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Courtney Marsh 
Criminology, Criminal Law & Social Law 
Ghent University 
Ghent, Belgium 

ISSN 2730-535X ISSN 2730-5368 (electronic) 
Palgrave’s Critical Policing Studies 
ISBN 978-3-031-09424-8 ISBN 978-3-031-09425-5 (eBook) 
https://doi.org/10.1007/978-3-031-09425-5 

© The Editor(s) (if applicable) and The Author(s), under exclusive license to Springer Nature 
Switzerland AG 2022 
This work is subject to copyright. All rights are solely and exclusively licensed by the Publisher, 
whether the whole or part of the material is concerned, specifically the rights of translation, 
reprinting, reuse of illustrations, recitation, broadcasting, reproduction on microfilms or in any other 
physical way, and transmission or information storage and retrieval, electronic adaptation, computer 
software, or by similar or dissimilar methodology now known or hereafter developed. 
The use of general descriptive names, registered names, trademarks, service marks, etc. in this 
publication does not imply, even in the absence of a specific statement, that such names are exempt 
from the relevant protective laws and regulations and therefore free for general use. 
The publisher, the authors, and the editors are safe to assume that the advice and information in 
this book are believed to be true and accurate at the date of publication. Neither the publisher 
nor the authors or the editors give a warranty, expressed or implied, with respect to the material 
contained herein or for any errors or omissions that may have been made. The publisher remains 
neutral with regard to jurisdictional claims in published maps and institutional affiliations. 

Cover illustration: Mel Foody Photography 

This Palgrave Macmillan imprint is published by the registered company Springer Nature Switzerland 
AG 
The registered company address is: Gewerbestrasse 11, 6330 Cham, Switzerland

https://doi.org/10.1007/978-3-031-09425-5


Contents 

1 Into the Unknown 1 
Irish Policing 2 
Organisational Culture 4 
A Note on  Theory 7 
The International Police Culture Landscape 15 
An Abstract Approach to Police Organisational Culture 17 
Culture vs Sub-culture 20 
Managing Change 23 

Methodology 27 
Documents 30 
Document Analysis 30 
Thematic Analysis 38 
Advantages of Document Analysis 45 
Methodological Conclusions 49 

References 52 

2 Tale as Old as Time 59 
Pre-Independence 61 
Post-Independence 64

v



vi Contents

Cronyism 70 
“The Civic Guard Will Succeed Not by Force of Arms” 71 
Enter: Women 73 

The Beginning of Change—The 1960s Onward 75 
The Heavy Gang 80 
State Protection 81 
A System of Blame 82 
The Turning Tides—Drugs in Ireland 84 
Past to Present: Historical Reflections 86 

Historical Conclusions 88 
References 89 

3 You’ve Got a Friend in Me 93 
Styles of Policing 96 
Community Policing in Ireland 102 
Use of ‘Force’ 108 

External Relations 109 
Aggression 112 

References 114 

4 The Bare Necessities 117 
Organisational Support 118 
What Do You Expect? It’s How We’re Trained 121 
Making Do with What You Have 129 
Overstretched 131 
The Haves and the Have Nots 132 
Mental Health 136 
References 139 

5 Silence is Golden 141 
Loyalty and Solidarity 141 
Misconduct 143 
The Bonds That Link Us 151 

Loyalty Amongst Us 154 
“Silence Means Survival” 156 
References 164



Contents vii

6 Hakuna Matata—It Means No Worries 169 
Garda Síochána Ombudsman Commission 170 
Accountability 175 
Whose Job Is That? Not Mine 179 
Lack of Oversight 182 
You Are Them and We Are Us—Your Rules Don’t 
Apply 189 
Falsus In Uno, Falsus In Omnibus 193 
Following the Letter of the Law 198 

References 204 

7 Somebody Has Got to Take the Blame 207 
Who You Gonna Blame? Blame Culture 210 
Blame Anyone But Me 213 
References 220 

8 Part of Your World 223 
A New Understanding 225 
So, Where Does Ireland Fit? 237 
Change 240 
Final Conclusions 247 
References 250 

