re exempt. In 

the police service it’s pure chance...The nature of things is purely 

haphazard and it shouldn’t be. That’s what annoys me. 
(Constable, graduate recruit) 

Man-management is not very good in some quarters, it all depends on who 

are your supervisory officers... It’s very individualistic. Some people 

haven’t got a clue... 
(Constable, graduate recruit) 

Very average. If I say the very good man-managers - you can count them 

on one hand probably - they stick out. 
(Constable, graduate recruit) 

I think man-management sometimes leaves things to be desired. ALL [that] 

people ask is to be told why they are or aren’t getting anything. You feel 

you have this black mark against you, but nobody will tell you. If they were 

more open, they’d get a lot more respect. I think it applies throughout the 

force, this lack of explanation... I feel there is a lack of consideration for 

people’s private lives and feelings. It’s as though sometimes you are a piece 

on a board to be moved about regardless of your home life. 
(Sergeant. non-graduate) 

Remoteness of senior officers 

I would like to make top, senior officers more approachable. I don’t know 

many or what they do - they keep themselves to themselves and I find that 
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a bit daunting. You should be able to speak to your superintendent without 

quaking in your shoes. Some seem removed from what’s going on at 

policing level. Some of their ideas, they just haven’t been on the streets for 

years. 
(Constable, graduate recruit) 

...I feel there’s a great gap between the working policeman down on the 

street and senior officers. Where this occurs, confidence in senior officers 

is lost. I’m sure others have the same opinion. 
(Constable, non-graduate) 

...I think the least chief superintendents and superintendents can do is come 

and visit you informally and look at the problems you have without having 

to put things on paper and pass it through the ranks so in the end it becomes 

a book... When I joined, the bosses were always prepared to muck in - now 

it seems that once you’re in the promotion stakes you become too aloof to 

go to incidents. 
(Sergeant, non-graduate) 

The middle and upper ranks, on the other hand, tended to focus on problems of 

supervision or difficulties in achieving effective communication between the various 

levels of the hierarchy. In expressing concern about standards of supervision, some 

officers identified insufficient resources and manpower as contributing factors whilst 

others felt the calibre of the supervisors and a slackening of discipline standards were 

at fault. 

Communication problems 

The area of management where we fail badly is in ‘communication’ 

upwards and downwards. Is it sensitive? Does it tell [the reason] why? Is 

it considered or does it take account of the lowest as well as the high ranks? 

We fall down there... We have a better educated, more intelligent force than 

we’ve ever had and yet we still treat them like children - even 32 year-old 

recruits. You should speak straight forwardly to them. But the system 

doesn’t work that way - it’s like the Army. 
(Chief Inspector, non-graduate) 

The service in general tends to suffer from communication lapses... With 

communication there is a need for things to be spelled out effectively at a 

very low level rather than having a lot of misinformation. People need to 

know the decision-making process... Senior officers should go out to the 

men, tell them why we’re doing things. So we need to look at how we can 

be more effective as communicators. 
(Superintendent, senior officer) 
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We have problems in disseminating information in terms of policy – getting 

over policies and ideas to the man on the beat. But we are conscious of it 

and are trying to solve it. 
(Superintendent, in-service graduate) 

Inadequate supervision 

...Supervision is not adequate. Are the right people being promoted? 

Training of supervisors is fairly good, but work-loads are high and roles 

not clearly defined. The opportunity for supervisors to meet and check their 

men is minimal. 
(Superintendent, in-service graduate) 

Let’s talk about supervision as opposed to management, and let’s talk about 

the lower scales first. I think that’s where, if one can be critical of 

supervision, that’s where we fall down. We have quite a high percentage of 

young men and women holding down the first rank of sergeant with very 

limited experience. They tend to become one of the boys, a lot of them are 

called by their first names, a lot of them don’t invoke that sort of discipline 

and consequently aren’t particularly looked up to as much as they should 

be... 
(Superintendent. senior officer) 

There’s cause for concern with supervision, particularly now we’ve taken 

22 sergeants off street supervision for custody officers under PACE [Police 

and Criminal Evidence Act]. They’ve not been replaced. It has a 

detrimental effect in the long term on the levels of supervision of young 

probationers. PACE had a knock-on effect. 
(ACPO, senior officer) 

Supervision could be better. At the lower end there is a kind of crisis of 

identity in the minds of the sergeants in relation to their subordinates. One 

tends to find too much closeness between the sergeant and constables so 

that in some cases you can sense a divided loyalty where they will protect 

their constables even if they’re doing wrong - and you see signs of this with 

these horrendous cases you read of in the papers where they stick 

together... 
(ACPO, senior officer) 

Many officers spoke at considerable length on issues of management and supervision, 

and it is difficult to do justice to their views and comments in this short document. 

While the officers held a variety of opinions, there was a common belief in the need for 

effective management and supervision, but also an awareness of how difficult it can be 

to formulate management policies that embrace the priorities and objectives of both the 

upper and lower echelons of the police service. 
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The specific ‘tools’ of personnel management include staff appraisal, career 

development and promotion assessment, and these play a significant role in the career 

of every police officer. In the remainder of the chapter we will consider how officers 

view these ‘tools’, as well as providing an overview of the arrangements that exist in 

the 43 forces. 

B. Staff Appraisal 

In 1970, recommendations by the Police Advisory Board concerning the 

implementation of staff appraisal were made in Home Office Circular No. 277/1970. 

Each force was required to formulate its own arrangements. 

Force Arrangements 

As part of our survey, in 1988 forces were asked to provide details of the staff appraisal 

scheme adopted. At the time, one of the 43 forces had not implemented a scheme, but 

in the light of Home Office Circular 12/1987 (on career development), the support of 

the staff associations had been secured and a working party had a scheme under active 

consideration. 

ALL other forces had specific arrangements for staff appraisal and these varied in 

content and complexity. Most included a written account and the grading of specific 

qualities or behaviours on a grid system, though forces gave differing weights to the 

two components. A somewhat different system has been introduced by West Midlands 

Police. It is an integrated staff appraisal/career development system (called ‘Career 

Review’) which is based on continuous assessment. Officers from the force tended to 

be in favour of the system, though there was some concern over the additional time that 

it takes up. 

Many of the force appraisal systems provide the opportunity for officers to carry out a 

self-appraisal. This may or may not be voluntary and usually serves as a preparatory 

document for the appraisal interview. Well over half the forces seem to have an open 

appraisal system whereby the officer being appraised can/will see everything that is 

written about them. Some forces have a partly open system where one or more parts of 

the appraisal report are confidential and for the use of supervisory officers only. Four 

of the forces said that the officer being appraised did not see any of the appraisal report. 

Officers’ Views 

We asked officers what they thought of the system for staff appraisal. A relatively high 

proportion of the interviewees - 63 per cent - recognised a need for staff appraisal and 

at least some saw advantages in it. However, officers of all ranks were also well aware 

of its sensitivity and the inherent problems of subjectivity. 

Organisational Aims 

The upper ranks were the more likely to see its function from a purely organisational 

point of view. They spoke of how important it is to evaluate officers’ performance and 

identify individual needs, skills and abilities to ensure the effective use of resources. 
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Counselling Function 

For many of the interviewees, however, the importance of staff appraisal was seen more 

in terms of the opportunity it provides for officers to meet with their supervisors to 

discuss their futures. The emphasis was on the dialogue between officers and 

supervisors, and the opportunity for advice or counselling. Some of the middle ranking 

officers saw appraisal as an opportunity to praise or thank the officers under their 

command. 

It is an important system and a regular opportunity to talk to senior officers 

about your career and how best you can improve your chances of 

advancement. 
(Inspector, in-service graduate) 

...Even the long serving PC is given a chance every year to put his point of 

view to his senior officer on a one-to-one. Time is given to the interviewee 

and time is put aside to see him. It’s a good chance to get information from 

individuals we otherwise would lose. 
(Chief Inspector, in-service graduate) 

From a primitive point of view I think assessments are excellent. It gives 

the opportunity to sit down and discuss their career in confidence at length, 

and quite often their own domestic circumstances... Once a year officers 

need to talk to someone. They do serve a useful purpose. 
(Chief Inspector, non-graduate) 

...The police force consists mainly of constables who we rely on an awful 

lot to keep the force ticking over. They need to be told they’re doing a good 

job. I’ve found they do appreciate that when you assess them. People do 

appreciate being thanked. 
(Chief inspector, non-graduate) 

...It gives a forum at least once a year for the individual to express 

satisfaction or dissatisfaction at his own personal lot and make a general 

contribution to the efficient running of the force. 
(Superintendent, non-graduate) 

...The actual form is not the be-all and end-all, but a form of reward - 

uplifting the individual, to say thank you for a good year’s work, to show 

support to him. 
(Superintendent. senior officer) 

Open Appraisal 

About a fifth of the interviewees spoke favourably of the openness of the appraisal 

system in their forces. Although many officers specified that they preferred an open 

system, there was also recognition that it brings with it its own problems. 

...Appraisals are open and so they should be, but people should have the 

confidence and the reasons for putting down the truth...It’s better than it 
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was - years ago I never saw my appraisal or knew what had been written 

about me. 
(Chief Inspector, non-graduate) 

You’ve got to have some form of system and it’s got to be open. It creates 

difficulties when you have to tell a man he’s not as good as he thinks he is, 

but I would prefer that to a closed system. I can’t criticise the present 

system. 
(Superintendent, non-graduate) 

They’ve changed it in recent years to an open appraisal system and... I’m 

in favour of that... it ensures that people are aware of any criticisms that 

are levelled against them and gives them an opportunity to discuss those 

things openly with their supervisors. 
(Superintendent, in-service graduate) 

Criticisms 

More than four-fifths of the interviewees had particular criticisms of staff appraisal, and 

this proportion was consistent for the graduates, non-graduates and senior officers/staff 

associations. The problems tended to be related to their role within the appraisal system 

- either primarily as an appraiser, or appraisee. As shown in Table 7.1, officers in the 

middle and upper ranks were more likely to feel that appraisers are reluctant to criticise 

and tend to “only write nice things” so as to avoid conflict or de-motivating the officers 

under their command. This was seen to diminish the effectiveness of the appraisal 

system, and a small number of officers put this forward as their reason for preferring a 

closed appraisal system. The constables and sergeants, on the other hand, were more 

likely to feel that appraisals lack objectivity and are overly influenced by personalities. 

In particular, the constables were quite critical of appraisal reports written by 

supervisors who did not know them well enough to meaningfully or accurately assess 

their performance. 

Table 7.1: Criticisms of Staff Appraisal by Respondents’ Rank1 

Rank 

Lack of 

Frankness/Appraisers 

Reluctant to Criticise 

Lack of 

Objectivity/Based 

on Personalities 

Appraisers Don’t 

Know Officers 

Well Enough 

Constables (N=41) 10 37 32 

Sergeants (N=16) 19 38 12 

Inspectors (N=42) 45 12 12 

Chief Inspectors (N=25) 40 16 - 

Superintendents (N=28) 43 11 - 

Chief Supers/ACPO (N=18) 50 6 - 

1. Percentages based on total number of respondents from each rank. 

Lack of frankness/appraisers reluctant to criticism 

...it’s only as good as the people who are doing it. We all like to tell each 

other nice things. Not many are prepared to give the ‘buts’. People are 
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promoted on what appears to be a good report when really he’s not nearly 

as good as the report suggests. Honesty is lacking... Perhaps some people 

haven’t the guts to write the truth... This has increased with the open system 

we are so proud of in this force which I don’t altogether agree with. How 

do you tell a hard worker that he’ll never make a good sergeant? How do 

you tell him without destroying him? The open system has its shortcomings. 
(Chief Inspector, non-graduate) 

It’s ideal [that] officers should know what people think of them, but I still 

feel people might be economical with the truth - frightened to say what they 

think because they have to work with somebody. 
(Superintendent, in-service graduate) 

...There are clearly flaws in it, one being that certain supervisors steer a 

middle course because it’s more comfortable for them and their 

relationship with the person being assessed. So they shy away from saying 

the less pleasant things they ought to say in their capacity as supervisors. 

So it calls into question occasionally the strict honesty of an assessment by 

some individuals. 
(Superintendent, graduate recruit) 

Appraisal lacks objectivity - based on personalities. 

It’s too open to abuse by personality clashes. You get people who don’t get 

on and it’s an open invitation to get rid of people... 
(Constable, non-graduate) 

...It’s usually the loudest gets the best [appraisal] on a shift. I get the 

impression supervisors aren’t as perceptive as they ought to be in assessing 

how well you’re doing. It’s very much personality-based... You have to 

tread a fine line, keep on the right side of things. 
(Constable, graduate recruit) 

...How do you really get a reflection of a person? If there’s a personality 

clash it doesn’t matter how good you are, you’re not going to get a good 

report. If you’re well in with the sergeant you’ll get a good report no matter 

what. 
(Constable, graduate recruit) 

Appraisers do not know officers well enough. 

The best reports are from the sergeant or the people who actually see you 

working. Some reports are from people who don’t really know what you’re 

like. 
(Constable, graduate recruit) 

They write reports on you when they don’t really know what sort of person 

you are. Sometimes it’s a matter of ‘if the face fits’. For appraisals - 

particularly if you’re walking [on the beat] - they’d have to be with you 
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quite a while to get a clear picture. Not a lot of supervisors will walk around 

with you - you get more supervision as a driver. 
(Constable, non-graduate) 

...After I had been in one year, a superintendent wrote a very adverse 

appraisal on me. That man had never seen my police work. I had seen him 

in his office twice. Because he was a superintendent it was his appraisal 

that got me moved. He relied purely on hearsay. It should be done by the 

guy who actually sees you. 
(Constable, graduate recruit) 

Other criticisms of staff appraisal made by at least 10 per cent of the respondents 

included: appraisals not treated seriously or used meaningfully by the force; format too 

complex/time consuming; not appropriate or necessary for everyone; should be 

ongoing, not an annual event. 

C. Career Development 

In February 1987, forces received a Home Office Circular (12/1987) on career 

development. Paragraph 6 stated: 

...In recent years, the police service has been able to attract sufficient 

recruits with the range of qualities needed, including those with the 

potential for the most senior ranks. If the wide range of abilities which the 

service is now attracting is to be used to the best effect, there must be 

suitable arrangements for career development. 

It recommended: the appointment of an officer of suitable rank with specific 

responsibility for career development in the force, with adequate staff to enable him or 

her to discharge their duties; and arrangements for career counselling based on up-to-

date information about officers’ experience, qualities and potential. It was also stressed 

that “annual appraisal on its own is not enough: more detailed arrangements for career 

development are needed.” 

Force Arrangements 

The extent to which forces have been able to implement career development policies 

varies considerably, and two of the smaller forces told us they had no formal 

arrangements for career development. Appraisal is an integral part of career 

development, and several forces said that career development took place to some extent 

through monitoring staff appraisal reports or in considering officers for promotion or 

transfer. Some of the forces were currently reviewing their provision for career 

development. 

Career development scheme not fully developed. 

No formal scheme exists beyond regular staff appraisal reports which are 

monitored by the Superintendent (Careers). 
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Career development in this force is an integral part of the Personnel 

Department. As such, officers in Personnel carry out a number of tasks 

which do include career development/planning. Interviews are arranged 

following a report or telephone request… 

The Superintendent Personnel Department is charged with the career 

development function. We are a large force geographically and so perhaps 

more inhibited in short term transfers than are our urban counterparts. 

Development of an officer’s career is very much a factor, however, when 

transfer/promotions take place. 

Career development has to date been very much an integral part of the staff 

appraisal scheme, administered by the Chief Superintendent Personnel and 

Chief Inspector Personnel. However, the matter is currently under review 

with the temporary appointment of a Chief Inspector Career Development 

Officer, who will hopefully carry out his duties in accordance with Home 

Office Circular 12/87. 

There is no career development department... The evaluation and 

recommendation from staff appraisal, which include an officer’s own 

preference, lead to the identification of the needs of each officer relating to 

his/her career development. The Superintendent Personnel is responsible 

for monitoring an officer’s career and evaluating and collating 

recommendations from staff appraisal and promotion boards for career 

development purposes. 

By comparison, the arrangements in some forces, particularly the larger ones, were 

relatively sophisticated. Separate departments had been formed, often comprising 

several staff members and with the provision of confidential career counselling. 

Career development policies fully implemented 

The Career Planning section is headed by a Superintendent who has direct 

access to Assistant Chief Constable Personnel. He has a staff of a Chief 

Inspector, an Inspector, and two Sergeants together with one Clerical 

Support Officer. The Clerical Support Officer post is currently under 

review with a view to increasing this area to three such persons. Career 

counselling is available to all officers in Force on application to Career 

Planning. A pro-active counselling scheme whereby officers of potential 

are invited for career counselling commenced 1 December 1988... 

The force has a Career Development Officer in the rank of Superintendent 

with a Chief Inspector, Inspector and two civilian support staff at HQ... 

Counselling is available from HQ, but a great deal is undertaken by 

managers at an individual’s work place. 
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Officers’ Views 

Although most forces have gone some way towards introducing career development 

policies, it seems that many officers may be unaware of the precise arrangements in 

their force. A specific recommendation in the Home Office Circular was that forces 

should have “a clear policy for the Career Development Officer to work to and an 

understanding by all members of the force of the aims of this policy”. We found, 

however, that more than a quarter of the interviewees knew little or nothing about the 

provision for career development in their force. This included officers in ranks up to 

superintendent, and from forces where a career planning/development department was 

fairly well-established. 

What is it? 

I don’t fully understand what it is or what it does. I know we’ve got a Career 

Development Officer in HQ, but what he does I don’t know. I haven’t a clue 

what happens - I wish I did... 
(Inspector, in-service graduate) 

I’ve got to ask myself what it is. The Chief [Constable] has one, but I can’t 

tell you what it is... 
(Superintendent, non-graduate) 

Lack of Forward Career Planning 

Although a substantial proportion of officers (almost 40 per cent) felt that the principles 

of career planning were beneficial, many felt that pro-active career planning (or 

succession planning) did not actually take place - that it was more a case of reacting to 

the need to fill a vacancy. Notably, this specific criticism was put forward more often 

by the graduate officers than the non-graduates. 

If you look at the amount of talent that’s wasted in this force then you 

rapidly find that no-one ever actually goes out and finds people – the right 

qualified people to do particular jobs. It’s all a case of that vacancy will 

suit him...It’s just a question of filling vacancies if your face and 

connections fit. 
(Constable, graduate recruit) 

I don’t think it’s particularly effective because it’s on an ad hoc basis. 

Nobody plans careers of officers in the force. 
(Inspector, in-service graduate) 

...We drift along and when a slot becomes vacant we look around to fill it. 

There is a lack of time to identify people for advancement, to fill posts - to 

look for the future. We react to the event rather than look forward and plan. 
(Inspector, in-service graduate) 

Not very effective...let’s see sequential planning and not this ad hoc 

arrangement ten minutes before the vacancy occurs. Test those in key posts 

for the next rank - there’s none of that. 
(Superintendent, graduate recruit) 
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Career Development Unrealistic or Restricted in Application 

Many officers thought the concept unrealistic. Other than for ‘high fliers’ or those 

seeking promotion, it was felt that opportunities for career development were severely 

limited. As shown below, some of the respondents concluded that a career development 

scheme was potentially detrimental since it could lead to unfulfilled expectations and 

greater dissatisfaction among the officers. 

My idea is that it is geared to promotion only. Unless it is to do with that 

you are forgotten about. They have this idea you must move around. 

There’s not enough opportunity for those who don’t want promotion. 
(Constable, non-graduate) 

Career development cannot fulfil expectations. I’m talking generally in that 

we cannot provide the necessary training needs, the necessary attachments 

or fulfil people’s promotion aspirations. 
(Chief inspector, in-service graduate) 

In a sense it’s an unrealistic goal... If someone is identified as having 

potential for the CID, the actual opportunity for them to go into CID is 

very, very limited. So if you pretend you have a system that is addressing 

people’s career development needs and then you can’t fulfil them you are 

actually creating more problems than you are solving because you start 

building unrealistic expectations... 
(Chief Inspector, in-service graduate) 

...What they’re setting out to do makes sense, but achieving them - I don’t 

think so - too cumbersome, people are paying lip-service to it. You 

shouldn’t create expectations you can’t fulfil. 
(Superintendent, non-graduate) 

Conflict between the Needs of Individuals and the Organisation 

Closely allied to the view of career development as an unrealistic goal is the potential 

conflict between the career development needs or wants of the individual and those of 

the organisation as a whole, referred to by a quarter of the respondents. A smaller 

proportion - 11 per cent - saw this in very negative terms. They felt career development 

was something which is imposed upon people rather than negotiated, and that officers 

could be moved for purely functional or even negative reasons under the guise of career 

development. 

It’s a sort of a joke. What happens is if you get an unpopular move it’s a 

career move... It’s used as a fairly blunt stick - more often negatively than 

positively. 
(Sergeant, graduate recruit) 

Career development is not something an officer is allowed or expected to 

adopt for his own benefit, but something which someone else will decide 
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upon whether he likes it or not. It’s a form of discipline to be used as others 

may decide... 
(Inspector, in-service graduate) 

...What is good for the organisation need not necessarily be good for the 

individual and vice versa and you can get into terrible conflicts...If you 

raise the expectation of the individual and nothing changes in reality, then 

you’ve got demotivation that need not have been there. The thing is too 

complicated. It needs to be clearer. 
(Chief Inspector, in-service graduate) 

...It’s difficult to decide whether there’s a career development department 

or a force planning department. At times the two are at odds with each 

other. There’s the good of the force to be considered and that’s not always 

what the individual would want... 
(Chief inspector, in-service graduate) 

A lot of lip-service is paid to the term career development and it is used 

frequently to get people to do things they don’t want to do. It’s a dirty word 

at the moment. 
(Chief inspector, in-service graduate) 

Resources 

It was recognised by the Police Advisory Board that successful implementation of 

career development policies would require adequate authority, staffing and resources. 

