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I ntroduction

British policemen in the Victorian period are usudly presented in higtoricd literature
ether astrue protectors of law and order or asthe heavy hand of capitdism. Little
attention has been paid to the policeman as aworker and to the police authorities as
employers.

Evidence related to the British police in that period makes it clear that the police
labour force was drawn principaly from the ranks of the semi-skilled and unskilled
and that it faced Similar problems as other workers.* Like other workers, policemen
fought to improve their economic circumstances and their life chances and in the
process even resorted to Strikes and open resistance. Attempts were made by officers
to introduce unionsinto the police force and a one point (1890) meetings were held
between some policemen and members of the Marxist Socid Democratic Federation,
who tried to influence them to use more radica meansin their Sruggle. Other
evidence reveals widespread undercurrents of discontent and insubordination within
the various forces, expressed in rhetoric common to other working class groups.

While some policemen managed to ascend the police hierarchy and become senior
officers with high wages, position of power, prestige and a respectable standing in the
community & large, thereby crossing the boundary that divided the middle from the
working class, the mgority of officers (between 20% and 25% at the turn of the
twentieth century) never rose beyond the rank of congtable and had to do with low
wages, hard physicd work, and no supervisory status. Thus, despite the pivotd role
they played enforcing the attempts by the dite to suppress popular culture and curtail
independent political and indugtrid action by working people, police officers
belonged to the very same socid dass whose life they tried to transform and moul d.

Y &, policemen were didtinguished from most other workers, not only because they
represented the interests of the socid and palitica dite and thusincurred the
animosity of their classmates;? and not only because they shared acommon sub-
culture, but dso because they laboured under the same pattern of employment. While
this pettern was by no means dominant in the world of work in Victorian Britain, it
goplied to asgnificant number of workersin the country. It was anew form of
paternalism which, combined with bureaucratic structures and new manageria
concepts, was widdly adopted by the public services.

Briefly, the new paterndism was based, asin the past, on vertica relations of
mutua obligations between employer and employee. Superordinates provided for
their subordinates in return for deference and the acceptance of a dtrict regime of
discipline and management intervention in ther life after work. However, the
traditiond face-to-face persond control of the landed elite was replaced by a
supposedly disinterested bureauicracy determined to pursue efficient standards of
adminigtration and rationdize the work process.



* This paper does not address the last sentence of the abstract, i.e., a comparison with other public
sarvice, to be discussed a the 2002 conference.

In contragt to the mgority of British employersin the nineteenth and early
twentieth centuries, who tended to follow labour policies thet relied on the mechaniam
of the labour market, the police adopted a systemdtic long-term strategy which wasto
become more current in British work organisations after the First World War. The
recruitment of workers and conditions of service were regulated by standardized
bureaucratic principles rather than by market forces. Sdection was determined by
merit and examinations. Training and promation were internd and rddively
Sructured. Mogt sgnificantly, management adopted path-bresking welfare schemes
relieving every employee from the burdens of the ordinary contingencies of life, such
as old age, sckness and unemployment, and offered him the chance to develop a
career. After-hours leisure was aso provided.

The basic argument of thisarticleisthat a crucid impetus behind such an
employment system was the desire to stabilise the workforce and ensure the
continuity of employmert for senior officers aswell asfor ordinary policemen. The
police in Britain, and especidly the largest force, belonged to a category of employers
whose work depended on long-term relations between management and employees.
This necessity impacted greetly on their policies and on rdations within the hierarchy.
Because of the need for a permanent workforce, police employees, composad mainly
of working-class men, were offered conditions of service denied to most other
workers in Britain. While bureaucratic paterndists were aso motivated by the desire
to gain the compliance of employees, and to reform many of their habits, no less
important was the am of attaining their lifelong commitment and loyalty.

A pioneer of this employment system was the Metropolitan Police of London,
edtablished in 1829 asthefirg professond police force in the country. As the century
wore on, other employers, such asthe provincid police forces, the postd service,
rallway companies and various departmentsin the civil service, becameincreasingly
dependent on long-term employment. Each organisation adopted its own st of
policies to entice workers to stay on the job, derived from its own specific needs. Y et
the shared aim of a stable workforce ascertained that the policies adopted by each
were akin to those pursued by the Metropolitan Police. Moreover, the Metropolitan
Palice had adirect influence on the formulation of the new paterndism. The
employment system creeted by the Metropolitan Police served asamodd for police
forces dl over the country and was often studied and used as a point of reference by
other bureaucratic employers. While it would be difficult to establish a dlear-cut
cause-and-effect relationship between steadiness of employment and work conditions,
exigting evidence suggests that bureaucratic paternadism contributed to and even
accelerated the process of job stabilisation that characterised the last few decades of
the nineteenth century.

This paper uses the example of the Metropolitan Police to gain further insght into
the development of long-term employment among British workers. In andysing this
inditution, the pergpectives of an employer and those of his employees who opted for
permanency a work will beilluminated. On the one hand, the paper seeksto
understand the motivation underlying the desire for a stable workforce and to survey
the policies that were generated as aresult. On the other, it proposesto ddve into the
driving force of workers who proved themsdves long-term employees. Why wasa
gtable workforce important for employers such as the Metropolitan Police, and what



were they willing to offer in order to attain thisam? What kind of socioeconomic
background accounts for the surviva of certain workers despite hardships, and what
meade workers with such a background decide that durability of employment suited
their interests and life circumstances?