Index 253



List of Figures 

Fig. 1.1 Overview of Garda positions as of March 2022 
(Source Garda.ie) 5 

Fig. 1.2 Overview of Garda positions as of February 2020 
(Source Garda.ie) 6 

Fig. 2.1 Overview of Irish policing state 60 
Fig. 2.2 Profession of recruits 1922–32 (Source McNiffe [1997]) 68 
Fig. 2.3 County of origin for recruits 1922–52 (Source McNiffe 

[1997]) 69 
Fig. 2.4 Total number of indictable crimes by category, 

1927–1996 (Source O’Donnell et al. [2005]) 77 
Fig. 3.1 An Garda Síochána public attitudes survey 94 
Fig. 5.1 An Garda Siochana public attitudes Survey (2019) 144 
Fig. 8.1 Irish national news outlet headlines collected 

during the years of the research 246

ix



List of Tables 

Table 1.1 Overview of documents used in research 31 
Table 8.1 Overview of where Ireland positions itself in the world 

of police culture 239

xi



1 
Into the Unknown 

One of the most amazing police organizations in the world, the Garda of 
Ireland, are little known and rarely studied. (Manning) 

Cited in his review of O’Brien-Olinger’s, (2016) book, Manning 
perfectly encompassed the essence of Irish policing: unique, yet much 
is unknown. Some years later, the landscape of Irish policing research 
has changed very little. Enter: Irish Policing: Culture, Challenges, and 
Change in An Garda Síochána. This book contains a more nuanced 
understanding of the culture of the Irish police, An Garda Síochána,1 

than previously offered. Whilst the title of this book broadly encom-
passes the research, culture, challenges, and change, more specifically, the 
focus is to what extent the organisation’s culture(s) can be identified in 
An Garda Síochána through an exploration of recent tribunals/reports 
of inquiry and how these organisational features affect their policing 
practices. Notwithstanding, whilst it is important to note that policing 
does not necessarily equate to the police (Jones & Newburn, 1998), this

1 The organisation will henceforth be referred to as the Garda, whilst the individual(s) will be 
referred to as Gardaí. 
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research will use the term policing to refer to activities carried out by the 
police. 
Whilst the reasoning for what organisational culture, specifically police 

culture, is and why it is essential to understand will be given, it is 
also important to outline how this research more generally came to be. 
Curiosity around the Garda’s culture began with a casual observation of 
the Gardaí when I moved to the country before the start of this research, 
which then turned into curiosity; what makes these people behave the 
way they do, and why, above all, do they not carry weapons?2 I suppose 
the long-term journey to this research was more inherent than previ-
ously considered because from this curiosity came a want to find research. 
However, a cursory review of Irish policing is very deceptive; what first 
seems like an overwhelming amount of research is quickly whittled 
down to very little when our friends from the North and historic Irish 
policing are taken out of the search parameters. Though understandable 
that Northern Ireland would come up when searching Ireland, as this 
country’s history was and continues to be very important to Ireland’s 
being, the two policing organisations are very different in structure and 
practice, and the research on Northern Ireland would not suffice for 
the Republic of Ireland. Interestingly, Ireland is often left out even in 
comparative analyses of English-speaking countries.3 In one particular 
example from Newburn (1999), covering a strategic review of literature, 
the United States, United Kingdom, and Australia are all covered, but 
not Ireland. Thus, the idea for this research area was presented to me. 
Fill the gap that I am interested in knowing; what guides the behaviour 
of the Gardaí and how they perform these, perhaps unspoken, rules that 
govern what they do. From here, I ventured into the unknown. 