The former requirement was stressed because “...postings in the interests of long-term 

career development may sometimes conflict with the short-term interests of the force”. 

It may, however, in reality be very difficult for forces to stretch their existing resources 

to meet these requirements. 

It came in with great and grandiose ideas. I just don’t know whether that 

can be achieved without a huge staff to back it up and a pretty big 

computer... 
(Chief Inspector, in-service graduate) 

When I visit that department it’s evident they’re grossly overworked... 

there’s not enough staff. They only have half the power they need. You need 

the power to implement the changes in a man’s career that ought to happen. 

Instead, the politics of the organisation get in the way... 
(Superintendent, in-service graduate) 

It needs staff: the problem is where do you get them from? What sort of 

rank are you talking about to take it on - probably superintendents... You 

need experience in this field. Career development is easy to say, but you 

need advice to set it up... 
(Chief Superintendent, senior officer) 
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...We’re trying to achieve an accessible personnel system - it needs staffing 

and difficult policy decisions... we haven’t got the staffing to do it. The 

Home Office Circular tells us we ought to do it, and the same day we’re 

told we can’t have any more policemen to do it.  
(ACPU. senior officer) 

Some of the other major criticisms of career development concerned the standard or 

availability of career information and counselling; and the belief that, despite its 

intentions, career development is, to some extent, based on patronage. 

D. Promotion 

Force Arrangements 

As with staff appraisal and career development, the procedures for selecting officers 

for promotion vary considerably from force to force (with the obvious exception of the 

promotion exams). Very few forces hold regular promotion boards for all ranks up to 

and including superintendent, and those that do are mainly the large ones. Most of the 

smaller forces hold annual promotion boards for constables and sergeants only. Some 

also have boards for inspectors and chief inspectors, but these may be held at less 

regular intervals (perhaps every two years). 

About one-third of the forces have a closed or partially closed promotion system, that 

is, officers are not informed of their promotion grading or told the outcome of their 

promotion board. Of course, officers in ranks for which promotion boards are not held 

will also be (officially) unaware of their eligibility for promotion. 

Forces differ in their length of service requirements for promotion. Some have no 

formal policy whilst others have specific guidelines which must be adhered to other 

than in exceptional circumstances (such as for Special Course officers) or as deemed 

fit by the Chief Constable. For constables, the length of service requirement before 

being eligible for a promotion board varies from having completed the two years’ 

probation and passed the exam to “a minimum of six years’ service, including four on 

uniformed operational duties”. Similarly, sergeants in some forces may need to have 

spent at least four years in the rank whereas in others the requirement is only one year. 

(Of course, the non-existence of length of service requirements does not necessarily 

mean that officers in such forces are promoted more quickly.) 

The forces were asked whether they experienced problems with too few or too many 

officers qualified for promotion. 

Insufficient Through the Promotion Exam 

Eight of the forces expressed concern about a lack of qualified officers - mostly due to 

a decline in the number of constables and sergeants qualifying through the promotion 

examination. 
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At present the only area of concern is that too few constables have passed 

the qualifying examination to sergeant. This has necessitated advertising 

for sergeants outside the force for the past two years... 

Serious decline in the number of officers passing the promotion 

examination may soon present problems. 

Constable to sergeant: yes, there is a lack of qualified officers and we 

advertised for sergeants vacancies in the ‘Police Review’. 

Too Many Qualified for Promotion 

A greater number of forces had difficulties with an excess of officers qualified for 

promotion and a lack of promotion vacancies. 

Too many officers qualified by reason of success at examination and 

interview. As promotion equates with natural wastage, unless an officer has 

special potential, he/she can wait some years for advancement. 

[We have a] number of eligible chief inspectors, but few opportunities for 

promotion to superintendent rank. Officers encouraged to seek positions 

elsewhere - Central Service, other forces. Considered essential if 

individuals to succeed to very senior ranks. 

Forecasting 

In forces where promotion vacancies are forecast and officers are selected/graded 

accordingly, the problem of a backlog of promotions is greatly reduced. Below are 

several examples of how such forces described their arrangements. 

Promotion board selects sufficient officers for promotion to the projected 

vacancies for the next 12 months. 

Passes will be proportionate to projected vacancies and will last 12 months. 

Selection will be aimed at fulfilling the foreseeable need for promotion 

within the period to the next Board. 

The number of officers selected for promotion by the Force Headquarters 

Promotion Selection Board will be in accordance with the number of 

projected vacancies for the forthcoming 12 months... 

Changes 

Many of the forces had recently brought changes to their promotion system or were in 

the process of reviewing them. The changes included the greater provision for 

counselling and feedback on performance at promotion boards, introduction of boards 

to ranks above sergeant, and the implementation of extended assessment. Seven of the 

forces already had extended assessment procedures in place. The larger forces utilised 

this for ranks up to at least chief inspector whilst the smaller forces had adopted 

extended assessment for constables and sergeants only. 
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Officers’ Views 

Relatively few of the officers whom we interviewed spoke favourably of the promotion 

system used by their force. Only 38 per cent expressed positive views and there was 

considerable variation in the sample. Over three-quarters of the interviewees had 

particular criticisms or specified changes to the promotion system that they would like 

implemented. Since the six forces in our sample (the ‘Met.’ were not included in this 

part of the study) utilise quite different promotion systems, some of the problems that 

the officers identified were often peculiar to their force. 

Backlog 

Twenty-one per cent of the respondents were strongly critical of the system which 

allowed officers who are graded as eligible for promotion to wait several years, or 

indefinitely, before being promoted. However, this criticism was only raised by officers 

from two of the forces. 

I cannot see the point of allowing people to apply for boards and pass them 

when there are no vacancies. Seems more sensible to identify a projected 

number of vacancies and hold boards each years for those vacancies...  
(Superintendent, in-service graduate) 

It would be effective if there weren’t so many through the promotion board. 

We’ve got a tremendous backlog of officers qualified for promotion to the 

next rank. A lot of people aren’t going to realise their ambitions... 
(Chief Superintendent, in-service graduate) 

Closed Assessment System 

Much of the criticism put forward by officers from the forces which operate a closed or 

partially closed promotion assessment system centred on just that. They felt that they 

would rather know where they stood regarding promotion than be left in the dark. 

I don’t like the fact that I don’t know what’s happening... From inspector 

up you get nothing. You’re interviewed and that’s it for the next year. So 

you don’t know if you’re doing anything wrong or what. I have no idea how 

I stand if a vacancy for chief inspector comes up. I’d like some form of 

feedback. Most people would accept it and adjust to it or re-think the rest 

of their life. 
(Inspector, graduate recruit) 

...You don’t know the gradings though. I would like to know where my 

shortcomings were. I feel puzzled when people pass me - have to guess 

what’s wrong... It would be far fairer for grades to be published and 

discussed. You can be held back by misunderstandings. It would be great 

to have an open system - if fairly done. 
(Chief inspector, in-service graduate) 
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We need to know from the organisation if we fail boards, the reason why 

so we can do something about it. There’s no feedback. 
(Superintendent, non-graduate) 

Extended Assessment 

Officers throughout the various ranks said they would like to see extended assessment 

used by their force in promotion selection. In general, this was seen as a way of 

overcoming some of the subjectivity of interview boards, or as a more fair and accurate 

means of determining candidates’ competence to carry out the requirements of the next 

rank. 

I get the impression that for a vast number of promotion boards the outcome 

is pre-determined and it’s just a rubber stamp... There’s got to be merit in 

looking at people over a period of time rather than just a chat – like an 

extended assessment. 
(Constable, graduate recruit) 

The two day assessment system, if taken on board, where they can tease out 

the pros and cons of the guy is better than just an interview. 
(Superintendent, in-service graduate) 

I’d like to see a proper assessment centre developed to test people in respect 

of the skills they need for the rank they’re competing for. Instead of officers 

being considered in their present rank they would be tested for the next 

rank over three or four days - although it takes time. But if we don’t get it 

right, we suffer from it. 
(Chief Superintendent, senior officer) 

In contrast to this, a small number of officers (seven) were not convinced of the 

effectiveness of extended assessment and felt that it did not necessarily solve the 

problems associated with other methods of promotion assessment. For example: 

Extended assessment is a bit of a false environment. It will probably make 

people feel that the whole of their career is not dependent on a 20 minute 

interview. In truth that’s what it does depend on. Experience has shown 

that people who have done best on extended assessment have still not been 

promoted. It’s still the interview and I think a lot of them are pre-destined. 
(Chief inspector, in-service graduate) 

Subjectivity 

One of the other major criticisms put forward by officers – particularly those in the 

lower and middle ranks - was the influence of personalities on selections for promotion 

and the importance of being known and supported by influential senior officers. 

...The only single item that is fair about it is the competitive exam. The 

system is totally subjective and depends on personal connection and if your 

face fits on the day... 
(Constable. graduate recruit) 
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It’s too subjective. There’s still elements of an old boys network... There’s 

still quite a lot of nepotism. There’s still promotions where there’s a 

universal gasp of astonishment: “How did he get it?” That brings the 

system into disrepute. 
(Chief Inspector, in-service graduate) 

It’s very influenced by personality - whether an individual gets on with 

somebody else... Up to inspector you have the opportunity to put yourself 

forward in an interview promotion board. Thereafter it’s the feedback that 

comes through from your local senior officer that determines your career... 
(Chief Inspector, graduate recruit) 

Other Criticisms 

Other criticisms that were made by more than 10 per cent of the respondents and which 

were common to all forces were: ‘unfair to base promotion on a short interview’; and 

‘promotion exams can preclude suitable officers’. The latter was expressed mostly by 

constables, the majority of whom were non-graduates. 

E. Conclusion 

We have seen that officers hold forthright views on management and supervision, and 

the perspectives of those in the lower and upper ranks are often in sharp contrast. The 

arrangements for staff appraisal, career development and promotion assessment 

schemes are not standardised. Despite the variations, officers from the different forces 

raised many of the same problems and issues. 

The views of serving officers have much in common with those who have resigned. 

Our next chapter focuses on wastage, and there we see that ‘management’ is prominent 

among the dissatisfactions that can tip people over the edge into leaving the service 

before reaching pensionable age. We begin with the numerical context. 
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8. Resignations and Wastage 

In 1988, the overall rate of police wastage for England and Wales was 5.5 per cent of 

total strength (not including the Metropolitan Police), while the average for the period 

1983 to 1988 was somewhat higher at 6.3 per cent. Table 8.1 shows the wastage rate 

for male and female officers in 1988, and for the period 1983-1987. The loss of female 

officers is proportionately much higher than for the men - with the majority (47.3%) 

having resigned after completing the two-year probationary period but before being 

eligible for the police pension. The men, who tend to serve longer, are more likely to 

leave the service having qualified for a pension or gratuity. 

Table 8.1: Police Wastage as Percentage of Total Strength, England and Wales1  

 
Probationers 

No Pension/ 

Gratuity 

Pension/ 

Gratuity 

Other 

Reasons2 
All 

 N % N % N % N % N % 

1988           

Males 414 0.5 582 0.7 2,289 2.6 1,165 1.3 4,450 5.1 

Females 148 1.5 399 4.0 189 1.9 108 0.1 844 8.5 

Total 562 0.6 981 1.0 2,478 2.6 1,273 1.3 5,294 5.5 

1983-87         

Males 2,315 0.5 3,103 0.7 13,908 3.2 5,922 1.4 25,248 5.9 

Females 813 1.8 2,558 5.7 841 1.9 489 1.1 4,701 10.5 

Total 3,128 0.7 5,661 1.2 14,749 3.1 6,411 1.3 29,949 6.3 

1. Does not include Metropolitan Police 
2. Including transfers, secondments and died. 

Source: HMCIC Reports, 1983 to 1988. 

Premature Voluntary Resignation 

Officers are lost to the service through retirement, transfers and secondments. But of 

special interest to us are officers who resign prematurely and voluntarily from the 

service, since they apparently represent a loss of expertise and manpower which was 

both unnecessary and undesirable. The premature departure of graduate officers 

deserves particular attention, since the service has invested considerable resources to 

boost their numbers. 

The Graduate Liaison Office (GLO) kindly provided us with national records of 

graduate wastage up to the start of 1987. Recent changes to the GLO computer record 

system meant that more up-to-date records are not available. Officers who left the 

service prematurely and voluntarily were identifiable from the records, but dates of 

resignation were not always specified. Records for some forces were missing for one 

or more years - for example, there were no graduate records for the Metropolitan Police 

for 1985 and 1986. To supplement the GLO records, during 1988 we requested the 43 

forces to provide figures on all premature voluntary resignations and to identify the 

number of graduates among them for each of the years from 1983 to 1987. This was to 

enable us to compare the resignation rates of graduates and non-graduates. We asked 

that the following categories of wastage be excluded: deaths, transfers, secondments, 
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medically unfit and normal retirements, discharged probationers, dismissals and 

required resignations/alternative to discipline.  

Most forces do not maintain records of graduate wastage as a matter of course, but 

many were able to collate the information. Where forces could not separate the graduate 

leavers, we used the GLO records and subtracted the graduate total from the force’s 

total to derive the non-graduate leavers. Four of the forces were unable to provide 

figures on premature voluntary resignations in the form that we had requested. Since 

the GLO records did not include the sex of each officer, it was not possible to compare 

the wastage rates of men and female graduate/non-graduate officers on a national basis 

other than through the figures in HMCIC Reports. 

The average premature loss of graduate officers during the period 1983 to 1987 was 

proportionately more than double that of non-graduates. Based on Home Office records 

of graduate strength, 2.8 per cent of the graduate officers resigned between 1983 and 

1987 compared to only 1.3 per cent of the non-graduates (derived by subtracting the 

graduates from total police strength). The figures for the individual years are given in 

Table 8.2. The ratio between the wastage rates differs somewhat from year to year. In 

1983, for example, the rate of graduate wastage was 1.6 times greater than for the non-

graduates, while in 1987 it was more than two-and-a-half times greater. The average 

wastage rates for 1983-1987 in the individual forces are given in Table C.1, Appendix 

C. 

Table 8.2: Premature Voluntary Resignations1, England and Wales, 1983 to 1987  

  19832 19843 19854 19865 19876 1983-19877 

Graduates % 2.6 3.1 2.8 2.4 2.8 2.8 

 N 106 140 107 100 103 556 

Non-graduates % 1.6 1.4 1.2 1.3 1.1 1.3 

 N 1,330 1,353 938 962 768 5,351 

1. Percentage of strength. 

2. Non-graduates: excludes 14 provincial forces (information not available). 

3. Non-graduates: excludes 7 provincial forces. 
4. Graduates: excludes the ‘Met.’. Non-graduates: excludes the ‘Met,’ and 7 other forces. 

5. Graduates: excludes the ‘Met.’ and Merseyside. Non-graduates: excludes the ‘Met.’ and 5 other forces. 
6. Graduates: excludes the ‘Met.’ and 10 other forces. Non-graduates: excludes the ‘Met.’ and 11 other forces. 

7. The same percentages apply for the period 1984-1987. 

The overall average resignation rate for 1983-1987 (graduates and non-graduates 

combined) was 1.4 per cent. The HMCIC wastage figures show that the loss of 

probationers and other officers without pension during the same period was 1.9 per cent 

of strength. The extra 0.5 per cent wastage in the HMCIC figure is therefore likely to 

be discharged probationers, dismissals, and other required resignations. 

Our study of the sample forces enabled us to examine the premature voluntary 

resignation of graduates and non-graduates in greater depth. Details of all such leavers 

were extracted from the resignation records maintained by the six provincial forces. 

Since the forces do not usually record whether the leaver was a graduate, this 

information was derived from other personnel records. The Metropolitan Police was 
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not included in the wastage study, since, in the time available, we were unable to 

identify the graduates from among the large number of leavers. 

The overall rates of graduate and non-graduate resignations from the sample forces 

were 2.8 per cent and 1.1 per cent respectively. This corresponds to the national figures 

fairly closely, since in Table 8.2 we saw that the average wastage rates were 2.8 per 

cent and 1.3 per cent respectively. (The 1984-1987 percentages were the same as for 

1983-1987.) 

Maternity leavers 

Table 8.1 showed that a high proportion of females leave the service before becoming 

eligible for pension. It is likely that many leave for maternity reasons. Among our 

sample forces, we found that females who resigned for maternity reasons accounted for 

an average of 21 per cent of all premature voluntary resignations for the period 1984-

1987. Interestingly though, only two per cent of these women were graduates. Overall, 

47.6 per cent of the females who resigned did so for maternity reasons, with the 

proportions for the female graduates and non-graduates being 12.8 per cent and 50.7 

per cent respectively.  

Excluding Maternity Leavers 

As will be seen in Chapter 9, the demographic downturn of the 1990s will create 

increasing competition among employers in the labour market. Maternity leavers 

comprise a fairly substantial proportion of all resignees, and it may be that one of the 

ways in which the police could seek to maintain the size of its workforce would be to 

attract them back into the service. In the remainder of this chapter, however, we will 

direct our attention to those resignees who the service perhaps ought not to have lost in 

the first instance - such as those who leave for alternative employment. 

In Table 8.3, graduate and non-graduate resignees from the sample forces are shown in 

a time series from 1984 to 1987, leaving aside the maternity leavers (of whom there 

were 228). Considered in this way we see that the average graduate wastage rate 

becomes three times greater than that of the non-graduates, that is, 2.7 per cent and 0.9 

per cent respectively, reflecting in part the fact that few female graduates left for 

maternity reasons. 

Table 8.3: Premature Voluntary Resignations Excluding Maternity in Sample Forces1  

  1984 1985 1986 1987 1984-1987 

Graduates % 4.0 2.1 1.9 2.9 2.7 

 N 35 22 23 37 117 

Non-Graduates % 0.9 0.9 0.8 0.8 0.9 

 N 192 189 182 178 741 

1. Excluding the Metropolitan Police. 

Length of Service on Resigning 

We found that the graduate leavers tended to resign earlier in their service than non-

graduates. Whereas the graduates had served an average of 2.8 years before resigning, 
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the non-graduates had served 4.9 years. The great majority (88 per cent) of graduate 

leavers left within five years of joining, and only 3 per cent had served more than 10 

years. By comparison, only 58 per cent of the non-graduates left within five years of 

joining and 13 per cent had more than 10 years’ service on resigning. The marketability 

of a degree qualification probably means that graduates have less need than non-

graduates to remain in employment which they find to be unsatisfactory in some way. 

Rank Held on Resigning 

Almost all the leavers (97.4 per cent) held the rank of constable on resigning - only 2.1 

per cent were sergeants and 0.5 per cent were inspectors. Officers who have been 

successful in obtaining promotion are perhaps less likely to feel disgruntled with the 

organisation. The financial remuneration for a supervisory rank is probably also a 

strong incentive to remain in post. 

Reasons for Resigning 

The reasons for resigning that the graduate and non-graduate leavers gave to their forces 

are summarised in Table 8.4. The resignation categories are those used by the forces 

themselves. The graduates seem more likely than the non-graduates to have resigned to 

take up alternative employment, but a fairly high proportion of the non-graduates either 

did not give a reason or the force did not record one. As will be seen later in the chapter, 

‘other employment’ is more likely to be a consequence of the decision to resign than 

the cause. Very few of the resigned officers we interviewed had left entirely because 

the opportunity for a better job came their way. A substantially higher proportion of the 

graduates informed their force that they were leaving to ‘further their education’ - to 

take a higher degree or for re-training. The non-graduates, on the other hand, were more 

likely to say their resignation was for ‘domestic reasons’. 

Table 8.4: Premature Voluntary Resignations 

Recorded Reason 

for Resignation 

Graduates 

(N=117) 

Non-Graduates 

(N=741) 

Other employment 47.0 33.5 

Unsuited or dissatisfied 32.5 33.6 

Further education 9.4 0.9 

Domestic or personal 6.8 14.4 

Emigrate or travel 0.9 4.3 

Shifts - 0.5 

No reason given/recorded 3.4 12.7 

Total 100.0 100.0 

 
The reasons for premature resignation recorded by the forces give relatively little 

insight to the factors which influence officers to leave the service prematurely. They 

cannot tell us, for example, why officers feel unsuited for police work, or what it is that 

makes other work more desirable by comparison. To gain a better understanding of the 

reasons for premature voluntary resignation, we interviewed 72 of the leavers from the 

sample forces - of whom 42 were graduates and 30 were non-graduates. The method 
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for selecting and contacting the resigned officers is described in Appendix A. A 

breakdown of the interview sample by force and sex is given in Table A.8. 

Almost three-quarters of both the graduate and non-graduate leavers who we 

interviewed were recorded by their force as having resigned for another job or because 

they felt unsuited to police work. The remaining officers were shown to have either left 

to further their education (only the graduates), for domestic/personal reasons, or a 

reason was not given. 

The opportunity for the leavers to give their own account of the factors which brought 

them to the decision to resign resulted, however, in a rather different picture. Although 

‘other employment’ was the most common reason recorded by the forces, relatively 

few of the leavers said that the opportunity for better employment had swayed them to 

leave. In most cases the leavers had merely delayed their departure until another job 

had been secured. Table 8.5 gives a summary of the reasons for resigning, as told to us 

by the leavers themselves. 