Irish Policing 

Although the international literature used throughout this book is but 
a selection, the Irish literature used is more comprehensive, though

2 I was born in the United States—Florida—and so this question was very natural for me. 
3 Canada also gets left out, but not as often. 
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not exhaustive, of what Ireland has in the field of modern police 
organisational culture. However, the keywords before are modern and 
organisational culture, as research on the Garda with these parame-
ters is narrow. Of those studies covered, an inordinately large number 
discuss misconduct, transparency, and accountability in some way. The 
whistle-blower phenomena that, in some instances, can contribute to 
the discovery of misconduct is something that will be discussed, as part 
of the larger spectrum of organisational culture, in this book, and the 
fore mentioned literature will provide a basic groundwork from which 
to situate these findings. 
When looking at research on the Garda, many take a historical 

and/or secondary approach; only a few have included the organisation 
in a capacity that directly involves the Gardaí (Barry, 2014; Brown,  
2000; Charman & Corcoran, 2015; Conway,  2014; Geraghty,  2017; 
Marsh, 2017, 2019; Nally, 2009; O’Brien-Olinger, 2016; Sheridan, 
2009; Williams, 2016). Of the researchers identified, very few did not 
identify as part of the organisation at the time of the study (Brown, 
O’Brien-Olinger, Marsh, Williams, Geraghty, Conway); however, these 
implications will be discussed further, where relevant, throughout this 
book. Even fewer of these academic works have specifically researched 
police organisational culture within the Irish context (Charman & 
Corcoran, 2015; Conway,  2010; Marsh,  2017; Nally, 2009; Williams, 
2016). Further, of the studies identified, many have been conducted by 
Gardaí actively in the organisation pursuing a master’s level qualification, 
limiting the time available to do the research and thus, the scope4 of the 
research able to be conducted. 

Charman and Corcoran’s (2015) study, which stems from Corcoran’s 
(2012) doctoral thesis, into Garda organisational culture consisted of 
qualitative interviews conducted by Corcoran, a Gardaí, with street-
level Gardaí from the Dublin North Central area. Upon this researcher’s 
meeting with him, being part of the organisation hindered some depth 
in questions due to the interviewed Gardaí’s awareness of his position (as 
could be supposed for the other studies where the Gardaí took on the

4 Scope in this instance references the substantive depth, geographic reach, and limited member 
rank. 
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researcher’s role). Nonetheless, this study is one of the biggest stepping-
stones into research on organisational culture in the Garda and is where 
this research began. 

In the first and only to-date study of its kind, O’Brien-Olinger (2016) 
created a dynamic ethnographic account of what day-to-day policing 
is like within the Garda. Although O’Brien-Olinger’s (2016) research 
focuses on how the Gardaí are coping with an increasingly internation-
ally diverse community, his work is the only research to date that provides 
insight into the everyday life of the ordinary member of the Garda. As 
such, his work is tremendously important in evaluating the theoretical 
and empirical findings ascertained from historical and/or interview-based 
research against how Gardaí actually act in the field. The in-depth studies 
of the Garda and the overall purpose of this research are intended to be 
the cornerstones of future publicised5 research on the organisation. 
Though this is a limited overview of the background of the Irish 

policing research, the findings will be integrated into the chapters where 
they are best situated. However, it is important here to outline the struc-
ture of the organisation and the numbers at any given rank for context. 
As of March 31, 2022, there are 14,333 Gardaí6 and those numbers are 
set out by rank/demographics in Figs. 1.1 and 1.2.

Organisational Culture 

An organisation’s culture provides the guidelines from which members 
learn the required behaviour to thrive and survive in an organisation. 
As such, understanding an organisation’s culture is paramount to under-
standing why the members of any such organisation behave in the ways 
they do. Further, when evaluating organisational culture, Schein (1984) 
asserted that if the group has to face challenging circumstances together, 
their sense of culture will be very strong. As will be discussed more 
in detail throughout this book, policing organisations set themselves

5 The organisation has conducted other research by its own research unit, but will not release 
these documents to the public. 
6 This is strictly trained members of the organisation, this does not include civilian personal or 
Garda Reserve numbers. 
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Commissioner 
1 

Deputy 
Commissioner 

2 
Assistant 

Commissioner 
8 

Chief 
Superintendent  

47 

Superintendent 
166 

Inspector  399 

Sergeant  1,994 

Garda  11,717 

Fig. 1.1 Overview of Garda positions as of March 2022 (Source Garda.ie)

apart from more traditional organisations because of the conditions in 
which they work. Facing challenging circumstances, such as responding 
to dangerous situations or more precarious and sensitive mental health 
scenarios, happens very often in police organisations. Taking on risks is 
very much part of the job. From this understanding, and interpreted by 
Schein’s (1984) fore-mentioned assertion, it would then be expected that 
police organisations have a strong culture. 
In part, the culture set and adhered to by employees is thought to have 

come about because of external pressures; the resulting culture was then 
considered valid enough to be taught to future employees (Schein, 1984). 
To this end, culture becomes so embedded in the organisation that no 
one questions it (Schein, 1984); in policing organisations, in particular, 
officers are taught not only not to question it but to have trust in it 
(Fry & Berkes, 1983). Organisational culture operates as a commanding 
structure created to offset any individual attributes of members in the
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Fig. 1.2 Overview of Garda positions as of February 2020 (Source Garda.ie)

organisation that may take away from the collective mission of the whole 
(Scott, 1961). Further, the dominating culture serves as a measure to 
limit the decisions an individual can make to increase predictability, 
something that allows organisations to be stable over time (Scott, 1961). 
Additionally, “shared perceptions of daily practices [are] the core of an 
organization’s culture” (Herbert, 1998, p. 311). 
The overarching goal of institutionalising something and creating a 

culture around any such thing is to instil value in it (Scott, 1987). This 
shared set of meanings amongst members of the organisation distin-
guishes one organisation from another (Manetje & Martins, 2009).
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Culture includes the beliefs of any given organisation as well as the 
actions that substantiate those beliefs (Jermier et al., 1991). Further, 
culture can “enable and prevent behaviour”, which is the essence of what 
an organisation is and does (Nugent, 2007, p. 8). This reasoning is why 
understanding Garda culture is so important. 
The literature was collected by a strategic review of research identifying 

prominent studies about police organisational culture. Upon reading, 
recurrent themes were identified, and additional studies were sought 
regarding this level of specificity. From there, equivalent research was 
sought in an Irish context; that considered, any relevant literature iden-
tified containing research on the Garda was evaluated, with particular 
regard for the more recent studies involving the Gardaí directly. A reverse 
search was then conducted to find equivalent international research to 
critically assess if there was a parallel to the data stemming from the Irish 
policing context. Those findings are located throughout this book. 
This chapter has been constructed to set out the basis for the need 

for specific research into Irish police organisational culture, namely due 
to the lack of research with a narrowed focus on organisational culture 
within the Garda conducted thus far. What is presented sets the stage 
for the gap in the literature this research intends to address as well as 
the initial justification for why this research was conducted the way it 
was. However, first, it is important to understand the guiding theoretical 
frameworks this research was approached from. 

A Note on Theory 

This section intends to lay the groundwork for what theories contribute 
to the research on police organisational culture and how they function 
within policing organisations and their culture. Below are some of the 
theories that have traditionally been used, as ascertained from the litera-
ture, in helping to understand police culture. As such, the social theories 
(Social Identity Theory, Socialisation, Social Learning Theory, and Social 
Exclusion) and Rotten Apple Theory will be examined in their relevance 
to the criminological field of policing organisations.
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The theoretical contributions in this research are novel to Ireland but 
not necessarily to the international field of police organisational culture. 
The theories chosen have all been used to understand police organisa-
tional culture, and they were selected for this research based on this 
applicability. Still, they have not necessarily been used in conjunction 
with each other previously, as research in this area often tends to choose 
one theory and move forward with it as the sole guiding theoretical lens. 
Nor have they been linked to more traditional organisational culture 
theoretical positions, as was the case with police culture and perfor-
mance theory in this research. Particularly in Ireland, there has been a gap 
in understanding Garda culture from a theoretical viewpoint; how the 
culture has formed and been transmitted over time was underexplored in 
the few published studies that have looked at the Garda’s organisational 
culture. Of course, the empirical contributions have led to an under-
standing of Garda culture, but the theoretical contribution, as outlined 
in more detail below, has developed this understanding further. 
As Ingram et al. (2018) have posited, culture cannot be understood 