Table 8.5: Reasons1 for Leaving the Police Service as Told to Us 

Reason 
Graduates Non-Graduates Total 

N % N % N % 

Poor management 22 52.4 10 33.3 32 44.4 

General job dissatisfaction 16 38.1 13 43.3 29 40.3 

Lack of career prospects 25 59.5 4 13.3 29 40.3 

Shift work 12 28.6 6 20.0 18 25.0 

Better job 6 14.3 5 16.7 11 15.3 

Domestic/personal problems 5 11.9 5 16.7 10 13.9 

Skills not used 9 21.4 - - 9 12.5 

Too much paperwork 6 14.3 2 6.7 8 11.1 

Unsuited to police work 3 7.1 3 10.0 6 8.3 

Discipline/restrictions on private life 4 9.5 2 6.7 6 8.3 

Disillusioned with legal system etc 4 9.5 - - 4 5.5 

Other2 10 14.3 9 13.3 19 13.9 

Respondents 42  30  72  

1. Respondents could give more than one reason. 

2. Includes: physical risks, poor appraisals, stress, sport/trave1, paperwork, pay, advised to resign. 

Graduates and Non-Graduates Compared 

Overall, we see that ‘poor management’ and ‘job dissatisfaction’ were the most often 

mentioned influences on the leavers’ decision to resign. Here, and on other issues such 

as ‘shift work’, the graduates and non-graduates were in fairly close agreement. Before 

taking up those issues, however, we will look at the factors which set the graduate and 

non-graduate leavers apart. 

A major influence on the graduates’ reasons for leaving, unlike the non-graduates’, was 

a perceived lack of career prospects. Many of the graduate leavers (72 per cent) had 

applied to the Graduate Entry Scheme and some 8 per cent had been successful. Even 
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though most of them had joined as standard entrants, the GES literature and graduate 

recruitment campaign had strongly influenced the graduate leavers’ perceptions of the 

career opportunities that the service could offer. Many of them held high expectations 

of advancement - envisaging that they would quickly be able to achieve a supervisory 

role or that there would be ample opportunities to specialise early in their career. The 

following interview extracts illustrate the disillusionment felt by the graduate leavers 

on realising that the career opportunities available to them did not live up to 

expectations, in particular that the timescales for promotion were much longer than 

anticipated. 

Graduates disappointed with career prospects 

The GES promised quick rewards, sergeant after a year. I got that 

impression at the interview. I found it not nearly as quick, a long wait for 

promotion. The idea was blown out of the window. The impression I got 

was: “you’re a graduate, you’ll rise up quickly”. But you had to be 

Oxbridge to get on the GES. I wanted advancement. It wasn’t fully 

explained. It wasn’t the mobile progression I once believed. 
(Graduate leaver) 

I realised other graduates with five years’ service had passed their exams 

and had just got a driving course. You see others taking a long time to make 

progress. I became disillusioned. I wanted things to happen quickly. A 

couple of years is a long time: three or four years for sergeant. 
(Graduate leaver) 

...I wanted something above sergeant in five or six years. I wasn’t really 

bothered about the GES. If you’ve got the intelligence you’d be promoted 

anyway. I didn’t realise how few got on it [the GES]. Seems more a question 

that they’re advertising for graduates rather than that number which they 

can take on the Scheme. It’s meaningless in a way the figures they get on 

it. It’s a token thing. I realised it would be much more difficult to become 

sergeant than I first realised. 
(Graduate leaver) 

There was resentment by others of the GES so I opted for normal entry. You 

all go in at the same level. I thought I would do well. I was totally 

misguided. I thought you could get sergeant in four or five years, but when 

I joined you were talking more [like] ten years. I thought I would have 

progressed quite quickly. Looking round at those in front of me for 

promotion there seemed to be a blockage. I could definitely see a glut of 

eligible people. It wouldn’t have mattered how good you were. 
(Graduate leaver) 

I applied for the GES but I was rejected. There was a good chance and 

prospects of promotion, quite good ones for graduates I gleaned from the 

publicity. The impression was that promotion was there if you were 

ambitious enough as a graduate. My intention was promotion initially and 
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not a long time a PC or a sergeant - just up the ladder. The literature was 

misleading - you could be a chief inspector in eight years if you go for it. I 

assumed if I wasn’t a sergeant in three or four years I’d be doing badly. I 

realised when I joined that four years would be the least time I’d set myself. 
(Graduate leaver) 

I wasn’t informed of any way of joining other than the GES. In five or six 

years I could easily be inspector, that was the impression I was given. My 

realisations compared unfavourably with my first impressions. Obviously 

promotion wasn’t as easy to get. Joining as a graduate hadn’t been an 

advantage and my three years at uni. would have been better spent in the 

police. 
(Graduate leaver) 

I’d read up on the GES and it seemed to be what I was looking for. First 

impressions were: I didn’t think it would be so routine. I thought there were 

more opportunities than there actually were or specialisations. I’m not 

saying they weren’t there, but waiting six or seven years didn’t appeal to 

me. After two years I thought things were going a bit slow. 
(Graduate leaver) 

Career prospects were a far less important issue for the non-graduate leavers. Their 

career ambitions and expectations were in sharp contrast to those of the graduates. 

Many of them had joined the service without thinking in terms of promotion or 

specialisation. 

Non-graduates - less ambitious 

I wasn’t really ambitious. I was just joining a profession that is secure and 

offers you a broader way of life than any other profession. 
(Non-graduate leaver) 

I knew of the possibilities but I didn’t know if I wanted them - wanted to 

just be a PC and see what happens. They couldn’t understand if you didn’t 

want promotion. They shouldn’t look down on you if you just want to work 

the streets. That’s just as important.  
(Non-graduate leaver) 

I had no particular branch in mind, Just a bobby on the beat - didn’t think 

of advancement. 
(Non-graduate leaver) 

However, four of the non-graduate leavers had held particular ambitions and they too 

became disappointed with their future prospects. 

I always had the police in mind. With luck I’d reach inspector in 10 to 15 

years. I aimed for sergeant. There seemed [to be] a waiting list for 

specialised jobs. That influenced me. A lot of inspectors seemed [to be] 
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graduates and lots of graduates were coming in and promotion seemed less 

likely. 
(Non-graduate leaver) 

A career as well as a job, of value to the community, a professional 

environment: I thought ‘the sky’s the limit, climb as high as you can.’ 

Planned to get through probation, get a driving course and into CID. I 

found a six or seven year waiting list for sergeant. Thought it was a lot less 

than that. I didn’t realise you had to pass an exam. I knew I didn’t have the 

ability to pass exams so I thought of the future. 
(Non-graduate Leaver) 

Reading through the literature it seemed there was something there to carry 

me through for 30 years. I was going in to do my best, get promotion as 

soon as possible and not be a PC for 30 years. It only took me a short period 

to realise promotion for me was a non-entity for at least eight years. 

Booklets mention two years. I thought five years at the longest. It’s eleven 

years even for the high fliers. That’s one of the reasons that prompted me 

to look elsewhere. I was very disappointed. 
(Non-graduate leaver) 

A substantial minority of the graduate leavers, while less fixed in their ideas for 

advancement, had expected to be given more opportunities to use their skills. They 

assumed that, since the police service clearly wanted graduates, their force would 

actively seek to make use of the skills and knowledge they had acquired through higher 

education. But on joining the service they found that this did not seem to be the case. 

The lack of opportunities to diversify and work in different departments, as they saw it, 

brought frustration and disappointment. In this respect, the issue of career development 

was very relevant. Having joined with ambitions, they found there was no apparent 

structure or career guidance for determining what opportunities lay ahead. Adding 

weight to their views are those of the serving officers (as seen in Chapter 7) who 

expressed doubts about the effectiveness of career planning and the adequacy of career 

guidance and counselling. 

Skills not used 

I considered the police a challenge. The literature and careers information 

convinced me the police would be ideal. I knew there would be specialised 

opportunities. I’d be unrealistic if I didn’t say that I didn’t expect to move 

on sideways initially and upwards at a later date. As a graduate you are 

led to believe you have skills which are highly desirable and there will be 

a point where you will be in charge or responsible for people... [I was] 

frustrated. I couldn’t see where I’d be going to next... Perhaps I was 

impatient. 
(Graduate leaver) 

When I joined I had no expectations but I was confident I would attain a 

position commensurate with my ability. I knew it was structured and about 
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Bramshill. Graduates I knew expected a whirlwind career. It got through 

to me after four-and-a-half years that I was not going to help people as I 

thought when I joined - that’s why I joined. Few opportunities arose for 

departments. What few that do arise go to the same individuals. I could see 

my potential would never be realised...1 wanted to do something with my 

life. I was thwarted at every turn. There was no diversification on the 

division. You’d work very hard and get no recognition or incentive for it. I 

was 27 and would be 32 before I could assume responsibility or expand my 

experience… 
(Graduate leaver) 

‘Somewhere I could let my intelligence out’: this is one of the lines you are 

sold as a graduate. They want people who can think for themselves. They 

said they wanted linguists. I put four reports in that I wanted to be put on 

the interpreters list, but it got nowhere. I realised early on that freedom of 

thought was not what I expected. Your own ideas aren’t encouraged all that 

much. There’s a set way of doing things and you will do it that way. That’s 

ultimately why I left. They won’t listen to what you have to say. You’re 

supposed to use your brain, but you were trammelled and blinkered. 

Freedom of mind isn’t encouraged. 
(Graduate leaver) 

I was attracted because I wanted to continue to serve the community. I 

didn’t agree with the GES having joined the [Armed] Forces via an 

equalizing system of training and experience... I wanted to reach a position 

of authority and Special Branch. I thought my skills would be appreciated 

such as leadership, training, logistics, planning and interviewing skills - 

immediate-situation skills. I applied for the CID and Special Branch. 

[There was] no interview or acknowledgement. I gave up then. I and many 

others coming in had skills which the police ought to pick up on joining. 

They don’t take advantage or earmark people. I would like to see skills put 

on a computer. Resources aren’t tapped, opportunities are not taken up. I 

was disappointed. Nobody listened. 
(Graduate leaver) 

...It’s very important indeed to have some career structure. I’ve always 

planned my future. Nobody ever encouraged me or advised me what to 

apply for, except one sergeant. 
(Graduate leaver) 

ALL the good jobs where you use your brain are in HQ. I didn’t know there 

was someone to guide you about your career. You couldn’t talk to anyone 

on the division. That’s the way they are. You’re powerless over your destiny 

in the police. People are forced to do CID-aide courses. They’re still living 

in the days when it’s good to make people do things they don’t like. More 

could be done to accommodate people’s personal desires and ambitions. 
(Graduate leaver) 
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Poor Management 

In Chapter 7 we presented the views of serving officers on police personnel 

management. There we saw that many officers were strongly critical of various aspects 

of management and supervision as well as the systems of staff appraisal, career 

development and promotion assessment. For many of the resigned officers, their 

experience of police management and supervision was an important factor in the 

decision to resign. Man-management came in for particular criticism. In some cases, 

the leavers felt that the risks and hazards outside affected officers’ morale far less than 

the experiences encountered within the organisation. 

Poor man-management 

I became frustrated with the lack of skills in man-management. It was a 

rigid sub-division. They wouldn’t bend to help for problems at home by 

changing duties. There was a lack of common sense in the way things were 

done. Some supervisors weren’t interested in the job and had no 

enthusiasm, didn’t lead by example, weren’t active. That affected morale. 

The job is different to what you expect. You’re expected to sacrifice 

everything for the job.  
(Graduate leaver) 

Man-management was bloody terrible. Those at the top don’t know what 

it’s like. I maintain you got more aggravation inside the station than out. 

You’re snowed under with unnecessary paperwork. In the last five years 

morale went down - probably the change in superintendent... 
(Non-graduate leaver) 

Man-management is very poor. The force have their financial side right, 

they treat it as a business. They haven’t a clue on management. They need 

personnel officers like in industry who look after personnel. The [Police] 

Federation is useless. Div. HQ would send us things to do they could have 

done. It didn’t seem the bosses were in touch with what was wrong. I don’t 

think they really cared about people’s welfare...They don’t treat you 

responsibly, although you have a responsible job. That leads to a lot of low 

morale. It comes down to man-management... 
(Non-graduate leaver) 

Of particular annoyance to some of the leavers was the way in which a welfare matter 

had been handled. They perceived that the force had a very negative view of officers 

who were under stress or experiencing problems. Many of these leavers would have 

liked to seek confidential counselling if it had been available, since they felt they could 

not confide in their colleagues or supervisors. 

Poor handling of welfare matters 

Whilst off sick an inspector who hardly knew me visited me. There was a 

personality clash. He wasn’t terribly interested. I had a near breakdown 

through a bereavement and my divorce. Nobody clocked my problems. The 
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attitude of those on the shift was vindictive, they took the mickey. You can’t 

always take it. It just caused me to give up. 
(Graduate leaver) 

The vast majority of our sergeants don’t get the best from their workers 

because they don’t know how to communicate with them or motivate them. 

It’s not the big things that matter but the way they say things. The police 

force can be a very impersonal place. Your performance would improve if 

you were treated better. My child was sick once. The sergeant refused me 

time off; enough officers were on duty. I asked “Why not?” and he said 

“Because I said so”. He was a very hard, brusque, military-style sergeant 

who didn’t like being there. 
(Non-graduate leaver) 

There should be a welfare officer. You’re in a cleft stick. You’re frightened 

of mentioning it in case word gets back. It’s a waste of resources. There’s 

no net - to point you in another direction, to head you off from leaving. That 

might have influenced my decision to go. Having someone to moan to lifts 

a lot of stress off. It is lacking. 
(Graduate leaver) 

I needed someone to talk to, to sound out what I was thinking and going 

through. I felt the problem was all mine and no-one could help and the only 

solution was to leave. There should be someone to go to with problems, 

although supervision should know what’s happening. 
(Non-graduate leaver) 

They don’t care enough about the people who work for them - talk to them, 

find out what is going on in their lives, all sorts of domestic problems. If 

you have problems at home it affects your work. A kind of counsellor you 

could be referred to. 
(Non-graduate leaver) 

Staff appraisals were another source of discontent for many of the leavers. In common 

with the serving officers, many of the leavers felt that their appraisals lacked objectivity 

and had been subject to bias through clashes of personality. 

Criticism of staff appraisal system 

There were three sergeants on the shift. I didn’t get on with one who wrote 

a pretty damning negative report. There was nothing to build on. It wasn’t 

honest - there was no comeback, no discussion. The contents were just 

relayed to me. [There was] no chance to put my side. I wasn’t seen in a 

good light just because of what one sergeant thought of me, who thought I 

was best suited doing another job. I disagree. I think I had qualities to give 

but they weren’t picked up or built on. The inspector was a bungler, 

counting his days off to retirement. 
(Graduate leaver) 
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This sergeant gave me a bad report. I discussed it with him. He was very 

negative. It was getting to me and I was considering resigning over it. It 

was affecting my home life. Every day he would make a nasty comment or 

send reports back. He knew I didn’t have a clue how to do them. He liked 

the feeling of power. He was after respect but was going about it the wrong 

way. We had a new sergeant and we got on well. Morale for everyone 

improved. 
(Non-graduate leaver) 

I don’t think the system allows the reports to be fair or accurate with the 

changes in supervision. On the whole most appraisals were totally 

negative, no praise. You were asked for your opinion but there was no 

point. It wouldn’t have made one iota of difference. You expected they 

would lower your self-esteem. They always take the opinion of the first 

report. If you don’t hit it off with somebody then you really have got a 

problem. What is written is always on your file. You can’t go to your union 

because there isn’t one. It wasn’t a two-way process. 
(Graduate leaver) 

Another common criticism was the importance placed on how many prosecutions an 

officer generated. According to some officers, quantity tended to form the criterion of 

the assessment reports, particularly if the appraiser had seen little of the officer’s work 

first hand. 

Pressure to prosecute 

We were just assessed on process, prisoners and form-filling, not on how 

you dealt with the public and your general attitude. You can be the world’s 

worst policeman and go out and do 100 process. 
(Non-graduate leaver) 

Your progress is monitored by the number of arrests and motorists you get, 

not on the number of people you speak to or how you deal with situations. 

There was pressure to get prosecutions.  
(Graduate leaver) 

The only way you were monitored was by how many process cards you put 

in - how many you locked up. That to me is wrong. A lot of work is a big 

PR, not just law enforcement. I can count on one hand the times the 

inspector actually came out and saw what you were doing... 
(Graduate leaver) 

Job Dissatisfaction 

‘Job dissatisfaction’ was the second most common reason given for leaving. The 

interviewees spoke of a number of aspects of police work which they felt had adversely 

affected their morale and performance. The tedious nature of some police duties was 

too much for several of the leavers, particularly the graduates, to bear. 
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Boredom 

I liked days. Nights are boring. It’s dead after 1 a.m. If you’ve got an active 

mind you wonder what the bloody hell you’re doing wandering round 

Tesco’s car park at 3 a.m. You start thinking then.  
(Graduate leaver) 

I found a lot of work boring, soul-destroying walking round in the rain. 

Dealing with things when I was tired, difficult to think. Training school 

psyches you up for action all the time. It’s not like that. There’s a lot of 

mundane, routine work. It’s just the way the job is. Not a lot happened 

where I worked. 
(Graduate leaver) 

The day I resigned I was absolutely cheesed off. I was standing around 

going for brews with people I wouldn’t normally drink with. I needed 

something more stimulating intellectually. There wasn’t enough meat in 

what I was doing. After you’ve mastered the basics the job becomes very 

mundane. 
(Non-graduate leaver) 

Discipline policies were perceived by some of the leavers as archaic and unfair, 

particularly the restrictions placed on officers as to where they could live. 

Discipline 

I didn’t like the restriction on my private life. They wanted me to live in the 

place where I worked. They didn’t find out I lived elsewhere. I felt I was 

being watched all the time. It was the same with others. 
(Graduate leaver) 

I don’t think the police has the right to tell me where to live. It’s got nothing 

to do with them. They should trust me for what I am. 
(Non-graduate leaver) 

Some officers considered that manpower shortages meant they had insufficient time to 

do their job properly. 

Lack of time 

It surprised me how quick the job had to be done. There’s not enough 

police. You’re there as a service. Jobs queued up. I felt as though people 

thought I didn’t care. It’s a shame you’re so busy. 
(Non-graduate leaver) 

...One of the main factors now is there aren’t enough Bobbies to do the jobs 

that come up. With the workloads you felt you weren’t doing the jobs as 

thoroughly as you wanted to. There wasn’t the same enthusiasm for me - 

perhaps everyone wanes. 
(Non-graduate leaver) 



 

-93- 

Some of the females we interviewed perceived that being a woman in the police service 

put them at a disadvantage. They felt that women were not given the same opportunities 

as their male colleagues. 

Police women disadvantaged 

The sergeant didn’t like police women. I stuck it for two years and couldn’t 

stand it any longer... 
(Non-graduate leaver) 

As a female I wasn’t accepted the same as a man. Being a graduate made 

no difference. Other women had no attachments. The men got driving 

courses before the women… 
(Graduate leaver) 

I applied for the drug squad but was told I was too much of a lady. Women 

weren’t taken seriously, expected to make the tea and look after children. I 

don’t think any [women] got on the Dog Section. 
(Graduate leaver) 

As a woman you have to work twice as hard as a bloke to prove yourself. 

Some blokes get away with a lot more. It’s like graduates. They’ve got to 

proves themselves as well. They want to put you in an office if you’re a 

woman. 
(Non-graduate leaver) 

Other factors that contributed to some of the leavers’ dissatisfaction included the 

increasing risks from injury or infection in carrying out duties, disillusionment with the 

legal system, and disapproval of racist attitudes found in the service and the 

victimisation of officers by their colleagues. 

Shift Work 

The shift system caused problems for many of the leavers. They had difficulty adjusting 

to the hours and some found it an intrusion in their private life. Quick changeovers - a 

gap of only eight hours between tours of duty - came in for severe criticism. 

I couldn’t understand the quick changeovers. It seemed very disorganised. 

I could see the pressures building up, keeping the kids quiet. It was spoiling 

my way of life. I was upside down. I put my family first. I could have coped 

if the shifts had have been better. 
(Non-graduate leaver) 

The shift system is a disgrace. Every officer is wrecked. The Philadelphia 

system is better. I couldn’t see it changing. They [other officers] want time 

when they finish [duties] to go in a pub. On a quick changeover you were 

totally wiped out. Bad news. 
(Graduate leaver) 
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I didn’t like the shifts - quick changeovers were ridiculous and not 

conducive to getting the best out of people who have a difficult job. There’s 

not enough holidays or breaks between shifts. Towards the end the 

excitement had gone and shifts weren’t conducive to healthy living. 
(Graduate leaver) 

More extensive analysis of officers’ reasons for leaving can be found in Silvester 

(1989). 

Leavers and Stayers Compared 

In terms of their background, the stayers and leavers were found to have much in 

common. The descriptions given by the leavers about their reasons for joining the police 

service were similar to those given by serving officers. The varied nature of police work 

and the opportunity to work with or help people were major attractions of a career in 

the police service for both the serving officers and the leavers. As we showed in Chapter 

2 (Table 2.5), a high proportion of the serving graduates had cited ‘career 

structure/prospects’ as having been an attraction to join the police service. This was 

also true of the graduate leavers, of whom 57 per cent gave ‘career prospects’ as a 

reason for joining. Similarly, ‘job security’ was mentioned by a substantially higher 

proportion of the non-graduate serving officers than the other serving officers, and the 

same held for the resigned officers. 