on an individual level but only from the collective group. Indeed sharing 
the culture amongst the group is an essential component of the culture 
(Ingram et al., 2018). Accordingly, as will be argued in this chapter, 
culture is collective, and the various theories presented can help explain 
why and how this has and continues to happen. Much of the behaviour 
transmission can be explained from the interaction of perspectives of the 
above theories. In so doing, they may then be explored in the following 
chapters in a more specific context amongst the various elements of 
police organisational culture internationally and in Ireland. Indicative of 
the choice in using these theories and their relevance to police culture 
research, the theories laid out in this chapter can be applied to behaviour 
transmission and organisational behaviour in any one of the individual 
facets of police organisational culture presented. However, they have 
been integrated into the chapters where they naturally fit in terms of 
comprehension and natural flow rather than isolated relevance. 
Whilst there was no emphasis on one theory throughout this research, 

the social theories (social learning, social identity, socialisation, social 
exclusion) were viewed as the crux of behaviour transmission throughout. 
In the literature discussed further below, these social theories are
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attributed as the reason police culture can be singularised as being just 
one representative culture transmitted over time. This transmission of 
behaviour through the social theory mechanisms was also present in the 
Garda. The historical context of the Garda presented in chapter two 
not only serves to better understand the organisations that preceded, 
but it also provides an understanding of the current structure of the 
Garda, which is largely because of the theoretical associations of the social 
theories. 

Put articulately by O’Brien-Olinger (2016), culture gives us the rules 
by which we govern our lives and act upon. Culture is how we under-
stand our place in the world, how we make decisions, and how we defend 
our actions. With this, it is necessary to understand how an individual 
learns and further embodies the organisation’s culture. Social Identity 
Theory links a person’s self to their organisation; by this reasoning 
and supported by the evaluated literature regarding the pervasiveness 
of organisational culture, it would stand to reason that the organi-
sation’s culture would therefore shape any person in an organisation 
because of this social identification with the organisation (Campbell & 
Göritz, 2014). Further, an individual can have multiple social identi-
ties from different groups and/or organisations they have been part of; 
what makes someone an individual is how these different social identities 
work together (Charman, 2017). However, social identity is relational 
and contextual; members will therefore emphasise the behaviours they 
perceive as important to the group (Charman, 2017). Individuals join 
organisations to be accepted and, as such, will observe the expected 
behaviour and often take on that personality to embody the organisa-
tion’s culture (Ashforth & Mael, 1989; Stets & Burke, 2000). Therefore, 
although each individual will have their own identity, the emphasis 
on what is viewed as important contributes to an overall collective 
identity that contributes to a broad organisational culture. Because of 
this theoretical lens of behaviour transmission, we can look at culture 
collectively. 
Socialisation produces social reproduction, the driving factor in what 

accounts for continuity over time (Giddens & Sutton, 2013). Theoret-
ically, our personal backgrounds influence how we interact with others 
(Giddens & Sutton, 2013). However, this ideology is in direct conflict



10 C. Marsh

with the controlling nature of police culture and speaks to the strength 
organisational culture has in dominating individuals’ lives. If we as 
humans are indeed socialised from birth and have no say in how we 
interact in later life, then the influencing nature of police organisations 
would seem unrealistic, yet there is a body of literature that supports 
the very concept (Herbert, 1998; Loftus,  2010; Van Maanen, 1975). 
Although there are different stages of socialisation, one being the de-
socialisation from being a civilian (Charman, 2017), in this research 
understanding the individual stages is not as important as the overall 
effect on police culture. 

Socialisation, as fitted within Social Learning Theory, has several 
core components. Although initially contextualised in a criminological 
framework, the components are also relational to organisational culture 
learning. Behaviour is learned, behaviour is learned through interactions 
and communications with other people, learning happens within inti-
mate groups, and the learned behaviour is relational to the frequency 
and reinforcement of the behaviour (Akers & Jennings, 2016; Suther-
land, 1947). Although these were initially in a deviant and delinquent 
behaviour context, they are all highly conducive to how learning is done 
in policing organisations; perhaps the resemblance to deviancy is even 
indicative of the culture. 