The amount of previous work experience of the serving and resigned officers was also 

similar. We showed in Chapter 2 that more than four-fifths of the graduate recruits had 

experienced other jobs and that only a third had joined the service direct from 

university. With the graduate leavers, some 70 per cent had held other jobs and only 21 

per cent had joined direct from university. The work background of the non-graduate 

leavers and stayers was also alike. 

We have seen that many of the graduate leavers had career expectations on joining the 

service which they did not think had been met, and this was true also of many of the 

serving graduate recruits. The difference between the two groups is perhaps that those 

who have stayed in the service seem to have adjusted their ambitions and are more 

prepared to wait for opportunities to come their way. 

Career expectations and ambitions 

I was over-optimistic prior to joining. My main interest is to gain more 

experience in uniform and promotion will come as a natural progression. 

My three years have gone quickly. I’m not conscious of under-achieving... 

It’s true graduates are seen by others as being more eligible for promotion. 

I realise a lot are waiting to get on and you’re competing with a lot of 

worthy people. I will need patience to reach the goals I set myself when I 

joined. 
(Serving officer, graduate recruit) 

I’ve never actually admitted this before - I honestly thought I was going to 

be so brilliant compared to everyone else, and so enlightened that I was 
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going to bring about the new age of policing. Those ideas were soon 

dispelled within about the first three weeks! I thought I was going to be the 

best thing that happened to the police. I was quite disappointed to find out 

I had a lot of competition. 
(Serving officer, graduate recruit) 

...To be honest I really didn’t know much about the job when I Joined. I 

thought I was going to be far more intelligent and better educated than 

everybody else and whatever I’d do would be better than everybody else - 

which wasn’t the case at all... I want to go higher and I don’t want to get 

stuck at inspector for an awful long while. It can be a rank that graduates 

do stick at... 
(Serving officer, graduate recruit) 

University gives a glossy image of the GES. In this force few get onto it. A 

degree gives me personal satisfaction but I don’t think it helps me at all in 

the job. I learnt quickly that how I did in the sergeants’ exam and at ground 

level were the most important. My present ambitions are the same. I’m 

more realistic in that it may take longer to reach whatever rank I envisaged. 

I’m quite happy to wait. The constable’s job is good. I’ve taken the exam 

and I’m waiting for the result. 
(Serving officer, graduate recruit) 

On the issue of personnel management the serving officers and leavers also have much 

in common. In this chapter we presented the leavers’ views on a number of aspects of 

management, including man-management, staff appraisal and career development. 

These were all areas which were criticised by the serving officers, as we saw in Chapter 

7. Given that the two groups have much in common, it is interesting to ask what would 

make the difference for the serving officers to also consider leaving. 

Factors Which Would Influence Serving Officers to Resign 

We put the following question to the serving officers: ‘What factors, if any, would 

influence you to consider leaving?”. Almost 37 per cent of the non-graduates said they 

could think of nothing to make them leave prematurely against 21 per cent of in-service 

graduates and only 12 per cent of the graduate recruits. The high percentage for the 

non-graduates is, however, partly explained by their longer length of service. 

The answers given by the remaining serving officers are summarised in Table 8.6. The 

factor cited most often, particularly among the graduates, was ‘boredom or lack of 

direction’. Earlier in the chapter we showed that the graduate leavers had often 

mentioned boredom as a factor contributing to their dissatisfaction with the job. The 

stayers are also consistent with the leavers on the issue of career prospects: 24 per cent 

of the serving graduate recruits specified ‘lack of promotion’ compared to only three 

per cent of the in-service graduates and four per cent of the non-graduates. Poor 

management was a major contributor to the leavers’ decisions to resign, somewhat 

more so for the graduates. The serving graduates were also more likely than their non-
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graduate colleagues to cite ‘frustration with management’ as a potential reason for 

resignation. 

Table 8.6: Factors’ Prompting Serving Officers to Consider Resigning Prematurely 

Reason 
Graduate 

recruits 

In-Service 

Graduates 

Non-

Graduates 
All 

Boredom/lack of direction 27.0 21.2 15.1 20.3 

Domestic/family reasons 24.3 6.1 24.5 19.5 

Political interference/ 

change in role of the P.S. 

18.9 21.2 11.3 16.3 

Better job/business opportunity 8.1 18.2 20.8 16.3 

Frustration with management 21.6 15.2 5.7 13.0 

Decrease in pay/allowance 13.5 12.1 11.3 12.2 

Lack of promotion 24.3 3.0 3.8 9.8 

Clashes with senior officers 8.1 6.1 9.4 8.1 

Attitudes of the public 2.7 6.1 7.5 5.7 

If the police were armed 2.7 3.0 7.5 4.9 

If job became too stressful/demanding 2.7 6.1 5.7 4.9 

Prolonged shift work 2.7 6.1 5.7 4.9 

Miscellaneous 10.8 18.2 9.5 12.2 

Respondents 37 33 53 123 

1. Officers could give more than one answer. 

Reducing Resignations 

Home Office Circular 96/1985 recommends: 

When any officer (including a probationer) submits his resignation, he should be 

offered the opportunity of an interview with a senior officer...before the resignation 

is submitted to the chief officer of police... Whether or not the officer accepts the offer 

of an interview, his resignation should be submitted to the chief officer...with a report 

on the circumstances surrounding the resignation... (para. 10). 

The Police Federation had proposed to the Police Advisory Board that officers who 

tender their resignation should be allowed seven days in which to withdraw it since it 

was believed 

there have been occasions when an officer has tendered his resignation on the spur of 

the moment, has decided on reflection that he acted over-hastily, but has then been 

refused permission to withdraw it (para.8). 

The proposal was not endorsed by the Board though there was some ‘sympathy’ for the 

Police Federation’s concern. 

We asked each of the 43 forces to describe their resignation procedures. Almost three-

quarters of the forces stated that resignees would be seen by a senior officer, this was 

usually a superintendent or chief superintendent but in some forces was an officer of 

ACPO rank. The remaining forces either said that resignees were given the option to 
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see a senior officer if they wished, or that it depended on the resignee’s length of service 

or the reason given for resigning. Two of the forces give potential resignees a ‘cooling 

off’ period to re-consider their decision to leave and a further two forces involved the 

career development department in the procedure to try to avert the officer’s resignation. 

The way in which resignees’ reasons for leaving are recorded by forces differs 

substantially. Some forces apparently do not attempt to categorise or classify the 

reasons given, whilst those that do may use as few as three categories or as many as 

seventeen. In a few cases the reasons are entered onto computer. Forces were asked if 

some note is made of whether they would consider re-employing the leaver: the 

majority of forces do this as a matter of course, but two forces do so only sometimes 

and eight do not record the resignee’s suitability for re-employment at all. One of the 

forces has a stated policy of not re-employing resignees. 

The Leavers’ Experiences on Tendering Their Resignation 

The leavers were asked to describe what happened when they decided to resign. Many 

were disappointed with the apparent lack of interest and time given to them by 

supervisors who conducted the exit interviews. Ways of possibly avoiding resignation 

were not explored and the departure was treated as routine rather than an occasion for 

regret and something which meant a complete and costly loss to the organisation. 

I told the superintendent I was leaving. He said ‘That’s fine’ and that was 

the end of the matter. I was disappointed. People should be interested in 

you enough to find out why you are leaving or even try to talk you out of it. 

I’d like to think I’d been a good officer but nobody seemed to care or was 

bothered I was leaving... 
(Non-graduate leaver) 

When I left I saw the ACC. He didn’t discuss to any degree why I was 

leaving. No-one did. It was only what I expected although I was 

disappointed in not discussing the reasons with someone that might help 

someone else in the future. 
(Non-graduate leaver) 

When I left it was just a case of ‘here’s a piece of paper, fill it in’. The chief 

inspector never discussed about coming back. I felt very bitter. I felt I did 

a good job - thanks a lot. Something might have been sorted out but it 

wasn’t even discussed. 
(Non-graduate leaver) 

...When I put my ticket in no-one ever really asked me why. Nobody tried to 

persuade me not to. I wanted them to offer me something but it never came. 

The same superintendent was just concerned I wasn’t leaving because of 

her. I would have liked there to have been a way of staying in the police. I 

didn’t really want to go. By the time I left I was under a lot of stress. My 

inspector’s answer was to put me in the office. He couldn’t refer me to 

anyone to help me. 
(Graduate leaver) 
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The experiences of the leavers shown above are particularly pertinent since some 15 

per cent of the leavers (mostly graduates) said they had made the wrong decision in 

deciding to leave, and almost 38 per cent said they would consider re-joining. Indeed, 

each of the sample forces were asked if they would sign-up the leavers if they re-

applied: more than one-third of the leavers would have been welcomed back by their 

force and a further 8 per cent would have been considered. 

Conclusion 

At the time of our study the premature wastage of police personnel was attracting little 

attention from the service, possibly because there were few problems in attracting 

suitable recruits. However, the demographic downturn of the 1990s - the subject of our 

next chapter - is bringing the issues of recruitment and retention to the fore. We have 

seen that graduate officers leave the service at twice the rate of non-graduates. The 

comments and criticisms of resigned officers about styles of management, welfare 

matters, career opportunities and so on were echoed by the serving officers and should 

not be dismissed as merely the views of an embittered few. Our findings, particularly 

in the light of the chapter to follow, suggest that the service should give greater 

consideration to measures which would reduce losses.  
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9. Demography 

We are witnessing a dramatic change in the age structure of the population. In England 

and Wales, as Figure 9.1 shows, the number of 18 year-olds is set to decline by almost 

a third from 1983 to 1995. The UK like most of Western Europe is greying, with the 

average age projected to rise to 37.7 years by the end of the century. The police service, 

like other employers, will have to adjust its recruitment policies to take into account 

that there are going to be far fewer young people. But it will also benefit in that there 

will be fewer young people to commit crimes. 

The decrease in 18 year-olds of the 1990s stems from the plunge in birth-rate of the 

mid-1960s. In Figure 9.2, it can be seen that such fluctuations have occurred before, 

but with children increasingly being seen as an expense rather than an economic benefit 

(someone to look after you in your old age), it is unlikely that the birth-rate will recover 

to the level of the boom years of the sixties. 

Most of Western Europe has experienced a similar fall. In fact, it was as if a switch had 

been flicked around 1964/65 leading to sharp decreases in the number of births in West 

Germany, Italy, Austria, Switzerland, Belgium, Netherlands, Sweden and Portugal. 

Although the birth patterns for Spain, France and Eire are somewhat different the trend 

is downward. The shortfall in workers will therefore be felt throughout the European 

Community, and with free movement from 1992 onwards competition among 

employers is likely to be on a European scale. 

In focusing on demographic changes in Europe it is easy to forget that in world terms 

the problem is too many children. For many employers the possibility exists therefore 

of coping with a shortage of workers by exporting the work or recruiting from overseas. 

However, neither of these is really an option for the police which ideally should reflect 

the community which it serves. 

In England the changes in age structure are not evenly spread. Figure 9.3 shows the 

projected change in the population of 16-19 year-olds from 1987-1995 by police 

authorities in England (comparable data for Wales were not available). A distinct north-

south divide is evident, with the north showing the bigger decreases. The urban and 

industrial areas of Merseyside, West Midlands, South Yorkshire and Nottinghamshire 

seem particularly badly hit. Suffolk, Sussex and Thames Valley have the smallest 

changes, though curiously Hampshire (along with the ‘Met.’ and Essex) behaves as if 

it were in the north. Not all forces therefore are going to be affected equally and, in so 

far as recruitment is local, it is the northern forces which are going to have the greater 

problem. 

The decline in the birth-rate has occurred mainly in the lower socio-economic groups 

(which tended to have the larger families). If we disaggregate the data of Figure 9.1 by 

social class (the Registrar-General’s classification of head-of-household’s occupation) 

we can see in Figure 9.4 that the one third decline among 18 year-olds is mainly in 

social classes III to V (skilled non-manual, skilled manual, partly skilled and unskilled). 
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Figure 9.1: Eighteen Year-Old Population  

 
Source: Office of Population Censuses and Surveys 

 

 

 

Figure 9.2: Live Births in England and Wales 

 
1. England and Wales 

Source: Birth Statistics Series FM No. 13 and No. 15, OPCS, London: HMSO; and private 

communication. 
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The number of 18 year-olds from social classes I and II (professional and managerial) 

actually increased to 1989, from which there will be a fall of about 14 per cent to just 

below the 1980 level in 1994, and then a renewed upward trend. How will this affect 

the police? 

According to Reiner (1979) police officers come predominantly from social classes III-

V. Eighty-three per cent come from such a background and only 17 per cent from social 

classes I and II. This is perhaps not surprising since most police ranks are themselves 

classified by the Registrar-General in social class IIIa. But it does mean that police 

recruitment will have to contend with a reduction in young people of nearer a half than 

the third which is frequently mentioned, with all that entails in terms of competition 

with other employers. 

Figure 9.4 also implies that graduate output will not be as hard hit by demography as 

was once thought. About two-thirds of those who enter universities come from social 

classes I and II, and with the trend towards rising aspirations, applications to 

universities and other institutions of higher education are holding up very well. In so 

far as the police service wishes to recruit graduates, they are likely to be available, but 

as we saw in Chapter 2, there are signs that the service is becoming less competitive. 

The demand for graduates by employers is continuing to rise and many occupations 

that have not traditionally sought graduates are now actively recruiting them, for 

example, banking, the retail trade and hotel/catering management. 

Maintaining the supply of graduates is, however, likely to hit the traditional recruiting 

pattern of the police even harder. Broadening access to higher education is now a 

widely accepted goal so that young people from social classes III-V will be increasingly 

encouraged to go on to further and higher education. This means that employers will 

not only be competing among themselves for the diminishing supply of young people, 

but also having to cope with increasing numbers staying on in the education and training 

system. 

It is sometimes suggested that initiatives to raise the educational standard of police 

officers (such as the Bramshill Scholarship Scheme) are less necessary now as the 

educational system is becoming more efficient at getting young people to stay on and 

attain qualifications. But a further implication of the social class recruitment pattern of 

the police is that the service is likely to contain an appreciable number of people who 

under-achieved at school. 

Table 9.1 shows that educational attainment is strongly related to social class 

background. Since the relationship is stronger than that for intelligence it can be 

inferred that the people from manual backgrounds tend to under-perform at school. The 

educational opportunities provided by the service are therefore an important means of 

redressing opportunities missed earlier in life. Further, not all young people want to 

stay in education, particularly those from social classes III-V, but they are eager to earn 

money and become adults. Many nevertheless want to get on and the higher education 

opportunities provided by the service may be an important incentive enabling it to 

compete successfully with other employers. 
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Figure 9.3: Change in total population of 16-19 year olds from 1967 to 1995 

 
1  Metropolitan Police    2  City of London    3  Avon & Somerset    4  Bedfordshire 
5  Cambridgeshire      6  Cheshire      7  Cleveland      8  Cumbria      9  Derbyshire 
10  Devon & Cornwall    11  Dorset    12  Durham    14  Essex    15  Gloucestershire 
16  Greater Manchester      18  Hampshire      19  Hertfordshire      20  Humberside 
21  Kent     22  Lancashire     23  Leicestershire     24  Lincolnshire     25  Merseyside 
26  Norfolk        27  Northamptonshire        28  Northumbria        30  North Yorkshire 
31  Nottinghamshire        33  South Yorkshire        34  Staffordshire        35  Suffolk 
36  Surrey    37  Sussex    38  Thames Valley    39  Warwickshire    40  West Mercia 
41  West Midlands     42  West Yorkshire     43  Wiltshire 
Source: Training Commission (after OPCS) 
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Figure 9.4: Eighteen Year-Olds by Social Class 

 
Source: Working Paper, The Royal Society (1983). 

Table 9.1: Highest Qualification Level Attained by Social Class of Father 

Qualification Professional Managerial 
Skilled 

non-manual 

Skilled 

Manual 

Semi- 

skilled 

Un-

skilled 

Higher Education 54 33 32 15 13 10 

A Level 12 12 13 9 6 6 

O Level 17 22 23 20 18 13 

CSE/Foreign Quals 10 14 12 17 15 15 

No Qualifications 7 19 20 39 48 56 

All 100 100 100 100 100 100 

1. Persons aged 25-49, not in full-time education, Great Britain, 1986 & 1987 combined. 

Competition will however be fierce and the police needs to be alive to the difficulties. 

In order to maintain existing levels of manpower throughout the present decade and 

beyond, strategies for recruitment and retention of both police officers and civilian 

personnel will have to be kept under continuing review. This applies to both graduate 

and traditional recruits.  
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10. Summary, Conclusions and Recommendations 

Career Development 

In Chapter 1 we outlined the rationale put forward by the police service for wanting 

more graduates. The service did not, however, fully anticipate what the effects of 

transition to a more highly qualified workforce would be. We showed in Chapters 2 

and 8 that graduate officers - particularly graduate recruits - tend to have higher career 

aspirations and greater expectations of the work itself than their non-graduate 

colleagues. Frustration and dissatisfaction can set in if such officers perceive that good 

use is not made of their skills and abilities, if their career aspirations do not seem 

realisable, or if they feel themselves to be at odds with an authoritarian-style 

management. 

Officers who obtain a degree in-service often do so on the assumption that higher 

education is valued by the service. They therefore expect or hope to be given 

opportunities of making use of their degrees - either through relevant postings or 

promotion. Non-graduate officers also perceive that a degree qualification enhances 

opportunities for promotion and career development. The full-time in-service graduates 

are likely to conclude that, since a three-year secondment represents a major investment 

of resources, there must be some plan for developing their careers. Disappointment is 

inevitable if the officers find that instead the force is unprepared for their return to 

duties or that their degree qualification appears not to be taken into account. 

The police service has recognised that career development plays an important part in 

maintaining an effective and satisfied workforce. Ideally, career development ensures 

that the service gains full benefit from the widening range of skills and abilities that 

officers can offer; and that officers achieve higher levels of job satisfaction thereby 

improving their work performance, commitment and motivation. The basic objectives 

of career development were set out in Home Office Circular 12/1987, along with 

recommendations for the arrangements that should be introduced. But implementing 

the objectives is a complex task and it seems inefficient to expect individual forces to 

make their own arrangements. Actual opportunities for career development may be 

limited, particularly in smaller forces, and forces may lack the necessary expertise and 

resources, either in terms of personnel and/or equipment such as computers, to set up 

an effective career development department with the recommended provision for career 

counselling and guidance. It is not surprising therefore that forces vary greatly in the 

extent to which they have been able to implement the recommendations. 

Officers themselves are critical of the arrangements for career development. In 

particular, they feel that pro-active or forward planning does not take place or that it is 

very limited in extent. There was a perception that career development focuses only on 

those being groomed for promotion, yet even GES officers felt that their careers had 

not been adequately directed and developed. The rank of constable, from which all 

officers start their careers and in which the majority remain, was felt to be neglected. 

Serving and resigned officers spoke of the boredom and lack of direction they felt when 

there was little prospect of a change of duties, training course, or short period of 

attachment. Many competent constables and future leaders may be lost to the service at 
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this crucial stage. Indeed, ‘boredom/lack of direction’ was the reason cited most often 

by serving officers, particularly graduates, as liable to make them think of leaving the 

service. 

The significance of all these issues is brought into sharper focus by demography. The 

population of 18 year-olds is falling sharply which makes the retention and effective 

use of manpower of even greater importance. The cost to the service of losing trained 

personnel is high - not only in financial terms, but in the loss of expertise and the effect 

on morale of other officers. 

There is clear evidence to suggest that an improved system of career development 

would go a long way towards improving retention and ‘productivity’. Considerable 

resources have been expended to raise the educational standard of police officers. 

Effective career development strategies would ensure that the service gains the benefit 

of the skills and knowledge that police officers, both graduates and non-graduates, can 

offer, and that officers themselves achieve job satisfaction. Present arrangements for 

career development may not be sufficient. We recommend: 

That there be a re-assessment of the career development guidance contained 

in Home Office Circular 12/87. The feasibility of achieving the career 

development objectives should be more closely examined having regard to 

the actual opportunities available within forces for career development and 

the resources needed to implement it. More explicit and practical guidance 

should be given to forces on how to set up and implement career development 

policies and strategies which encompass staff appraisal and promotion 

assessment. 

That forces should give particular attention to the effective communication 

of personnel policies and arrangements so that officers fully understand the 

policy aims and how they are to be implemented. 

Recruitment and Retention 

A degree qualification is a very marketable asset and competition among employers to 

recruit graduates continues to increase. A consequence of this is that there is less need 

for them to persevere in employment which does not live up to expectations. We 

showed in Chapter 8 that, compared to non-graduates, graduate recruits to the police 

service are more likely to resign and to do so earlier in their service. A major reason 

why graduates have left is that career prospects were less than they had expected. We 

have also seen that recruits’ career expectations are built on pre-conceptions about the 

police career structure. Many gain the impression from advertisements and careers 

literature that opportunities for advancement, and the time scales involved, are more 

favourable than they really are. 

The GES in particular creates some confusion. Graduate applicants may be well aware 

that only a small number receive accelerated promotion through the Special Course, 

but the existence of the GES gives a strong message that the service wants graduates - 

indeed it is one of its aims. Those graduates who do not wish to apply for the GES are 
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very often encouraged to do so by the forces themselves thereby further raising their 

sights. Graduates glean that the skills, knowledge and abilities they possess are 

particularly welcome, and expect that they will be given ample opportunity to put them 

to good use through lateral or upward career progression. 

To minimise the likelihood of recruits holding unrealistic expectations for promotion 

and specialisation, and thereby reducing the risk of premature resignation, it is 

important that recruiting policies remain in step with the actual career opportunities 

available in the service. There is always the risk that this would discourage some who 

are both able and ambitious. But, while recognising this difficulty, we recommend: 

That recruitment policies should be carefully reviewed to ensure that 

potential recruits gain a realistic view of career opportunities within the 

force/service. In promoting the police service, recruitment literature and 

advertising should place greater emphasis on the value of a career in the 

lower and middle ranks, particularly if the service can demonstrate the 

provision for lateral career development. 

The Graduate Entry Scheme 

We have seen in Chapters 2 and 3 that graduate recruitment to the police service 

increased dramatically during the late 1970s and early 80s. Applications for the 

Graduate Entry Scheme rose to well over a thousand each year and many of the 

unsuccessful applicants found suitable as police officers applied to join the service. In 

terms of bringing forward more highly qualified recruits, the GES could therefore be 

judged a success. But this ‘boom’ recruitment period coincided with a period of high 

graduate unemployment and an increase in graduate output from polytechnics and 

colleges. The Edmund-Davies pay award had also greatly improved salaries. But with 

the upturn in the graduate employment market in 1983, applications for the GES fell as 

did the overall proportion of graduates recruited.  

Nevertheless, in recent years, an increasing proportion of graduates have joined the 

service without applying for the GES. In 1988 almost half of the graduate recruits did 

not apply. This raises questions about the future role of the GES. The police service has 

succeeded in establishing itself as a more usual career choice for graduates thus 

lessening the need for additional incentives. It is also possible, as we found with some 

of the officers we interviewed, that graduate applicants are aware of resentment 

generated by the scheme in the service. Many of the officers we interviewed were 

critical of the Scheme itself or those selected, and the majority felt the GES was not 

needed. GES officers themselves questioned its efficacy and many spoke of the 

difficulties they had encountered due to the expectations or adverse reactions of 

colleagues or senior officers. 

It is likely that opposition to the GES has contributed to its high wastage rate and may 

have hindered the progress of some of the officers. In Chapter 3 we showed that 30 per 

cent of GES officers had resigned from the service, and 15 per cent of those still serving 

have had their status withdrawn. Of those who joined via the Scheme in its first eight 

years (1968-1975), only 40 per cent have remained in the service AND received 
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accelerated promotion to inspector. Other officers successfully completing the Special 

Course resign at half the rate of those recruited on to the GES. In contrast to the GES, 

the majority of our interviewees supported the Special Course itself.  

In Chapter 6 we saw that graduates who enter the service in the normal way and are 

subsequently selected for the Special Course have been promoted almost as quickly as 

the GES officers (who having been pre-selected will not have been delayed getting on 

to the Course), and more quickly than the Special-Course non-graduates. Among 

officers who were not on an accelerated promotion scheme, we found that the graduate 

recruits had, on average, progressed more rapidly than both in-service graduates and 

non-graduates. It would seem that the potential leaders could be found within the 

service from among the serving officers who are found good enough to be 

recommended for the Special Course. 

An alternative would be direct entry to middle or upper management level - ‘an officer 

class’. Although this has traditionally been opposed by the police service, it did occur 

in practice up until the end of the Second World War. Past opposition from the Police 

Federation to the Special Course (and GES) seems to have stemmed from concern that 

the accelerated promotion scheme engenders a form of elitism which recalls that 

associated with direct entry. Indeed the extent of opposition to direct entry itself is 

evident in the recent (1988) official support given to the Special Course by the Police 

Federation “to ensure that the higher ranks of the police service are filled from within 

rather than by direct officer entry”. This, and the experience of the Graduate Entry 

Scheme, strongly suggests that introduction of a system of direct entry would be widely 

opposed from within the service and could prove to be counter-productive. 

We have seen that competition for graduates among employers will increase in the 

coming decade and this could be seen as a reason for maintaining the Graduate Entry 

Scheme. We believe, however, that existing evidence shows the Scheme has operated 

at a low level of efficiency. Alternative ways of ensuring that the service is able to draw 

sufficient leaders from within its ranks should be considered. Accepting that good 

career prospects play an important part in attracting well-qualified recruits, and that the 

in-service route to the Special Course is more accepted within the service and has 

enjoyed a lower rate of wastage, we conclude:  

That the present Graduate Entry Scheme be replaced by a campaign aimed 

at promoting the in-service route to the Special Course - both among 

potential recruits and those already in post. This need not substantially alter 

the role of Graduate Liaison Officers since the Special Course – particularly 

if re-named - would still serve as a point of focus in attracting the able and 

ambitious. Since the Special Course is frequently under-subscribed it is 

important that it be more actively promoted among officers already in post. 

Higher Education Schemes for Serving Officers 

In Chapter 4 we showed that the number of officers who attain a degree qualification 

whilst serving has risen steadily since the first of the in-service schemes, the Bramshill 

Scholarship Scheme, was introduced in 1964. Until recently the majority of in-service 
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graduates had been seconded to full-time study either as a Bramshill scholar or through 

a local force sponsorship scheme. However, several forces have reduced or 

discontinued their full-time sponsorship scheme, and fewer Bramshill Scholarships are 

awarded now that a high proportion of officers selected for the Special Course are 

graduates, and officers attending the Junior Command Course tend to be above the 

preferred age. Full-time secondment has been largely overtaken by part-time schemes, 

as in the provision of day-release for officers to undertake police-related courses at local 

institutions of higher education, or financial assistance for officers to study in their own 

time, through, for example, the Open University. There is considerable variation 

between forces in the level of support given to serving officers to undertake higher 

education courses. Some provide virtually no assistance while others have extensive 

programmes which may include full-time secondments, day-release schemes and 

financial assistance. 

The experience of higher education was clearly a very positive one for the in-service 

graduates. Officers spoke of their personal growth - such as enhanced confidence and 

self-esteem, broadening of views, greater tolerance - and of how the higher education 

process had developed and improved their power of expression, intellectual and 

problem solving abilities, and management skills. All the officers felt that acquiring a 

degree had been worthwhile, if not directly for their career, then in a personal sense. 

More than 90 per cent of the in-service graduates (full-time and part-time) said they 

would do it again, preferably full-time. The academic achievements of the full-time in-

service graduates, particularly the Bramshill scholars, compare very favourably with 

the GES officers and other graduate recruits. 

In Chapter 6 we saw that, in general, the Bramshill scholars and force-seconded officers 

had achieved more rapid promotion than part-time in-service graduates and non-

graduates. Although the period of secondment to university slows the officers’ progress 

temporarily, they tend to move more rapidly through the ranks preceding and following 

that in which they were seconded. Relatively few graduate recruits have reached the 

upper ranks as yet, but the progress of those who have, has tended to be more rapid than 

the Bramshill scholars. However, the differences are not great when it is considered 

that the graduate recruits do not spend three years of their service away at university. 

It is sometimes argued that the provision of assistance for serving officers to undertake 

courses in higher education will be unnecessary as more graduates join the service. In 

spite of the rapid rise in graduate recruitment in the early 1980s, we found that in-

service higher education schemes are still well supported by both graduate and non-

graduate officers. In Chapter 2 we showed that the proportion of recruits with a degree 

qualification has been decreasing since 1983. The increasing demand for graduates in 

the 1990s which will be on a European scale suggests that graduate recruitment will 

come under continuing pressure.  

It is also said that there is less need now for in-service schemes as there is wider access 

to higher education. But, in fact, two-thirds of university students still come from social 

classes I and II. Social classes III-V are more likely to under-achieve educationally, and 

it is from just these classes that the police service mainly recruits. There are thus good 
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reasons for supposing that it contains a number of ‘late developers’, and that there will 

be a continuing benefit for the service in providing officers with opportunities for 

higher education. 

In Chapter 2 we showed that, in terms of salary, the service is now less competitive 

with other graduate employers than in the early 1980s. It may, however, be better able 

to compete for school leavers and younger recruits. In this regard, the provision of 

higher-education opportunities could be a selling point for the police, since it is 

expected that in the decades ahead employers will come into increasing competition 

with higher education for 18 year-olds as well as each other. This, and the wide 

acceptance of higher education schemes among police officers, leads us to recommend: 

That attention should focus on recruiting school leavers/younger people with 

a view to offering higher education opportunities to suitable candidates. The 

following alternatives could be considered: 

(i)  Higher education sponsorship of qualified school leavers. This could 

take place before or after recruits enter the service and would not 

necessarily involve three years full-time secondment. Some institutions 

now offer courses which are full-time in the first year but are completed 

on a part-time basis. Similar arrangements could be made with local 

institutions of higher education. 

(ii) Publicity at the recruitment stage of the opportunities available for 

officers to further their education in-service with assistance from their 

force. 

In some forces the provision for higher education is severely limited and we therefore 

suggest: 

That the Home Office should encourage standardised policies of supporting 

in-service officers to undertake courses in education. 

The provision for full-time secondment has decreased in recent years, but we have seen 

that the recipients greatly value the opportunity they have been afforded. The Bramshill 

scholars in particular have performed very well academically and made good progress 

through to the upper ranks of the service - including those who were not from the 

Special Course. The wastage rate from the Bramshill Scholarship Scheme has been very 

low at 4.4 per cent, and almost all of that was in the earlier years of the Scheme. The 

benefits and aspects of personal development that such officers describe are particularly 

pertinent to the qualities of leadership sought by the service. Given our previous 

recommendations, we also conclude that the Bramshill Scholarship Scheme should be 

continued. Since the number of applicants that fit the present requirements of rank and 

age have decreased, we recommend: 

That the Bramshill Scholarship Scheme be continued and extended to 

include officers of the rank of sergeant. This would reduce the cost involved 

for forces and lead to a greater return on the investment. Since there is 
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currently no ‘conventional College course’ attended by sergeants (apart 

from the Special Course), the selection procedure used for applicants from 

the Regiona1 Inspectors’ Courses could be adopted. Applications could be 

invited, for example, from officers who come in the top 200 in the sergeants’ 

promotion exam. Constables who qualify could defer their application until 

promoted. 

Recruitment during the Demographic Downturn 

In Chapter 8 we highlighted the recruitment difficulties that the police service, like 

other employers, may face in the coming decade. It will be crucial for the service to not 

only consider ways in which to bring forward sufficient recruits but to increase the 

efficiency of recruiting procedures. Entry standards vary considerably between forces, 

perhaps reflecting the relative ease or difficulty with which the individual forces have 

in the past been able to attract suitable recruits. It was suggested in the Home Affairs 

Committee Report on Higher Training and the Police Staff College that such 

differences in entry standards led to a perception of the police service as less than 

professional amongst potential recruits. Given that competition among employers for 

recruits (including those who are more academically qualified) will intensify, we 

conclude: 

That all forces should reappraise their entry standards, especially physical 

standards, which are a bar to otherwise acceptable candidates. This would 

ensure that the service did not unnecessarily restrict the potential pool of 

recruits at a time when it is diminishing. 

We saw in Chapter 2 the effects of increased graduate output and high graduate 

unemployment on the recruitment of graduates to the police service. It is likely that 

graduate output will remain buoyant in the coming decade but that demand for 

graduates will further increase. Detailed information is crucial to the service in planning 

strategies to meet recruitment needs. It is feasible to utilise national and local sources 

so that pro-active rather than reactive recruiting policies could be implemented. We 

therefore recommend: 

That recruitment policies should take account of the projections relating to 

the size of the labour poo1 from which the police service draws its recruits. 

Such projections would include population statistics, output from 

universities and polytechnics, number of school leavers and levels of 

education attainment, and political or economic changes which affect levels 

of unemployment and participation in education. 

We have also seen that the demographic changes are not evenly spread through the 

country. This means that the overall picture in terms of recruitment is more complex 

than may have been thought, with some forces experiencing more difficulty in meeting 

recruiting needs than others. Information about the nature of local employment markets 

should be routinely obtained to assist in planning strategies to meet recruiting needs at 

both national and force level. We therefore recommend: 
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That forces develop their own programme for using information about local 

trends in the labour market to assist in projecting recruitment and retention 

trends. This could be incorporated in the HMI’s matrix information to make 

it accessible to other forces and help provide a more detailed picture of 

national trends. 

An Overview 

More than twenty years have elapsed since the police service identified a need to raise 

the educational standard of police officers and which led to the introduction of positive 

measures to attract graduates and well-qualified recruits. In that time, the education 

profile of the police service has changed substantially, but the rationale for wanting 

graduates and the measures that were implemented have not been comprehensively re-

assessed. 

The demographic downturn is intensifying the pressure on the police service as it seeks 

to attract sufficient and adequately qualified recruits. Increasing competition for 

graduates makes it important that the service looks at alternatives. These would include 

making better use of those already in the service and providing educational 

opportunities for suitable people both at the recruiting stage and in-service. To ensure 

that the need for such strategies is fully understood and that they are implemented in a 

consistent and co-ordinated way throughout the service, we finally recommend: 

That the Home Office should clearly re-state the need for graduates and 

better educated officers in the service. This should not only focus on the 

recruitment of well-qualified people, but acknowledge the contribution of in-

service higher education schemes. The clear connection should be made that 

well-defined career development policies are essential to ensure the proper 

use of officers’ skills and abilities, and to lessen the incidence of job 

dissatisfaction. 
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Appendix A 

Methods 

A pilot study was conducted from June to September 1987 to test the feasibility of using 

Home Office records of graduates to describe the national context and the practicability 

of working at the individual force level by making a particular study of the Greater 

Manchester Police. In November 1987, a meeting was held with the Steering Group 

which had been set up by the ACPO Training Committee to monitor and advise on the 

research, and it was agreed that a national study be undertaken. Fieldwork for the 

national study was carried out from January 1988 to January 1989, and the most up-to-

date national records of graduates (1988) were obtained in May 1989. 

National Statistics 

The national statistics (England and Wales) of graduates presented in this report were 

derived from Home Office records kept by the Extended Interview Office (EIO) and 

Graduate Liaison Office (GLO). For 1982, 1983 and 1986, tabulations compiled by the 

EIO showing the graduates by force, rank, sex and entry status were utilised. 

More detailed EIO records were available for 1971 to 1973 and these gave the 

graduates’ force, rank, sex, date of joining, date of birth, year of graduation, degree 

subject, honours level and institution attended. EIO records for 1975, 1978 and 1981 

also contained this information along with officers’ dates of promotion (for each rank), 

attendance at Police Staff College courses and entry status. The latter refers to whether 

the officer joined the service as a graduate or attained a degree in-service. Eight 

categories were used to define entry status, as shown below: 

A Did not apply for Graduate Entry Scheme 

A1 Accepted for the Graduate Entry Scheme 

A2 Rejected for the Graduate Entry Scheme 

B1 Bramshill Scholar from the Special Course 

B2 Bramshill Scholar from other College course 

C Local Force Sponsorship for full~time study 

D1 Private Study with force assistance 

D2 Private Study without force assistance 

In recent years, graduate records have been maintained by the Graduate Liaison Office 

and in 1988 a new system for collating the records was introduced. This meant that 

details of attendance at Police Staff College courses and dates of promotion to each 

rank were not included in the 1988 records, and different categories had been 

introduced for entry status and degree subject. 



 

-116- 

The eight categories of entry status shown were pared down to five, namely: ‘Joined 

with degree’, ‘GES successful’, ‘Standard entry through GES’, ‘Bramshill Scholarship’ 

and ‘Gained degree in service’. Two new categories, ‘GES application current’ and 

‘Rejected/withdrew from GES’, were also created. These changes meant that the 

opportunity for comparison with previous records was reduced. 

Data on the resignation of graduates from the police service between 1984 and 1986 

was also provided by the Graduate Liaison Office. More recent GLO records of 

graduate wastage were not available at the time of writing, and it was not clear whether 

details of graduate wastage had been transferred to the new record system. 

Up-to-date information on Graduate Entry Scheme candidates was obtained from the 

Police Extended Interview Office, and records of Bramshill scholars were provided by 

Superintendent Robert Bartlett, the Secretary of the Bramshill Scholars’ Association. 

Other figures on recruitment, wastage, strength, establishment, educational 

qualifications of recruits, Bramshill scholarships awarded and so on were extracted 

from the annual reports of H.M. Chief Inspector of Constabulary. ALL other sources 

of national data are acknowledged within the text or tables and figures. 

Survey of 43 Forces - Questionnaires 

Each of the 42 provincial forces were requested to participate in the research via a letter 

from the Steering Group. The Metropolitan Police force was contacted directly by the 

researchers. Forces were asked to appoint a liaison officer to make contact with the 

University and ensure the completion of the questionnaire. 

 All the forces agreed to participate. By May 1988, the liaison officer in each force had 

been sent a copy of the questionnaire (consisting of eight separate sections) for 

distribution to the appropriate members of staff. By March 1990, questionnaires had 

been returned by all of the 43 forces, though some were unable to provide all of the 

information that had been requested. 

Detailed Study of a Sample of Forces 

A sample of forces was studied in detail. The seven forces in our sample were selected 

so as to be representative of urban, semi-rural and rural forces, and to vary in terms of 

geographical location, strength and the population per police officer. One of the forces 

originally selected declined to participate and the eventual sample was comprised as 

shown inTable A1, the information being that for October 1987 when the sample was 

chosen. 

The sample forces were contacted via a letter from the Steering Group. Permission was 

granted to enable the collection of information on all serving graduate officers and a 

representative sample of non-graduate officers, and it was agreed that a sub-sample of 

serving officers could be approached to request - their permission to be interviewed. 

Arrangements (described below) were also made to collate information on officers who 

had resigned between 1984 and 1987 and to contact a sub-sample for interview.  
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Table A1: The Seven Forces Comprisng the Sample 

Greater Manchester Police  West Midlands Police  

Large force, strength: 6,840 Large force, strength: 6,696 

Urban force, population per officer: 372 Urban force, population per officer: 395 

Number of graduates: 430 Number of graduates: 327 

Northumbria Constabulary  Hampshire Constabulary  

Medium force, strength: 3,424 Medium force, strength: 3,122 

Semi-rural, population per officer: 427 Semi-rural, population per officer: 530 

Number of graduates: 187 Number of graduates: 136 

North Wales Police  Lincolnshire Police  

Small force, strength: 1,289 Small force, strength: 1,179 

Rural force, population per officer: 480 Rural force, population per officer: 473 

Number of graduates: 62 Number of graduates: 42 

Metropolitan Police    

Largest force, strength: 26,963   

Urban force, population per officer: 263   

Number of graduates: 1,478   

 
A stratified random sample was used to select the non-graduate officers. Since there are 

relatively few officers in the upper ranks and comparisons of promotion rates were to 

be made, all officers of chief inspector rank or above were included. For the provincial 

forces, the proportion of non-graduate officers sampled in each of the lower ranks was 

as follows: 50% of inspectors, 20% of sergeants, and 10% of constables. For the 

Metropolitan Police, a smaller sample was used, since the information had to be 

extracted manually from each officer’s file and a larger sampling frame was not feasible 

in the time available. The proportions of officers sampled for the Metropolitan Police 

were as follows: 20% of inspectors, 10% of sergeants and 5% of constables. 

Because of variations in the way in which forces maintain personnel records, the 

method of data collection had to be tailored to each force. Wherever possible the data 

was collated by the researchers so that members of the force would not be diverted from 

their own work. In some forces, the information required was held on computer and 

could be easily extracted, but in others the information was collated from manual 

records under the supervision of staff members. The information that was recorded is 

itemised below. For reasons of confidentiality, names were NOT included, nor were 

actual days noted as part of any of the dates. 

Graduate officers: date of birth, date of joining the service, breaks in 

service, entry status, degree subject, degree result, institution attended, 

promotion dates and attendance at Police Staff College courses. 

Non-Graduate officers: date of birth, date of joining the service, breaks in 

service, education qualifications, promotion dates and attendance at Police 

Staff College courses. 
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Tables A2 and A3 show the composition of the final graduate and non-graduate sample, 

whilst Table A4 provides a breakdown of the graduate sample by entry status and rank. 

The representativeness of the total sample is given in Table A5 where each rank has 

been expressed as the proportion of all officers in England and Wales, with separate 

calculations based on graduate and non-graduate officers only (derived from 1988 

Home Office graduate records and 1988 police establishment figures). 