Under the framework that socialisation is not deterministic but 
requires active participation instead of passive recipients (Charman, 
2017), we can then analyse how socialisation fits into police culture. 
Organisational socialisation is how members learn the required 
behaviours to ‘survive’ in the organisation; further, early organisational 
learning is the most influential determinant of later behaviour (Hale 
et al., 2013; Harris, 2016; Van Maanen, 1975). By the sixth month on 
the job, Van Maanen (1975) observed that officers had adopted most 
of the culture in the rest of the department. This adoption was vital in 
being accepted by the group and overall job satisfaction. 
If socialisation were truly deterministic, it would be unlikely that 

changing behaviour learned and cemented in from birth could happen 
in a relatively short time. Further to this, if this framework that indi-
vidual’s personal backgrounds determine social interactions is used as a 
guiding theory, police culture would not be able to be grouped in such
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a way that is collectivist to the organisation rather than individualistic 
to each member of the organisation. Indeed, the influential powers the 
organisation has on individual personality are strong enough to super-
sede any other personality trait (Loftus, 2010; Van Maanen, 1975). If an 
officer has a distinct personality type, it would be a result of the inherited 
organisational culture of the department rather than their own individual 
characteristics (Jermier & Berkes, 1979). Theoretically, the organisation 
is a more significant determinant in shaping behaviour and ideology 
than the officer’s personality (Jermier & Berkes, 1979). The dominant 
nature of the organisation’s culture is particularly interesting considering 
the culture has to overtake already established personal values that are 
generally formed around the age of 10 (Herbert, 1998). 
An additional determining factor of officer personality related to how 

long they had been in service (Paoline, 2003). Typically the longer an 
officer has served on the job, the lower their organisational commitment 
(Charman, 2017). As the older officers would be the ones who train 
the incoming officers and therefore also socialise them into the organ-
isation, this lower level of commitment may impact the new officer. 
Although official aspects of the job, such as legal rights of power, are 
learned in the classroom, much of the practical information is learned 
during the initial socialisation that new members of the organisation 
undergo. Loftus (2010) found that police officers in England did not 
feel the official classroom training they received prepared them for the 
reality of the job. Accordingly, the officers Paoline (2003) interviewed in 
the US felt that much of the job is learned in the field from more expe-
rienced officers, a sentiment Van Maanen (1975) echoed in his  own US  
ethnographic research. The Canadian study also indicates that training 
emphasises reactive situations, situations that are not as easily learned in 
a classroom (Campeau, 2015). 
The socialisation members receive even in the initial training phases 

is what cements the culture into being in an organisation. Socialisation 
is an essential aspect of officer integration and sets the tone for how 
members will behave in future. Social Learning Theory would suggest 
that members are socialised into a group and will reflect the values 
they view as most important to the group. However, as was seen in 
the data, the influx of Garda recruits and the lack of supervisors to
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socialise the recruits into the organisation led to a deficit in the prac-
tical knowledge of how to operate within the organisation. From this, 
low standards are allowed to flourish. At the current period in the organ-
isation (as of February 2020), the Garda have continued to recruit at 
an unprecedented rate. They have recruited and promoted members at 
the highest rates the organisation has seen in 10 years, if not ever, at the 
Inspector, Sergeant, and Gardaí levels. Whilst this influx after the hiring 
freeze was necessary, the strain on socialisation and training seen in the 
data will only be exacerbated, and with it, a compounding of the issues 
surrounding this overstretched capacity as suggested in the data. 
Though this research was initially pinned on the fore mentioned social 

theories, Rotten Apple Theory (see Harris, 2016; Punch,  2000, 2003) 
came about organically. Upon familiarisation with the data, patterns 
became apparent that many of the issues found in the data were not indi-
vidualistic, nor were they going to be solved by removing one person, the 
rotten apple, from the organisation. That considered, the application of 
Rotten Apple Theory could also not work in isolation in any way that 
would satisfactorily explain the behaviour that is representative of the 
Garda culture. Rotten apples are but one piece of understanding organ-
isational culture in a policing context. For this to provide a complete 
understanding, the social theories needed to be used in conjunction. As 
understood from the literature, rotten apples are not created in isola-
tion; they stem from a rotten orchard. This rotten orchard is created by 
systemic mechanisms dictated by the organisation’s culture and cemented 
in social learning and socialisation processes. What was found repre-
sented broader systemic issues that had long since been explained away 
on an organisational level as individual issues, the avoidance of respon-
sibility being a vital facet of the Garda’s culture. Upon this finding, 
the established place of Rotten Apple Theory in policing literature was 
sought and found, and its application to the Garda particularly became 
even more evident. 
Per Rotten Apple Theory, a large number of officers do not have to 