Table A2: Graduate/Non-Graduate Sample by Rank and Force 

 PC Sgt Insp C/Insp Supt C/Supt ACPO All 

Lincolnshire         

Graduates 25 4 6 4 4 1 1 45 

Non Graduates 85 38 37 24 8 6 2 200 

North Wales         

Graduates 60 9 3 - 4 - - 76 

Non-Graduates 101 44 33 29 21 7 3 238 

Hampshire         

Graduates 76 19 9 7 4 1 3 119 

Non-Graduates 234 99 78 47 31 9 3 501 

Northumbria         

Graduates 149 27 14 12 6 2 - 210 

Non-Graduates 266 117 107 61 45 12 4 612 

West Midlands         

Graduates 171 70 41 40 29 9 3 363 

Non-Graduates 495 219 174 85 56 14 3 1,046 

Gtr.Manchester         

Graduates 322 67 43 17 23 5 4 481 

Non-Graduates 543 223 222 123 73 23 3 1,210 

Metropolitan         

Graduates 936 277 120 76 53 41 24 1,527 

Non-Graduates 1,023 469 329 422 198 138 42 2,621 

Total         

Graduates 1,739 473 236 156 123 59 35 2,821 

Non-Graduates 2,747 1,209 980 791 432 209 60 6,428 

Total Sample 4,486 1,682 1,216 947 555 268 95 9,249 

 

It was necessary to exclude the Metropolitan Police from the study of premature 

resignation due to the difficulty in identifying the graduate leavers, and time and 

budgetary restrictions. In the six provincial forces, those graduates and non-graduates 

who resigned prematurely and voluntarily between 1.1.84 and 31.12.87 were extracted 

from records. Officers who left the police service on pension, for maternity reasons or 

as a result of disciplinary action were excluded. A total of 117 graduate leavers and 741 

non-graduate leavers met the criteria. Table A6 shows the composition of the sample 

of resignees by force and rank.  
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Table A3: Graduate/Non-Graduate Sample by Sex and Rank 

  PC Sgt Insp C/Insp Supt C/Supt ACPO All 

Grads m 1,349 433 221 151 121 56 34 2,365 

 f 390 40 15 5 2 3 1 456 

Non-Grads m 2,380 1,147 956 782 425 208 59 5,957 

 f 367 62 24 9 7 1 1 471 

 
Table A4: Graduate Sample, Entry Status by Rank 

 PC Sgt Insp C/Insp Supt C/Supt ACPO All 

Standard 

entry 
1,685 355 49 19 4 1 3 2,116 

GES 36 24 42 16 7 3 - 128 

Bramshill 

Scholar 
- - 23 50 49 31 23 176 

Force 

seconded 
2 24 26 22 17 3 - 94 

Part-time 

in-service 
16 70 96 49 46 21 9 307 

Total 1,739 473 236 156 123 59 35 2,821 

 
Table A5: Sample as Per Cent of All Police Officers in England and Wales by Rank 

Rank All Graduates1 All Non-Graduates2 Total3 

Constable 41.7 3.1 4.8 

Sergeant 51.2 6.7 8.8 

Inspector 39.0 16.4 18.5 

Chief Inspector 44.4 42.2 42.6 

Superintendent 38.1 37.6 37.7 

Chief Superintendent 38.6 50.8 47.5 

ACPO 36.5 43.5 40.6 

Total 42.6 5.5 7.5 

1. Graduate sample as per cent of all graduate officers. Based on 1988 Home Office graduate records. 

2. Non-graduate sample as per cent of all non-graduate officers. Non-graduates are a residual category derived by subtracting 
the graduate total from 1988 establishment figures for England & Wales. 

3. Total sample as per cent of 1988 establishment for England & Wales (from HMCIC Report, 1988). 

Table A6: Graduate and Non-Graduate Resignees by Rank 

Force 
Graduates Non-Graduates 

All 
PC Sgt Insp PC Sgt Insp 

Lincolnshire 1 - - 27 - - 28 

North Wales 4 - - 27 - - 31 

Hampshire 12 - - 98 1 1 112 

Northumbria 17 - - 77 2 - 96 

West Midlands 32 1 - 253 8 - 294 

Greater Manchester 47 3 - 240 7 - 297 

Total 113 4 - 722 18 1 858 



 

-120- 

Interviews with Serving Officers 

In-depth interviews were conducted with a sub-sample of 208 officers - representing 

all ranks - from the six provincial forces. It was not possible to interview officers from 

the Metropolitan Police within the budget for the project. The graduate interviewees 

were selected randomly from the four entry status categories - where possible including 

at least one woman officer in each category - and then equal numbers of non-graduate 

interviewees were selected to match the graduate sample by rank and sex. The 

sampling-frame used to select officers for interview from each force is detailed below. 

Sub-Sample 

4 Graduate Entry Scheme officers 

4 Standard Entrants 

4 Full-Time In-Service Graduates (including Bramshill scholars) 

4 Part-Time In-Service Graduates 

16 Non-Graduates, matched to the graduate sample by rank and sex 

1 Police Federation representative 

6 Senior Officers (including at least one officer of ACPO rank, a representative 

of the Superintendents’ Association, and officers responsible for personnel, 

recruitment, training and career planning) 

Most of the interviews were carried out during officers’ duty time and lasted from one 

to one-and-a-half hours, though some did extend to three hours. With the officers’ 

permission, the interviews were taped and later transcribed in full by the interviewers, 

though detailed notes were also taken during the interview. Separate interview 

schedules were used for graduate recruits, in-service graduates, non-graduates, and 

senior officers/staff association representatives. 

Where applicable, the same questions were asked of all the interviewees, but additional 

questions were necessary in order to cover the varied background and experiences of 

the graduate and non-graduate officers. The interviews with senior officers and staff 

association representatives were, however, treated quite differently: in the main, they 

were asked to comment on force policies and practice, rather than to relate their 

personal experiences and views. 

TableA7 shows the interview sample according to rank, sex and interview category. 

The number of officers interviewed from each force is given in Table A8, but here, to 

preserve the identity of the interviewees, the interview categories have been combined 

and the rank and sex of the officers are not indicated. The two small forces did not have 

four GES officers and four full-time in-service graduates so the number of interviews 

was reduced. The interviews with officers of ACPO rank included three Chief 

Constables. Thirteen (32.5%) of the senior officers/staff association representatives 

were graduates of whom two had joined with a degree, six were full-time in-service 

graduates, and five were part-time in-service graduates. 
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Table A7: Interview Sample of Serving Officers by Rank and Sex 

 PC Sgt Insp C/Insp Supt C/Supt ACPO All 

Graduates         

GES         

   Male 4 2 5 2 3 - - 16 

   Female - 1 1 - - - - 2 

Standard Entrants         

   Male 14 3 1 - - - - 18 

   Female 6 - - - - - - 6 

Full-Time In-Service         

   Male 1 - 4 7 5 - - 17 

   Female - - - 1 - - - 1 

Part-Time In-Service         

   Male - 1 9 6 3 1 - 20 

   Female - 2 2 - - - - 4 

Non-Graduates         

   Male 19 6 20 12 12 1 - 70 

   Female 6 3 3 2 - - - 14 

Police Federation         

   Male 3 3 - - - - - 6 

   Female - - - - - - - - 

Supt. Association         

   Male - - - - 2 3 - 5 

   Female - - - - - - - - 

ACPO/Senior Officers         

   Male - - - 3 9 9 7 28 

   Female - - - - 1 - - 1 

Total         

   Male 41 15 39 30 34 14 7 180 

   Female 12 6 6 3 1 - - 28 

 
The graduate and non-graduate samples are not matched precisely by rank as was 

originally intended. This occurred because, unbeknown to the researchers, several of 

the officers were promoted after the interview arrangements had been made and it was 

not felt that this presented sufficient grounds to discount the interviews. 

In one of the forces, representatives of the Superintendents’ Association held a meeting 

to discuss the proposed interview and subsequently declined to participate as they felt 

one spokesperson could not represent the views of all members. In another force, an 

interview arranged with an officer of ACPO rank was cancelled (by the officer) since 

it was felt that the policies of the force had already been described by a colleague. 
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TableA8: Interview Sample of Serving Officers by Force 

 Graduate 

Recruits 

In-Service 

Graduates 
Non-Grads 

Staff Assoc/ 

Senior Off. 
Total 

Lincolnshire 4 6 10 7 27 

North Wales 6 4 10 6 26 

Hampshire 8 8 16 8 40 

Northumbria 8 8 16 7 39 

West Midlands 8 8 16 7 39 

Gtr.Manchester 8 8 16 5 37 

 
Interviews with Resigned Officers 

Of the 741 non-graduate leavers in the sample, 117 were randomly selected who 

matched the (117) graduates by force and gender. The graduate leavers and sample of 

non-graduate leavers were sent a letter by their force which outlined the nature of the 

study and offered them the opportunity to refuse details of their home address being 

supplied to the researcher. One leaver did refuse. Once the force gave clearance, 

attempts were made to telephone the leavers. Of those contacted in this way, 87 per 

cent agreed to take part.  

Letters were sent to those not contactable by phone. This method was less effective 

with only 15 of the 133 letters mailed achieving replies. ALL but two replies indicated 

a willingness to be interviewed. The graduate leavers tended to be more prepared to be 

interviewed than the non-graduates. Most interviews were carried out at the leaver’s 

home but some elected to be seen at their place of work. Distance or availability 

precluded the possibility of meeting nine of the respondents. They were interviewed by 

telephone. Interviews lasted up to two-and-a-half hours and were tape-recorded and 

later transcribed. A total of 72 leavers were interviewed, of whom 30 were non-

graduates. The final composition of the interview sample is given in Table A9. 

Table A9: Interview Sample of Officers who Resigned between 1.1.84 and 31.12.87 

Force 
Graduates Non-Graduates 

All 
Male Female Male Female 

Lincolnshire - 1 2 - 3 

North Wales 1 1 1 2 5 

Hampshire 4 - 1 - 5 

Northumbria 6 2 5 1 14 

West Midlands 5 7 2 1 15 

Greater Manchester 9 6 9 6 30 

Total 25 17 20 10 72 
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Appendix B 

Table B1.1: Graduates by Year as Percentage of Authorised Establishment, and Rank Order1 

 
Force 1975 1978 1981 1983 1986 1988 

Estab 

19882 

  % R % R % R % R % R % R R 

01 Metropolitan 0.61 =15 1.08 =16 2.56 7 3.93 4 5.37 8 5.57 15 1 

02 City of London 0.20 42 0.68 35 1.08 40 2.01 38 4.51 20 5.89 10 43 

03 Avon & Somerset 1.01 4 1.72 1 2.95 1 3.74 9 5.46 6 6.23 7 11 

04 Bedfordshire - 43 0.32 43 1.03 41 1.80 41 2.70 43 3.20 41 39 

05 Cambridgeshire 0.66 13 1.38 2 2.37 10 3.86 5 5.35 9 5.76 11 34 

06 Cheshire 0.79 8 1.05 =19 2.01 20 3.04 20 4.39 24 5.11 24 21 

07 Cleveland 0.57 =20 1.20 =8 1.97 =22 2.85 =23 4.14 28 4.27 =31 26 

08 Cumbria 1.02 3 1.20 =8 2.84 3 3.55 13 4.42 23 5.33 19 36 

09 Derbyshire 0.26 40 0.59 38 1.98 21 3.06 =18 4.53 19 5.41 17 22 

10 Devon & Cornwall 0.41 33 0.82 30 2.12 =17 3.37 16 4.43 22 5.16 23 15 

11 Dorset 0.45 30 0.43 42 0.94 =42 1.94 39 2.79 39 3.40 38 31 

12 Durham 0.95 5 1.11 =13 1.77 25 2.43 31 4.79 17 5.23 21 28 

13 Dyfed-Powys 0.55 =23 1.20 =8 1.61 29 2.14 36 3.00 38 3.32 40 42 

14 Essex 0.74 9 0.91 =26 1.41 33 2.34 33 2.94 40 3.37 39 16 

15 Gloucestershire 1.09 =1 1.08 =16 1.68 28 2.66 =25 3.09 37 4.21 33 35 

16 Greater Manchester 0.55 =23 0.91 =26 2.29 13 3.64 =11 6.19 3 6.90 2 2 

17 Gwent 0.52 28 0.72 33 1.54 31 2.66 =25 3.68 32 5.03 25 40 

18 Hampshire 0.42 32 0.71 34 1.49 32 2.56 30 4.38 25 4.57 29 9 

19 Hertfordshire 1.09 =1 1.11 =13 2.93 2 4.40 1 7.21 1 6.87 3 25 

20 Humberside 0.36 36 0.77 =31 1.72 26 2.13 37 3.70 31 4.67 28 19 

21 Kent 0.57 =20 1.06 18 1.57 30 2.30 34 3.74 30 4.15 34 13 

22 Lancashire 0.91 6 1.31 3 2.31 12 3.77 8 5.38 7 6.55 5 8 

23 Leicestershire 0.70 11 1.29 =4 2.26 14 3.06 =18 4.04 29 4.27 =31 23 

24 Lincolnshire 0.51 29 0.51 40 1.35 34 1.78 42 3.55 34 4.14 35 33 

25 Merseyside 0.55 =23 0.97 23 2.32 11 3.02 21 4.87 13 6.16 8 5 

26 Norfolk 0.63 14 0.95 24 1.11 39 2.36 32 2.81 41 2.99 42 29 

27 Northamptonshire 0.44 31 0.63 37 1.69 27 2.65 28 4.17 27 5.42 16 37 

28 Northumbria 0.24 41 1.29 =4 2.77 4 4.17 2 5.54 5 6.78 4 7 

29 North Wales 0.55 =23 0.86 29 1.20 35 2.66 =25 4.71 18 5.58 14 30 

30 North Yorkshire 0.38 35 1.05 =19 1.97 =22 2.85 =23 4.90 11 5.19 22 27 

31 Nottinghamshire 0.61 =15 1.03 21 2.21 15 3.10 17 4.83 15 5.71 12 17 

32 South Wales 0.59 18 0.91 =26 1.90 24 3.47 =14 4.86 14 5.66 13 10 

33 South Yorkshire 0.58 19 1.02 22 2.12 =17 2.89 22 4.30 26 4.54 30 12 

34 Staffordshire 0.53 27 0.77 =31 1.19 37 2.24 35 3.57 33 4.06 37 18 

35 Suffolk 0.28 =38 0.55 39 1.16 38 1.76 43 2.78 42 2.87 43 32 

36 Surrey 0.28 =38 0.94 25 2.25 15 3.81 6 4.82 16 5.37 18 24 

37 Sussex 0.83 7 1.28 6 2.69 =5 3.67 10 5.19 10 6.33 6 14 

38 Thames Valley 0.61 =15 1.10 15 2.03 19 3.64 =11 5.77 4 6.07 9 6 

39 Warwickshire 0.68 12 1.26 7 2.50 8 3.78 7 6.20 2 7.14 1 41 

40 West Mercia 0.30 37 0.65 36 0.94 =42 1.92 40 3.43 35 4.74 27 20 

41 West Midlands 0.71 10 1.18 12 2.69 =5 3.99 3 4.89 12 4.99 26 3 

42 West Yorkshire 0.57 =20 1.20 =8 2.46 9 3.47 =14 4.48 21 5.32 20 4 

43 Wiltshire 0.40 34 0.49 41 1.26 36 2.59 29 3.24 36 4.10 36 38 

 Total 0.59  1.02  2.17  3.32  4.80  5.36   

 Range of % 0.00-1.09 0.32-1.72 0.94-2.95 1.76-4.40 2.70-7.21 2.87-7.14  

1. Rank-order of forces according to proportion of graduates 

2. Rank-order of forces according to 1988 authorised establishment.
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Table B2.1 Graduates by Rank, England and Wales, 1975 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 70 22 34 19 9 6 2 162 

02 City of London 1 - - 1 - - - 2 

03 Avon & Somerset 16 2 7 3 - - 1 29 

04 Bedfordshire - - - - - - - - 

05 Cambridgeshire 3 - 4 - - - - 7 

06 Cheshire 7 2 2 2 - - 1 14 

07 Cleveland 2 1 3 1 1 - - 8 

08 Cumbria 6 - 3 2 - - - 11 

09 Derbyshire 3 - 1 - - - - 4 

10 Devon & Cornwall 10 - 1 - - - - 11 

11 Dorset 4 - - - - - 1 5 

12 Durham 5 1 3 3 - 1 - 13 

13 Dyfed-Powys 3 - - 1 - - 1 5 

14 Essex 2 1 4 4 4 - 3 18 

15 Gloucestershire 6 2 2 1 1 - - 12 

16 Greater Manchester 12 7 12 1 3 - 1 36 

17 Gwent 3 1 1 - - - - 5 

18 Hampshire 6 - 3 1 1 - 1 12 

19 Hertfordshire 8 1 6 1 - - - 16 

20 Humberside 4 1 1 - 1 - - 7 

21 Kent 7 1 3 1 2 - - 14 

22 Lancashire 8 6 7 4 2 1 - 28 

23 Leicestershire 5 1 1 2 1 1 1 12 

24 Lincolnshire - 2 1 - 1 - 2 6 

25 Merseyside 9 3 4 3 4 1 - 24 

26 Norfolk 6 - 2 - - - - 8 

27 Northamptonshire 3 - - - 1 - - 4 

28 Northumbria 5 1 - 1 1 - - 8 

29 North Wales 5 1 1 - - - - 7 

30 North Yorkshire 4 - - 1 - - - 5 

31 Nottinghamshire 9 - - 2 1 - 1 13 

32 South Wales 7 8 2 - 1 - - 18 

33 South Yorkshire 9 1 - 2 4 - - 16 

34 Staffordshire 5 1 2 - 2 - 1 11 

35 Suffolk 1 1 1 - - - - 3 

36 Surrey 3 - - - 1 - - 4 

37 Sussex 12 1 6 2 2 - - 23 

38 Thames Valley 10 1 4 2 1 - - 18 

39 Warwickshire 2 - 2 1 1 - - 6 

40 West Mercia 3 - 2 - - - - 5 

41 West Midlands 18 6 13 3 3 3 - 46 

42 West Yorkshire 13 2 6 4 4 - - 29 

43 Wiltshire 3 - 1 - - - - 4 

 Total 318 77 145 68 52 13 16 689 
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Table B2.2: Graduates by Rank, England and Wales, 1978 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 144 43 45 23 16 12 3 286 

02 City of London 2 2 2 - 1 - - 7 

03 Avon & Somerset 27 6 7 6 2 - 1 49 

04 Bedfordshire 2 - 1 - - - - 3 

05 Cambridgeshire 10 - 1 4 - - - 15 

06 Cheshire 9 3 3 2 - 1 1 19 

07 Cleveland 8 3 3 2 1 - - 17 

08 Cumbria 7 1 2 2 - 1 - 13 

09 Derbyshire 4 2 1 2 - 1 - 10 

10 Devon & Cornwall 13 3 1 2 1 1 1 22 

11 Dorset 3 - - 1 - - 1 5 

12 Durham 8 2 1 1 2 1 - 15 

13 Dyfed-Powys 8 - 2 - - - 1 11 

14 Essex 3 - 9 5 4 1 1 23 

15 Gloucestershire 6 2 2 - 1 1 - 12 

16 Greater Manchester 29 4 20 3 4 - 1 61 

17 Gwent 4 - 1 2 - - - 7 

18 Hampshire 8 4 5 2 1 - 1 21 

19 Hertfordshire 9 - 5 2 1 - - 17 

20 Humberside 8 1 4 1 1 - - 15 

21 Kent 16 3 5 3 2 1 - 30 

22 Lancashire 17 10 4 3 7 - - 41 

23 Leicestershire 13 - 1 3 2 - 3 22 

24 Lincolnshire 2 - 3 - 1 - - 6 

25 Merseyside 20 7 5 5 5 - 1 43 

26 Norfolk 7 2 2 1 - - - 12 

27 Northamptonshire 3 - 1 1 1 - - 6 

28 Northumbria 24 11 4 2 1 - 1 43 

29 North Wales 8 1 2 - - - - 11 

30 North Yorkshire 11 - - 2 1 - - 14 

31 Nottinghamshire 15 1 2 - 2 - 2 22 

32 South Wales 10 8 6 1 2 - 1 28 

33 South Yorkshire 17 2 3 1 3 2 - 28 

34 Staffordshire 7 3 3 - 1 1 1 16 

35 Suffolk 1 2 2 - 1 - - 6 

36 Surrey 9 1 - 1 2 - 2 15 

37 Sussex 18 3 9 4 2 - - 36 

38 Thames Valley 17 4 3 4 3 1 1 33 

39 Warwickshire 2 - 5 - 2 1 1 11 

40 West Mercia 8 - 3 - - - 1 12 

41 West Midlands 30 9 15 13 6 3 1 77 

42 West Yorkshire 37 5 11 1 6 - 1 61 

43 Wiltshire 1 1 2 1 - - - 5 

 Total 605 149 206 106 85 28 27 1,206 
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Table B2.3: Graduates by Rank, England and Wales, 1983 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 718 105 101 63 32 26 12 1,057 