display such behaviour for the issues to be systemic, and this is still 
the approach taken when understanding the Irish data and how the 
observed behaviour of relatively few Gardaí (considering there are 14,000 
+ Gardaí) still reflects a broader systemic culture that values and allows
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this behaviour to continue. If it genuinely were down to a few single indi-
viduals being the catalyst for this behaviour, cases of police misconduct 
would be eradicated from every policing organisation in every country 
by simply removing a single officer. Accordingly, if this were the case 
in the Garda, you would not expect there to be a need for additional 
tribunals of inquiry after the first one. Yet, more than one tribunal was 
used for the data analysis, and there are more that have preceded the 
observation period and one that is ongoing. As the data over the 30-
year period has shown, even though there were often few Gardaí held 
accountable for their actions, though indeed this very notion is also part 
of the perpetuation of the problem as it instils this behaviour in the 
culture further, removal of one problem individual has not solved the 
problem. It was questioned throughout this book how this behaviour has 
continued for so long, and the contribution of this theory does provide 
adequate reasoning for that. You cannot solve a problem if you do not 
address the actual problem. 

Performance Theory relied heavily on the findings and implications 
from the Hawthorne Studies (see Carey, 1967; Sonnenfeld, 1985; Wick-
ström & Bendix, 2000). Though it was documented that there were 
criticisms of this study, most notably for policing organisations was the 
importance of supervisory–employee relationships. More specifically, a 
relationship whereby organisational members were valued at an organi-
sational level. Workers feeling that a superior level member cared enough 
about them that they would not only listen to but also implement organ-
isational changes they requested was a key finding and was also linked 
to increased productivity. In a policing context, the literature evaluated 
indicated that officers who felt their organisation valued them would 
exhibit more positive work-related behaviours. In contrast, those who 
thought they were undervalued would engage in more self-protective 
behaviours. Accordingly, the Gardaí were found to both feel undervalued 
by the organisation and engage in self-protective behaviour. 

Outlined thus far have been how this research has contributed to the 
theoretical development of policing literature in Ireland; however, there 
is also a unique contribution to the broader scope of police organisa-
tional culture literature. As stated previously, the theories used in and 
of themselves are not new to the field of police organisational culture,
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but their contribution lies in their use together. Though this is not to 
say that all the preceding research is any less impactful, there is room to 
argue that in using the theories together, a more robust explanation for 
culture transmission can be achieved. 

Rather than looking at organisational culture from top–bottom or 
vice versa, the concept needs to be reimagined in a cyclical fashion 
whereby there is no beginning or end, just a recurring concept.7 The 
organisation’s members are socialised into a group; in essence, they must 
learn what behaviour is necessary to become part of, and identify with, 
the organisation, or else they face social exclusion. Further, it can be 
understood that behaviour is moderated by performance theory and 
how members’ actions are received within the organisation. This then 
contributes to the understanding of why the rotten apple explanation 
is not valid. Because of the patterns of behaviour transmission through 
the social theories, behaviour being attributed to just one member, or 
rotten apple, does not make sense as this must stem from the organi-
sation’s culture that is perpetually transmitted circularly. To make it in 
the organisation, members must learn the behaviour; these members are 
then promoted, thus reinforcing the behaviour from the type whilst it is 
still being transmitted from the bottom ranks. With the methodological, 
empirical, and theoretical contributions considered, it is now possible to 
position Ireland in the larger spectrum of police organisational culture 
research internationally. 