02 City of London 7 2 4 3 - - - 16 

03 Avon & Somerset 75 13 11 5 6 3 - 113 

04 Bedfordshire 12 1 1 2 1 - 1 18 

05 Cambridgeshire 28 4 4 6 2 - - 44 

06 Cheshire 35 8 6 4 2 - 1 56 

07 Cleveland 25 2 6 3 5 - 1 42 

08 Cumbria 30 1 4 1 1 3 - 40 

09 Derbyshire 32 7 4 6 3 1 1 54 

10 Devon & Cornwall 66 6 9 3 4 2 2 92 

11 Dorset 16 2 - 2 1 1 1 23 

12 Durham 22 4 5 - 1 1 - 33 

13 Dyfed-Powys 16 4 - - - - - 20 

14 Essex 29 1 12 9 7 3 1 62 

15 Gloucestershire 27 - 2 1 1 - - 31 

16 Greater Manchester 165 27 30 15 13 2 1 253 

17 Gwent 18 1 3 1 2 1 - 26 

18 Hampshire 51 10 7 5 1 3 2 79 

19 Hertfordshire 50 6 6 3 3 - 1 69 

20 Humberside 27 3 6 2 3 1 - 42 

21 Kent 34 6 10 10 3 2 1 66 

22 Lancashire 68 21 14 7 7 2 - 119 

23 Leicestershire 32 3 8 4 2 - 4 53 

24 Lincolnshire 8 2 4 5 - 1 1 21 

25 Merseyside 72 13 32 12 4 5 1 139 

26 Norfolk 20 1 5 2 1 1 - 30 

27 Northamptonshire 11 3 5 2 2 3 1 27 

28 Northumbria 100 11 15 9 1 2 2 140 

29 North Wales 28 3 1 1 - 2 - 35 

30 North Yorkshire 26 - 6 4 1 1 1 39 

31 Nottinghamshire 51 7 6 2 2 1 1 70 

32 South Wales 71 13 12 6 3 - 3 108 

33 South Yorkshire 60 4 9 5 3 2 1 84 

34 Staffordshire 26 9 10 - - 1 1 47 

35 Suffolk 14 - 3 2 1 - - 20 

36 Surrey 43 2 6 4 2 1 3 61 

37 Sussex 62 11 14 8 6 2 1 104 

38 Thames Valley 83 9 12 4 8 2 1 119 

39 Warwickshire 19 1 5 4 2 2 2 35 

40 West Mercia 20 5 3 4 3 1 1 37 

41 West Midlands 150 27 44 20 16 7 3 267 

42 West Yorkshire 125 16 16 10 7 2 3 179 

43 Wiltshire 18 2 3 2 2 - - 27 

 Total 2,590 376 464 261 164 87 55 3,997 

  



 

-128- 

Table B2.4: Graduates by Rank, England and Wales, 1988 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 962 285 130 69 55 40 26 1,567 

02 City of London 32 5 3 3 3 1 - 47 

03 Avon & Somerset 117 24 20 13 8 4 4 190 

04 Bedfordshire 22 3 3 1 2 1 1 33 

05 Cambridgeshire 45 6 5 5 5 - 2 68 

06 Cheshire 64 10 10 4 4 2 1 95 

07 Cleveland 42 5 4 3 4 3 2 63 

08 Cumbria 45 4 6 1 2 2 1 61 

09 Derbyshire 60 9 13 9 5 1 - 97 

10 Devon & Cornwall 90 21 16 6 5 5 3 146 

11 Dorset 24 9 5 2 1 1 - 42 

12 Durham 49 7 8 5 1 - 1 71 

13 Dyfed-Powys 23 5 2 - - - 1 31 

14 Essex 48 4 13 12 10 4 2 93 

15 Gloucestershire 36 7 1 1 3 1 - 49 

16 Greater Manchester 326 63 42 15 25 4 4 479 

17 Gwent 37 4 1 3 2 2 1 50 

18 Hampshire 100 13 13 6 7 3 1 143 

19 Hertfordshire 79 18 6 3 3 2 1 112 

20 Humberside 56 12 11 8 2 1 2 92 

21 Kent 78 15 6 8 12 3 - 122 

22 Lancashire 128 33 20 13 9 3 1 207 

23 Leicestershire 43 9 8 3 5 2 4 74 

24 Lincolnshire 27 5 6 4 5 1 1 49 

25 Merseyside 151 37 51 25 14 8 2 288 

26 Norfolk 28 3 2 3 1 2 1 40 

27 Northamptonshire 30 12 5 4 3 5 1 60 

28 Northumbria 169 26 16 16 6 2 1 236 

29 North Wales 57 9 3 1 4 - - 74 

30 North Yorkshire 49 10 6 2 2 - 2 71 

31 Nottinghamshire 95 17 10 2 3 4 - 131 

32 South Wales 107 22 22 11 9 3 2 176 

33 South Yorkshire 90 14 11 9 7 1 2 134 

34 Staffordshire 48 19 7 8 3 - 3 88 

35 Suffolk 23 3 1 1 4 2 - 34 

36 Surrey 44 14 10 7 7 3 3 88 

37 Sussex 125 22 14 3 12 7 2 185 

38 Thames Valley 148 27 15 5 13 5 4 217 

39 Warwickshire 41 9 4 5 6 2 3 70 

40 West Mercia 53 10 13 4 7 4 2 93 

41 West Midlands 173 50 36 35 29 11 3 337 

42 West Yorkshire 179 38 27 11 12 7 4 278 

43 Wiltshire 30 5 1 2 3 1 2 44 

 Total 4,173 923 606 351 323 153 96 6,625 
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Table B2.5: Percentage1 Graduates by Rank, England and Wales, 1975 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 0.3 0.5 3.0 4.7 6.3 3.0 10.0 0.6 

02 City of London 0.1 - - 6.2 - - - 0.2 

03 Avon & Somerset 0.7 0.4 5.5 3.8 - - 20.0 1.0 

04 Bedfordshire - - - - - - - - 

05 Cambridgeshire 0.4 - 8.0 - - - - 0.9 

06 Cheshire 0.5 0.7 2.0 6.9 - - 25.0 0.8 

07 Cleveland 0.2 0.4 4.1 3.8 5.9 - - 0.6 

08 Cumbria 0.7 - 4.9 8.3 - - - 1.0 

09 Derbyshire 0.2 - 1.2 - - - - 0.3 

10 Devon & Cornwall 0.5 - 0.9 - - - - 0.4 

11 Dorset 0.5 - - - - - 33.3 0.4 

12 Durham 0.5 0.5 4.1 9.4 - 12.5 - 0.9 

13 Dyfed-Powys 0.4 - - 4.3 - - 33.3 0.5 

14 Essex 0.1 0.2 3.8 6.8 16.7 - 60.0 0.7 

15 Gloucestershire 0.7 1.1 3.7 5.9 7.7 - - 1.1 

16 Greater Manchester 0.2 0.7 3.1 0.8 3.4 - 14.3 0.5 

17 Gwent 0.4 0.7 2.4 - - - - 0.5 

18 Hampshire 0.3 - 2.7 1.5 3.8 - 20.0 0.4 

19 Hertfordshire 0.7 0.4 7.9 3.0 - - - 1.1 

20 Humberside 0.3 0.3 1.0 - 4.3 - - 0.4 

21 Kent 0.4 0.3 2.4 2.2 6.2 - - 0.6 

22 Lancashire 0.3 1.2 4.9 6.1 4.8 7.1 - 0.9 

23 Leicestershire 0.4 0.3 1.2 5.7 4.2 14.3 25.0 0.7 

24 Lincolnshire - 1.1 1.6 - 7.1 - 50.0 0.5 

25 Merseyside 0.3 0.4 1.8 4.6 7.1 5.9 - 0.5 

26 Norfolk 0.6 - 3.6 - - - - 0.6 

27 Northamptonshire 0.4 - - - 7.7 - - 0.4 

28 Northumbria 0.2 0.2 - 1.6 2.2 - - 0.2 

29 North Wales 0.5 0.5 1.7 - - - - 0.5 

30 North Yorkshire 0.4 - - 3.6 - - - 0.4 

31 Nottinghamshire 0.6 - - 5.0 3.0 - 25.0 0.6 

32 South Wales 0.3 1.5 1.1 - 2.4 - - 0.6 

33 South Yorkshire 0.4 0.2 - 4.6 11.8 - - 0.6 

34 Staffordshire 0.3 0.3 2.0 - 7.4 - 20.0 0.5 

35 Suffolk 0.1 0.6 2.1 - - - - 0.3 

36 Surrey 0.3 - - - 5.3 - - 0.3 

37 Sussex 0.6 0.2 4.4 4.4 5.4 - - 0.8 

38 Thames Valley 0.4 0.2 3.1 3.3 2.6 - - 0.6 

39 Warwickshire 0.3 - 3.8 5.3 10.0 - - 0.7 

40 West Mercia 0.2 - 2.4 - - - - 0.3 

41 West Midlands 0.4 0.6 3.8 3.1 3.9 14.3 - 0.7 

42 West Yorkshire 0.3 0.2 2.1 4.6 5.8 - - 0.6 

43 Wiltshire 0.4 - 2.2 - - - - 0.4 

 Total 0.4 0.4 2.5 3.1 3.8 2.1 6.2 0.6 

1. Percentage of Authorised Establishment (HMCIC Report, 1975). 
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Table B2.6: Percentage1 of Graduates by Rank, England and Wales, 1978 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 0.7 1.0 3.7 5.8 6.2 6.0 4.1 1.1 

02 City of London 0.3 1.3 3.0 - 8.3 - - 0.7 

03 Avon & Somerset 1.2 1.4 5.5 7.9 6.7 - 20.0 1.7 

04 Bedfordshire 0.3 - 2.0 - - - - 0.3 

05 Cambridgeshire 1.2 - 2.0 15.4 - - - 1.4 

06 Cheshire 0.7 1.1 2.9 6.4 - 12.5 25.0 1.0 

07 Cleveland 0.8 1.3 3.8 7.4 5.5 - - 1.2 

08 Cumbria 0.9 0.6 3.1 8.3 - 14.3 - 1.2 

09 Derbyshire 0.3 0.8 1.1 7.4 - 12.5 - 0.6 

10 Devon & Cornwall 0.6 0.7 0.9 3.8 3.2 7.7 20.0 0.8 

11 Dorset 0.3 - - 4.5 - - 33.3 0.4 

12 Durham 0.8 0.9 1.4 3.4 10.5 12.5 - 1.1 

13 Dyfed-Powys 1.2 - 5.5 - - - 33.3 1.2 

14 Essex 0.2 - 8.5 8.3 16.0 9.1 20.0 0.9 

15 Gloucestershire 0.7 1.2 3.5 - 7.1 16.7 - 1.1 

16 Greater Manchester 0.6 0.4 5.1 2.3 4.5 - 14.3 0.9 

17 Gwent 0.5 - 2.3 9.1 - - - 0.7 

18 Hampshire 0.3 1.0 4.4 3.0 3.4 - 20.0 0.7 

19 Hertfordshire 0.8 - 6.2 6.1 4.8 - - 1.1 

20 Humberside 0.5 0.3 4.0 2.6 4.0 - - 0.8 

21 Kent 0.7 0.7 3.1 5.9 5.9 9.1 - 1.1 

22 Lancashire 0.7 2.0 2.7 4.3 15.9 - - 1.3 

23 Leicestershire 1.0 - 1.1 8.6 8.3 - 75.0 1.3 

24 Lincolnshire 0.2 - 4.8 - 7.1 - - 0.5 

25 Merseyside 0.6 1.0 2.2 7.7 8.5 - 16.7 1.0 

26 Norfolk 0.7 1.0 3.1 4.2 - - - 0.9 

27 Northamptonshire 0.4 - 1.9 4.2 7.7 - - 0.6 

28 Northumbria 1.0 2.2 2.1 3.3 2.1 - 20.0 1.3 

29 North Wales 0.8 0.5 3.8 - - - - 0.9 

30 North Yorkshire 1.1 - - 7.1 6.2 - - 1.0 

31 Nottinghamshire 0.9 0.3 1.5 - 5.9 - 50.0 1.0 

32 South Wales 0.4 1.5 3.4 1.6 4.8 - 20.0 0.9 

33 South Yorkshire 0.8 0.5 2.1 2.3 8.8 22.2 - 1.0 

34 Staffordshire 0.4 0.9 3.0 - 3.7 9.1 20.0 0.8 

35 Suffolk 0.1 1.2 4.0 - 10.0 - - 0.5 

36 Surrey 0.7 0.4 - 3.4 9.5 - 50.0 0.9 

37 Sussex 0.9 0.7 6.0 9.8 5.1 - - 1.3 

38 Thames Valley 0.7 0.9 2.3 6.7 7.5 8.3 20.0 1.1 

39 Warwickshire 0.3 - 9.6 - 20.0 16.7 33.3 1.3 

40 West Mercia 0.6 - 2.5 - - - 25.0 0.7 

41 West Midlands 0.6 0.9 4.2 11.7 7.6 15.0 14.3 1.2 

42 West Yorkshire 1.0 0.6 3.9 1.1 8.7 - 3.8 1.2 

43 Wiltshire 0.1 0.7 4.3 4.3 - - - 0.5 

 Total 0.7 0.8 3.5 4.9 6.0 4.5 10.7 1.0 

1. Percentage of Authorised Establishment (HMCIC Report, 1975).  
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Table B2.7: Percentage1 of Graduates by Rank, England and Wales, 1983 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 3.5 2.4 7.7 15.9 12.7 13.3 16.4 3.9 

02 City of London 1.2 1.6 7.0 15.8 - - - 2.0 

03 Avon & Somerset 3.3 2.8 7.4 7.1 15.4 23.1 - 3.7 

04 Bedfordshire 1.6 0.7 2.0 10.5 6.7 - 33.3 1.8 

05 Cambridgeshire 3.3 2.2 7.3 26.1 14.3 - - 3.9 

06 Cheshire 2.5 2.8 5.7 12.9 9.1 - 25.0 3.0 

07 Cleveland 2.3 0.8 6.4 10.7 25.0 - 25.0 2.8 

08 Cumbria 3.6 0.6 5.7 4.2 5.9 42.9 - 3.5 

09 Derbyshire 2.4 2.7 4.0 16.2 11.5 12.5 25.0 3.1 

10 Devon & Cornwall 3.2 1.4 6.9 6.2 11.4 15.4 40.0 3.4 

11 Dorset 1.8 1.1 - 10.0 5.9 16.7 33.3 1.9 

12 Durham 2.2 1.9 6.7 - 5.3 12.5 - 2.4 

13 Dyfed-Powys 2.3 2.6 - - - - - 2.1 

14 Essex 1.4 0.2 10.3 15.2 25.0 27.3 20.0 2.3 

15 Gloucestershire 3.0 - 3.4 5.5 6.7 - - 2.7 

16 Greater Manchester 3.2 2.5 7.3 10.9 14.1 7.1 12.5 3.6 

17 Gwent 2.4 0.7 6.1 6.7 13.3 20.0 - 2.7 

18 Hampshire 2.1 2.3 6.0 7.6 3.4 21.4 40.0 2.6 

19 Hertfordshire 4.3 2.3 6.9 9.4 13.0 - 25.0 4.4 

20 Humberside 1.8 0.9 5.7 5.3 12.5 11.1 - 2.1 

21 Kent 1.5 1.4 6.0 19.6 8.8 16.7 20.0 2.3 

22 Lancashire 2.9 4.1 9.1 10.0 16.3 13.3 - 3.8 

23 Leicestershire 2.5 1.1 8.6 11.4 8.0 - 100.0 3.1 

24 Lincolnshire 0.9 1.1 6.2 17.2 - 14.3 25.0 1.8 

25 Merseyside 2.1 1.8 13.6 17.6 6.8 29.4 14.3 3.0 

26 Norfolk 2.1 0.5 7.6 9.5 6.2 14.3 - 2.4 

27 Northamptonshire 1.4 2.0 8.5 9.5 15.4 50.0 33.3 2.6 

28 Northumbria 3.9 2.2 7.9 14.7 2.1 14.3 40.0 4.2 

29 North Wales 2.8 1.4 1.5 3.3 - 28.6 - 2.7 

30 North Yorkshire 2.5 - 7.7 13.3 5.9 14.3 25.0 2.8 

31 Nottinghamshire 3.0 2.1 4.6 4.9 5.7 11.1 25.0 3.1 

32 South Wales 3.1 2.5 6.5 9.5 7.0 - 60.0 3.5 

33 South Yorkshire 2.8 0.9 5.8 11.4 8.1 18.2 20.0 2.9 

34 Staffordshire 1.7 2.7 8.3 - - 9.1 25.0 2.2 

35 Suffolk 1.6 - 5.5 8.3 6.7 - - 1.8 

36 Surrey 3.5 0.8 7.7 13.8 9.5 12.5 75.0 3.8 

37 Sussex 2.9 2.4 9.3 19.0 15.4 18.2 20.0 3.7 

38 Thames Valley 3.3 1.9 7.9 6.8 19.0 15.4 20.0 3.6 

39 Warwickshire 2.8 0.7 8.3 22.2 13.3 40.0 66.6 3.8 

40 West Mercia 1.4 1.7 2.3 10.5 10.0 10.0 25.0 1.9 

41 West Midlands 3.0 2.5 12.1 17.2 20.0 31.8 37.5 4.0 

42 West Yorkshire 3.2 2.0 5.6 11.4 9.6 7.7 37.5 3.5 

43 Wiltshire 2.3 1.3 5.3 10.5 13.3 - - 2.6 

 Total 2.9 2.0 7.3 12.0 11.0 14.0 21.6 3.3 

1. Percentage of Authorised Establishment (HMCIC Report, 1975).  
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Table B2.8: Percentage1 of Graduates by Rank, England and Wales, 1988 

 Force PC Sgt Insp C/Insp Supt C/Supt ACPO All 

01 Metropolitan 4.5 6.6 9.1 14.2 23.3 25.6 44.8 5.6 

02 City of London 5.5 4.1 5.4 15.0 27.3 16.7 - 5.9 

03 Avon & Somerset 5.1 5.1 13.5 18.6 20.5 30.8 80.0 6.2 

04 Bedfordshire 2.8 2.1 5.9 5.3 13.3 20.0 33.3 3.2 

05 Cambridgeshire 5.1 3.2 8.9 20.0 38.5 - 66.6 5.8 

06 Cheshire 4.6 3.4 9.5 13.8 18.2 25.0 25.0 5.1 

07 Cleveland 3.9 2.1 4.3 10.7 20.0 42.9 50.0 4.3 

08 Cumbria 5.4 2.1 8.6 4.0 11.8 28.6 33.3 5.3 

09 Derbyshire 4.4 3.4 13.0 24.3 19.2 12.5 - 5.4 

10 Devon & Cornwall 4.2 4.6 11.8 12.8 13.9 38.5 60.0 5.2 

11 Dorset 2.6 4.8 7.5 9.1 5.9 16.7 - 3.4 

12 Durham 4.9 3.3 10.3 18.5 5.3 - 25.0 5.2 

13 Dyfed-Powys 3.3 3.2 5.5 - - - 33.3 3.3 

14 Essex 2.3 0.9 10.3 20.3 33.3 36.4 40.0 3.4 

15 Gloucestershire 4.0 4.0 1.8 4.5 20.0 16.7 - 4.2 

16 Greater Manchester 6.3 5.9 10.3 10.9 27.2 14.3 50.0 6.9 

17 Gwent 4.9 2.7 2.1 18.7 13.3 40.0 33.3 5.0 

18 Hampshire 4.1 2.8 10.2 10.9 21.9 30.0 20.0 4.6 

19 Hertfordshire 6.5 6.9 6.7 9.7 12.5 22.2 25.0 6.9 

20 Humberside 3.8 3.7 10.5 21.0 8.7 11.1 50.0 4.7 

21 Kent 3.5 3.5 3.5 16.7 33.3 27.3 - 4.1 

22 Lancashire 5.4 6.4 12.6 18.8 21.4 23.1 20.0 6.5 

23 Leicestershire 3.3 3.3 8.0 9.7 21.7 28.6 100.0 4.3 

24 Lincolnshire 3.1 2.5 8.9 16.0 41.7 20.0 33.3 4.1 

25 Merseyside 4.3 4.9 21.1 32.9 23.3 44.4 33.3 6.2 

26 Norfolk 2.7 1.5 3.0 13.6 5.9 33.3 33.3 3.0 

27 Northamptonshire 3.6 7.4 7.5 17.4 23.1 83.3 33.3 5.4 

28 Northumbria 6.3 5.1 8.5 26.7 12.5 14.3 20.0 6.8 

29 North Wales 5.7 4.3 4.7 3.7 17.4 - - 5.6 

30 North Yorkshire 4.8 4.7 7.8 7.4 11.8 - 50.0 5.2 

31 Nottinghamshire 5.4 5.1 7.6 5.9 10.7 57.1 - 5.7 

32 South Wales 4.7 4.2 11.9 17.5 20.9 21.4 40.0 5.7 

33 South Yorkshire 4.0 3.1 7.0 19.6 18.4 9.1 40.0 4.5 

34 Staffordshire 3.0 5.6 5.8 16.0 9.7 - 75.0 4.1 

35 Suffolk 2.5 1.7 1.8 5.0 23.5 33.3 - 2.9 

36 Surrey 3.5 5.5 11.0 31.8 31.8 42.9 75.0 5.4 

37 Sussex 5.6 4.9 8.1 7.7 34.3 63.6 40.0 6.3 

38 Thames Valley 5.3 5.4 8.9 9.8 30.9 38.5 80.0 6.1 

39 Warwickshire 5.6 6.0 6.6 27.8 40.0 40.0 100.0 7.1 

40 West Mercia 3.6 3.4 10.2 10.5 23.3 40.0 50.0 4.7 

41 West Midlands 3.4 4.7 10.0 29.7 36.2 50.0 42.9 5.0 

42 West Yorkshire 4.5 4.7 9.4 13.6 17.4 35.0 57.1 5.3 

43 Wiltshire 3.7 3.0 1.8 9.5 18.7 16.7 66.6 4.1 

 Total 4.5 4.8 9.2 15.8 22.0 27.1 41.0 5.4 

1.Percentage of Authorised Establishment (HMCIC Report, 1975).  
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Table B3.1: Graduates by Entry Status, England and Wales, 1975 