As one final note before delving into the fundamental ideas repre-
sented by the term police culture, Kingshott et al. (2004) have asserted 
that research on policing organisations needs to be current because 
organisational culture is a changing concept that is defined by society and 
as such changes relatively frequently. Whilst this is important to consider, 
and although more recent research will be incorporated, the use of dated 
research is justified because, as will be discussed later in this chapter, in 
addition to the social theories of behaviour transmission, police culture 
is resistant to change and has remained essentially unchanged over time 
(Hale et al., 2013; Loftus,  2010). To further strengthen this argument,

7 Similar to the age old question, what came first, the chicken or the egg? Or alternatively, “a 
circle has no beginning” (Rowling, 2014). 
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what was found in the literature did not alter the perception of police 
organisational culture when taken from differing time periods except 
in a few circumstances, which were explicitly noted in the text. With 
this long-term lack of change found in the literature, it can be generally 
concluded that policing organisations are at least partially8 resistant to 
change. What follows are the basic tenets of what police culture consists 
of as derived from the literature from an international perspective. 

The International Police Culture Landscape 

When looking at the research on police organisational culture conducted 
since the mid-twentieth century, a general reckoning of what this 
police culture is has been observed at an international level. From an 
initial reading, general characteristics included: masculinity, discrimina-
tion, exclusion, suspicion, isolation, solidarity/loyalty, moral and political 
conservatism, pragmatism, cynicism, aggression, negative views of super-
vision, selective enforcement of the law, and a prioritisation of the 
crime fighter role over service-oriented role (Bittner, 1970; Brown,  2000; 
Charman, 2017, 2019; Demirkol & Nalla, 2019; Goldsmith, 1990; 
Ingram et al., 2018; Manning, 1977; Miller, 2019; Paesen, Maess-
chalck, & Loyens, 2019; Punch,  1985; Reiner, 1992; Reuss-Ianni, 1983; 
Rubinstein, 1973; Skolnick, 1966; Van Maanen, 1975; Waddington, 
1999; Westley, 1970; Worden,  1995). Even the informal rules passed on 
to new officers adhere to the general typology of the culture presented, 
namely, lay low, value the team, and make the law work (Charman, 
2017). 
Whilst not each of these will be discussed explicitly by the above 

terms, they interconnect into broader themes. These themes were 
idealised and formed based on an interaction with the literature upon 
secondary readings and are referred to throughout this book. Broadly 
the themes explored encompassed the culture vs sub-culture paradigm, 
which explores many of the nuances between official and unofficial

8 At the very least, police organisations have been characterised as resistant to change in the 
literature evaluated. 
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rules found in police culture; styles of policing, which inform police 
styling, and thus, culture; loyalty and solidarity, this point was a typology 
taken directly from the literature, but was considered so paramount 
to what police culture is in its many facets that it should be directly 
translated into a broader theme; organisational support, which included 
the emotional  labours required of the  job as well as how  the organisa-
tion facilitates its members seeking help; managing change; and blame 
culture.9 This last theme was not one that initially came up upon first 
readings of the literature but was informed by the findings of this 
research and later found in the literature in a way that was not as blatant 
as the label may suggest. 
What is presented throughout this book is a systematic review as a 

representative sample of the international research on the overarching 
aspects of police organisational culture that provides a robust under-
standing of what police culture has come to be known internationally 
and how these findings have been theoretically contextualised. Indica-
tive of sheer size, many policing studies are done in the US; therefore, 
a similar proportion of the literature reviewed consists of US-based 
research. However, because of this, there was an intentional limit to 
the number of US studies used, and therefore a conscious choice of 
using non-US-based research so as not to have an over-representation 
of what police culture is in just one country. This research intends to 
understand where Ireland fits into a larger base of police organisational 
culture research, not just where Ireland is situated in relation to the US. 
Additional international literature outside of the US was identified based 
on representativeness and inclusivity; however, the (other) international 
literature was, for the most part, supportive of the research stemming 
from the US. Because of this similarity, though there are instances of the 
particular country a study was conducted in being referenced, the inter-
national literature was not divided into further sub-categories of US and 
non-US. The overall conformity of the US and non-US police organ-
isational literature provides a unified comparison to the Irish policing

9 It should be noted that certain aspects of what are typically included in the police organ-
isational culture remit (i.e. gender and diversity) were not included because of their lack of 
presence in the data. 