 
Force 

Graduate Recruits In-Service Graduates 
All 

 
Non-GES 

Applicant 

Std.Entry 

via GES 

GES 

Success 

Bramshill 

Scholar 

Force 

Seconded 

Part-Time 

Study 

01 Metropolitan 34 45 23 38 3 19 162 

02 City of London 1 - - - - 1 2 

03 Avon & Somerset 2 8 8 4 1 6 29 

04 Bedfordshire - - - - - - - 

05 Cambridgeshire 1 3 - 2 1 - 7 

06 Cheshire 1 6 2 1 - 4 14 

07 Cleveland - 2 1 2 - 3 8 

08 Cumbria 1 3 3 2 - 1 10 

09 Derbyshire 1 2 - - - 1 4 

10 Devon & Cornwall 1 8 1 - - 1 11 

11 Dorset 1 2 1 - - 1 5 

12 Durham 2 4 - 1 - 6 13 

13 Dyfed-Powys - 2 1 1 - 1 5 

14 Essex 1 1 1 2 10 3 18 

15 Gloucestershire 1 4 2 - 3 2 12 

16 Greater Manchester 5 8 1 7 9 5 35 

17 Gwent 2 2 - - - 1 5 

18 Hampshire 1 6 2 2 - 1 12 

19 Hertfordshire 3 3 3 2 - 5 16 

20 Humberside 2 2 - 1 1 1 7 

21 Kent 1 4 3 5 - 1 14 

22 Lancashire 2 7 1 - 14 4 28 

23 Leicestershire 1 5 1 2 3 - 12 

24 Lincolnshire - 1 - 1 - 4 6 

25 Merseyside 2 5 4 5 3 5 24 

26 Norfolk 2 1 2 2 - 1 8 

27 Northamptonshire - 2 1 1 - - 4 

28 Northumbria 2 2 1 1 - 2 8 

29 North Wales 3 2 1 - - 1 7 

30 North Yorkshire - 4 - - - 1 5 

31 Nottinghamshire 1 7 1 4 - - 13 

32 South Wales 5 4 1 - 4 4 18 

33 South Yorkshire 2 8 - 1 2 3 16 

34 Staffordshire - 4 2 1 1 3 11 

35 Suffolk - 1 - - - 2 3 

36 Surrey - 3 - - - 1 4 

37 Sussex 2 9 1 4 6 1 23 

38 Thames Valley 2 5 6 3 2 - 18 

39 Warwickshire 1 1 - 4 - - 6 

40 West Mercia - 2 - 2 - 1 5 

41 West Midlands 6 15 2 11 4 8 46 

42 West Yorkshire 4 8 2 1 1 13 29 

43 Wiltshire - 3 - - - 1 4 

 Total 95 215 78 113 68 118 687 
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Table B3.2: Graduates by Entry Status, England and Wales, 1978 

 
Force 

Graduate Recruits In-Service Graduates 
All  Non-GES 

Applicant 

Std.Entry 

via GES 

GES 

Success 

Bramshill 

Scholar 

Force 

Seconded 

Part-Time 

Study 

01 Metropolitan 66 108 38 44 6 24 286 

02 City of London - 2 1 - - 4 7 

03 Avon & Somerset 5 16 9 3 6 10 49 

04 Bedfordshire 1 1 - 1 - - 3 

05 Cambridgeshire 1 7 3 3 1 - 15 

06 Cheshire 4 8 1 1 - 5 19 

07 Cleveland 1 8 1 2 1 4 17 

08 Cumbria 1 5 3 2 - 2 13 

09 Derbyshire 2 4 - 2 - 2 10 

10 Devon & Cornwall 2 11 1 - 1 7 22 

11 Dorset - 3 - 1 - 1 5 

12 Durham 2 8 1 1 - 3 15 

13 Dyfed-Powys 1 5 2 - - 3 11 

14 Essex - 2 1 1 16 3 23 

15 Gloucestershire 4 3 2 - 2 1 12 

16 Greater Manchester 10 22 1 7 12 9 61 

17 Gwent 3 2 - 1 - 1 7 

18 Hampshire 1 9 2 3 - 6 21 

19 Hertfordshire 2 7 3 2 - 3 17 

20 Humberside 5 2 2 3 2 1 15 

21 Kent 2 13 5 7 - 3 30 

22 Lancashire 3 11 4 1 15 7 41 

23 Leicestershire 3 10 2 2 3 2 22 

24 Lincolnshire - 2 - 2 - 2 6 

25 Merseyside 7 13 4 6 3 10 43 

26 Norfolk 3 3 2 3 - 1 12 

27 Northamptonshire 1 2 1 1 - 1 6 

28 Northumbria 5 15 4 4 4 11 43 

29 North Wales 2 5 2 - - 2 11 

30 North Yorkshire 3 8 - - - 3 14 

31 Nottinghamshire - 13 3 3 1 2 22 

32 South Wales 4 5 5 1 5 8 28 

33 South Yorkshire 9 12 - 1 2 4 28 

34 Staffordshire 3 5 2 - 3 3 16 

35 Suffolk - 1 - 1 - 4 6 

36 Surrey - 8 2 3 - 2 15 

37 Sussex 4 14 3 5 8 2 36 

38 Thames Valley 3 12 5 5 5 3 33 

39 Warwickshire - 2 - 7 1 1 11 

40 West Mercia 5 2 - 2 - 3 12 

41 West Midlands 10 24 8 16 9 10 77 

42 West Yorkshire 4 29 5 5 2 16 61 

43 Wiltshire - 1 - 1 - 3 5 

 Total 182 443 128 153 108 192 1,206 
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Table B3.3: Graduates by Entry Status, England and Wales, 1983 

 
Force 

Graduate Recruits In-Service Graduates 
All 

 Non-GES 

Applicant 

Std.Entry 

via GES 

GES 

Success 

Bramshill 

Scholar 

Force 

Seconded 

Part-Time 

Study 

01 Metropolitan 377 411 73 117 12 67 1,057 

02 City of London 5 4 1 1 - 4 16 

03 Avon & Somerset 27 44 11 5 9 17 113 

04 Bedfordshire 9 4 - 2 3 - 18 

05 Cambridgeshire 11 18 4 4 1 6 44 

06 Cheshire 11 31 1 3 1 9 56 

07 Cleveland 7 18 2 4 - 11 42 

08 Cumbria 13 17 3 2 - 5 40 

09 Derbyshire 12 25 - 5 1 11 54 

10 Devon & Cornwall 17 46 4 4 8 13 92 

11 Dorset 4 11 - 2 1 5 23 

12 Durham 4 22 1 1 - 5 33 

13 Dyfed-Powys 11 5 1 - - 3 20 

14 Essex 9 19 1 2 22 9 62 

15 Gloucestershire 17 10 2 - 2 - 31 

16 Greater Manchester 38 140 7 15 35 18 253 

17 Gwent 12 9 - 3 - 2 26 

18 Hampshire 14 41 5 8 1 10 79 

19 Hertfordshire 6 44 7 5 6 1 69 

20 Humberside 15 14 2 5 4 2 42 

21 Kent 3 28 3 13 1 18 66 

22 Lancashire 11 59 4 5 24 16 119 

23 Leicestershire 6 28 3 6 2 8 53 

24 Lincolnshire 2 6 - 3 - 10 21 

25 Merseyside 22 50 8 13 28 18 139 

26 Norfolk 11 9 2 7 - 1 30 

27 Northamptonshire 6 4 4 2 1 10 27 

28 Northumbria 22 71 6 4 16 21 140 

29 North Wales 9 20 2 - - 4 35 

30 North Yorkshire 13 17 1 4 1 3 39 

31 Nottinghamshire 9 42 5 5 1 8 70 

32 South Wales 29 54 3 4 4 14 108 

33 South Yorkshire 23 39 2 4 7 9 84 

34 Staffordshire 13 14 3 1 4 12 47 

35 Suffolk 6 6 2 3 - 3 20 

36 Surrey 8 38 1 8 - 6 61 

37 Sussex 20 47 5 10 16 6 104 

38 Thames Valley 29 57 7 11 8 7 119 

39 Warwickshire 8 9 2 8 1 7 35 

40 West Mercia 7 13 2 7 2 6 37 

41 West Midlands 35 120 13 35 16 48 267 

42 West Yorkshire 16 106 10 14 5 28 179 

43 Wiltshire 9 9 - 1 1 7 27 

 Total 936 1,779 213 357 244 468 3,997 
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Table B3.4: Graduates by Entry Status, England and Wales, 1988 

 

Force 
Graduate Recruits In-Service Graduates 

All 
 Non-GES 

Applicant 

Std.Entry 

via GES 

GES 

Success 

Bramshill 

Scholar 

Other In-

Service 

01 Metropolitan 622 630 82 128 105 1,567 

02 City of London 20 14 3 5 5 47 

03 Avon & Somerset 28 97 12 12 41 190 

04 Bedfordshire 12 10 - 2 9 33 

05 Cambridgeshire 20 28 4 6 10 68 

06 Cheshire 27 46 4 6 12 95 

07 Cleveland 15 28 2 5 13 63 

08 Cumbria 24 26 1 3 7 61 

09 Derbyshire 18 46 2 6 25 97 

10 Devon & Cornwall 36 59 4 5 42 146 

11 Dorset 7 22 - 4 9 42 

12 Durham 17 40 2 4 7 70 

13 Dyfed-Powys 22 5 - - 3 30 

14 Essex 12 36 - 4 40 92 

15 Gloucestershire 22 20 1 1 5 49 

16 Greater Manchester 69 277 18 14 99 477 

17 Gwent 24 17 - 4 5 50 

18 Hampshire 26 87 5 11 14 143 

19 Hertfordshire 19 77 4 4 8 112 

20 Humberside 38 21 3 2 28 92 

21 Kent 48 40 3 15 16 122 

22 Lancashire 62 80 7 7 50 206 

23 Leicestershire 14 37 5 8 10 74 

24 Lincolnshire 10 16 1 2 20 49 

25 Merseyside 52 115 11 15 95 288 

26 Norfolk 15 15 1 5 4 40 

27 Northamptonshire 23 15 5 4 13 60 

28 Northumbria 78 107 5 2 44 236 

29 North Wales 35 31 2 - 6 74 

30 North Yorkshire 31 26 1 4 9 71 

31 Nottinghamshire 27 76 7 4 17 131 

32 South Wales 38 80 7 5 46 176 

33 South Yorkshire 33 54 4 4 27 122 

34 Staffordshire 24 26 4 2 32 88 

35 Suffolk 11 14 1 4 4 34 

36 Surrey 12 46 2 18 10 88 

37 Sussex 49 82 11 10 33 185 

38 Thames Valley 75 97 11 16 18 217 

39 Warwickshire 21 24 2 8 15 70 

40 West Mercia 17 38 3 7 28 93 

41 West Midlands 48 148 18 31 92 337 

42 West Yorkshire 54 139 12 16 57 278 

43 Wiltshire 18 17 2 1 6 44 

 Total 1,873 2,909 272 414 1,139 6,6071 

1. Information on entry status not available for 18 officers 
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Table B4.1: Graduates by Sex, England and Wales, 1981 

 

Force 

Strength1 Graduates2 

 N % N % 

 m f m f m f m f 

01 Metropolitan 22,789 2,314 90.8 9.2 594 90 2.6 3.9 

02 City of London 798 80 90.0 9.1 9 2 1.2 2.5 

03 Avon & Somerset 1,869 197 93.6 6.4 78 11 2.7 5.6 

04 Bedfordshire 914 81 91.9 8.1 9 1 1.0 1.2 

05 Cambridgeshire 1,046 89 92.2 7.8 25 5 2.4 5.6 

06 Cheshire 1,666 209 88.9 11.1 30 7 1.8 3.3 

07 Cleveland 1,343 156 89.6 10.4 26 3 1.9 1.9 

08 Cumbria 1,059 75 93.4 6.6 29 3 2.7 4.0 

09 Derbyshire 1,629 175 90.3 9.7 32 3 2.0 1.7 

10 Devon & Cornwall 2,528 208 92.4 7.6 52 6 2.1 2.9 

11 Dorset 1,079 112 90.6 9.4 9 2 0.8 1.8 

12 Durham 1,296 91 93.4 6.6 23 1 1.8 1.1 

13 Dyfed-Powys 878 65 93.1 6.9 14 1 1.6 1.5 

14 Essex 2,424 229 91.4 8.6 35 2 1.4 0.9 

15 Gloucestershire 1,046 98 91.4 8.6 15 4 1.4 4.1 

16 Greater Manchester 6,163 847 87.9 12.1 141 18 2.3 2.1 

17 Gwent 918 64 93.5 6.5 13 2 1.4 3.1 

18 Hampshire 2,888 205 93.4 6.6 45 1 1.6 0.5 

19 Hertfordshire 1,408 182 88.6 11.4 38 8 2.7 4.4 

20 Humberside 1,822 163 91.8 8.2 28 6 1.5 3.7 

21 Kent 2,614 305 89.6 10.4 41 4 1.6 1.3 

22 Lancashire 2,976 237 92.6 7.4 67 6 2.3 2.5 

23 Leicestershire 1,575 174 90.1 9.9 37 2 2.3 1.1 

24 Lincolnshire 1,127 72 94.0 6.0 16 - 1.4 - 

25 Merseyside 4,232 516 89.1 10.9 95 12 2.2 2.3 

26 Norfolk 1,201 77 94.0 6.0 14 - 1.2 - 

27 Northamptonshire 957 62 93.9 6.1 17 - 1.8 - 

28 Northumbria 3,164 214 93.7 6.3 82 11 2.6 5.1 

29 North Wales 1,206 103 92.1 7.9 17 - 1.4 - 

30 North Yorkshire 1,280 90 93.4 6.6 26 1 2.0 1.1 

31 Nottinghamshire 2,149 146 93.6 6.4 46 4 2.1 2.7 

32 South Wales 2,997 135 95.7 4.3 56 3 1.9 2.2 

33 South Yorkshire 2,640 282 90.3 9.7 59 2 2.2 0.7 

34 Staffordshire 1,935 187 91.2 8.8 23 2 1.2 1.1 

35 Suffolk 1,040 86 92.4 7.6 12 1 1.2 1.2 

36 Surrey 1,456 164 89.9 10.1 29 7 2.0 4.3 

37 Sussex 2,640 229 92.0 8.0 66 10 2.5 4.4 

38 Thames Valley 2,863 268 91.4 8.6 54 9 1.9 3.4 

39 Warwickshire 858 85 91.0 9.0 20 3 2.3 3.5 

40 West Mercia 1,755 204 89.6 10.4 17 1 1.0 0.5 

41 West Midlands 5,898 894 86.8 13.2 153 27 2.6 3.0 

42 West Yorkshire 4,692 518 90.1 9.9 112 15 2.4 2.9 

43 Wiltshire 987 84 92.2 7.8 11 2 1.1 2.4 

 Total 108,803 10,772 91.0 9.0 2,315 295 2.1 2.7 

1. HMCIC Report 1981. 
2. Home Office graduate records, 1981. 

3. Percentage of strength.  
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Table B4.2: Graduates by sex, England and Wales, 1986 

 

Force 

Strength1 Graduates2 

 N % N % 

 m f m f m f m f 

01 Metropolitan 24,326 2,637 90.2 9.8 1,258 220 5.2 8.3 

02 City of London 704 84 89.3 10.7 29 7 4.1 8.3 

03 Avon & Somerset 2,841 204 93.3 6.7 146 19 5.1 9.3 

04 Bedfordshire 899 111 89.0 11.0 21 6 2.3 5.4 

05 Cambridgeshire 1,057 111 90.5 9.5 50 11 4.7 9.9 

06 Cheshire 1,632 222 88.0 12.0 61 20 3.7 9.0 

07 Cleveland 1,344 153 89.8 10.2 53 8 3.9 5.2 

08 Cumbria 1,057 91 92.1 7.9 39 11 3.7 12.1 

09 Derbyshire 1,615 177 90.1 9.9 71 9 4.4 5.1 

10 Devon & Cornwall 2,512 283 89.9 10.1 101 21 4.0 7.4 

11 Dorset 1,109 115 90.6 9.4 31 5 2.8 4.3 

12 Durham 1,248 87 93.5 6.5 57 8 4.6 9.2 

13 Dyfed-Powys 860 82 91.3 8.7 23 5 2.7 6.1 

14 Essex 2,523 243 91.2 8.8 64 16 2.5 6.6 

15 Gloucestershire 1,066 105 91.0 9.0 25 11 2.3 10.5 

16 Greater Manchester 6,029 811 88.1 11.9 363 67 6.0 8.3 

17 Gwent 927 72 92.8 7.2 32 4 3.5 5.6 

18 Hampshire 2,876 246 92.1 7.9 117 19 4.1 7.7 

19 Hertfordshire 1,431 177 89.0 11.0 92 23 6.4 13.0 

20 Humberside 1,842 153 92.3 7.7 66 7 3.6 4.6 

21 Kent 2,628 299 89.8 10.2 86 23 3.3 7.7 

22 Lancashire 2,908 252 92.0 8.0 144 26 5.0 10.3 

23 Leicestershire 1,561 182 89.6 10.4 65 5 4.2 2.7 

24 Lincolnshire 1,090 89 92.5 7.5 35 7 3.2 7.9 

25 Merseyside 4,102 524 88.7 11.3 191 37 4.7 7.1 

26 Norfolk 1,217 99 92.5 7.5 30 7 2.5 7.1 

27 Northamptonshire 964 93 91.2 8.8 36 8 3.7 8.6 

28 Northumbria 3,168 256 92.5 7.5 160 27 5.1 10.5 

29 North Wales 1,182 107 91.7 8.3 57 5 4.8 4.7 

30 North Yorkshire 1,268 103 92.5 7.5 56 11 4.4 10.7 

31 Nottinghamshire 2,096 152 93.2 6.8 93 16 4.4 10.5 

32 South Wales 2,939 208 93.4 6.6 118 33 4.0 15.9 

33 South Yorkshire 2,620 277 90.4 9.6 110 14 4.2 5.1 

34 Staffordshire 1,898 239 88.8 11.2 62 14 3.3 5.9 

35 Suffolk 1,053 101 91.2 8.8 27 6 2.6 5.9 

36 Surrey 1,461 179 89.1 10.9 63 16 4.3 8.9 

37 Sussex 2,570 255 91.0 9.0 125 22 4.9 8.6 

38 Thames Valley 3,111 340 90.1 9.9 144 53 4.6 15.9 

39 Warwickshire 892 87 91.1 8.9 52 8 5.8 9.2 

40 West Mercia 1,736 228 88.4 11.6 51 16 2.9 7.0 

41 West Midlands 5,794 902 86.5 13.5 278 49 4.8 5.4 

42 West Yorkshire 4,709 484 90.7 9.3 201 30 4.3 6.2 

43 Wiltshire 977 88 91.7 8.3 26 8 2.7 9.1 

 Total 109,842 11,708 90.4 9.6 4,909 938 4.5 8.0 

1. HMCIC Report 1986. 

2. Home Office graduate records. 1986. 

3. Percentage of strength. 
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Table C.1: Average percentage of premature voluntary resignations, 1983-1987. 

 
Force 

Graduates Non-Graduates 

 Serving  %Resigned  Serving  %Resigned  

01 Metropolitan 1,094 2.2 25,690 1.6 

02 City of London 30 4.0 774 1.5 

03 Avon & Somerset 148 2.7 2,898 1.3 

04 Bedfordshire 25 6.4 984 1.7 

05 Cambridgeshire 53 2.6 1,111 1.5 

06 Cheshire 70 3.4 1,800 1.5 

07 Cleveland 54 4.1 1,438 1.2 

08 Cumbria 49 1.6 1,097 1.3 

09 Derbyshire 68 2.6 . . 

10 Devon & Cornwall 113 2.8 2,688 0.9 

11 Dorset 30 2.5 1,188 2.0 

12 Durham 52 1.5 1,280 0.9 

13 Dyfed-Powys 26 5.3 914 0.6 

14 Essex 71 1.4 2,642 1.2 

15 Gloucestershire 34 4.6 1,135 1.6 

16 Greater Manchester 350 3.4 6,542 1.2 

17 Gwent 31 4.0 963 0.6 

18 Hampshire 113 2.6 3,010 1.2 

19 Hertfordshire 97 2.7 1,514 2.0 

20 Humberside 60 2.0 1,916 1.3 

21 Kent 89 3.1 2,817 2.2 

22 Lancashire 143 1.6 2,990 0.8 

23 Leicestershire 63 2.5 1,580 1.8 

24 Lincolnshire 34 1.2 1,140 0.8 

25 Merseyside 252 1.4 . . 

26 Norfolk 34 2.9 1,272 1.3 

27 Northamptonshire 38 1.6 1,005 1.2 

28 Northumbria 171 3.0 3,260 0.9 

29 North Wales 53 1.5 1,240 0.7 

30 North Yorkshire 57 3.2 1,321 1.5 

31 Nottinghamshire 95 1.9 2,152 1.0 

32 South Wales 139 2.6 3,005 0.7 

33 South Yorkshire 108 4.6 2,654 1.4 

34 Staffordshire 62 2.4 . . 

35 Suffolk 30 2.6 1,129 1.2 

36 Surrey 70 3.2 1,564 2.0 

37 Sussex 123 2.4 . . 

38 Thames Valley 156 3.9 . . 

39 Warwickshire 53 3.0 906 1.8 

40 West Mercia 58 3.1 1,900 1.0 

41 West Midlands 304 2.8 6,406 1.5 

42 West Yorkshire 216 3.3 4,958 1.3 

43 Wiltshire 32 1.2 1,040 1.9 

1. Strength of graduate officers derived from Home Office graduate records. Non-graduate strength is a residual figure obtained by 
deducting the graduates from total police strength. 



 

 



 

  