Snce only long-term employees were able to take advantage of the promotion
sysem indde the Metropalitan Police, a patrait of officers who managed to dimb the
ladder through the ranks will shed more light on the socia groups who benefited from
dahility of employment. Investigating the Metropolitan Police is reveding not only
because they were pacesetters of the system of bureaucratic paterndism, and
conceivably influenced the formation of such palicies outside the police, but dso
because they produced awedth of both impressonigtic and quantitative data about
the manpower Stuation in the force, which are rarely available for other work groups.
Particularly revealing are the service records of recruits to the Metropolitan Police
between 1889 and 1909, arare data set thet survived intact from the Victorian and
Edwardian periods® These valuable records were compiled as abridged persond and
work higtories of recruits and include information about socioeconomic background,
cause and date of leaving the sarvice, and the ranks attained in the course of an
officer's career. A datistical analyss of such raw data provides aprofile of agtable
employee and of a promoted officer and specifies how long it took the latter to ascend
the ladder. Other empirica evidence rdaing to the Metropalitan Police dlows usto
determine whether the acute turnover situation which marked theforcein the early
years abated, and hence to judge the degree of success of policies pursued by the
adminigtration. Together, the two perspectives - of the authorities and of the
policemen - afford a glimpse into employment strategies of public employersand
indicate possible links between persond variables on the one hand and job dlegiance
and socid mohility on the other. Ultimately, on the assumption thet the shift to
permanent employment during the nineteenth century congtituted a mgor turning
point in the world of work, this paper ams at illuminating the role and meaning of
continuity of employment for thase who administered the work organisations aswell
asfor those who were in subordinate postions in them during this crucia period.

The Problem of Labour Turnover
The nineteenth century labour market was characterised by frequent mobility in and
out of workplaces. Mogt employers relied on the dmost continuous supply of labour,
hiring and firing & will, while many workers drifted from job to job. Mohbility
occurred between and within occupations. Rura workers penetrated the urban
markets and migratory craftsmen moved into indudtrid plants. Some had to change
jobs because they belonged to a deteriorating industry, while others, such as
caondruction workers, were susceptible to seasond fluctuations in their trade’
Workers often chose whatever came dong. Faced with unemployment, craftsmen and
skilled workers occasondly found themsdves plunged into the ranks of unskilled
casud labour. Other workers wandered from place to place voluntarily. For some,
tramping was away of life. As Samue Raphad depicts o gptly, "tens of thousands of
nawvies followed in the track of Victorian 'improvement’ and the great public works, a
class of men 'very fond of changé, and forever on the move, especialy the more
<illed among them"" > Gypsies and showmen were "born and bred to aroving life".®
Many such drifters went back to an old employer as soon as work resumed or was
avalable again, but alarge number shifted to new employment.

All employers obvioudy depended on "the positive commitment of a leest a
section of their workforce”, but a growing number of work organisations required the




stahility of asubstantia core” The Metropolitan Police were among the few work
organisations which did not differentiate between permanent and temporary workers
and in principle offered security of employment to dl workers who toed theline. In
scanning the rhetoric of senior officers, it becomes evident that the early departure of
employees was amgor concern for the authorities throughout the period. Frequent
references were made to the undesirability of high turnover, and policies were often
judtified by their expected beneficid effects on the Sability of the workforce.

Paradoxicdly, during the first few decades, the Metropolitan Police dismissed
massve numbers of employeesfor the flimsest transgression of the rules, thereby
exacerbating a high turnover rate that aso resulted from extensive voluntary
withdrawals due to onerous conditions of service. Officers dso left when found unfit
for service because of failing hedth or deteriorating physicd condition. Bascdly,
however, the police forces dl over the country aimed a keeping the competert and
physicdly fit officers, and gradualy amended their pend policies, subgtantidly
reducing the number of dismissds If in the period between 29 September 1830 and
31 December 1831, 1,586 officers were dismissed as compared to 736 who resigned
volurtarily, this proportion was reversed, resulting in 2,609 dismissds and 7,567
resignations during the decade starting in 1856.% The aim of low turnover took
precedence over other priorities.

The Metropalitan Police had good reasons to be guided by this strategy, for
turnover was cogdtly. Firdly, the need to replace those who left incurred expenses.
While police service was open to every young man regardless of socid background,
each recruit had to go through ardatively long sdection procedure in which specid
officers examined his reading and writing ahility, wrote down his persond details and
carefully checked his credentids and the credentids of those who recommended him,
even if this entailed long journeys. Surgeons were specidly employed to ensure the
physcd fitness of candidates. Second, the great mgjority of recruits entered police
service with no professond preparation for the job, and the adminigration was
obliged to equip them with the skills necessary to perform police work. Upon entry,
every recruit passed through ashort period of formd training followed by informal
ingruction by experienced officers on the job. In addition to training expenses, which
included wages for trainees, the police had to sustain the cost of reduced productivity
of the newcomers as wdll asthat of the veteran officers who taught them the ins and
outs of the job during thelong period of informd training. Not surprisingly, the police
leedership wanted to secure areturn on their investment. Funded by local rates and
government grants, they were under constant pressure from the centra government to
keep cosgtsto aminimum, a pressure that intengfied in the latter part of the nineteenth
century.

The issue of labour gability, however, went beyond the question of financid costs
for the authorities. The police were expected to provide continuous and coordinated
service, which depended on the permanent presence of employees. High turnover not
only had abad effect on the morde of those who stayed, but dso disrupted the daily
routine. Moreover, cumulative experience was essentia for efficient performance.
Senior officers estimated that it took over two years for acongtable to learn his
duties™® Therefore, the untimely withdrawal of exPerienced officerswho had dready
mastered police skills was particularly damaging. ™ For all these reasons, from the
outset, the police authorities were avare of the need to persuade workersto remain in
sarvice. Other public services were guided by smilar caculations.

Arguably, the gtability of employees was even more imperative for the
Metropolitan Police then for other employers, owing to the specid rdaionship of the



forceto the sate. This body was the only police force in Britain directly answverable to
the central government. All the other forces were locally controlled, even though they
became subject increasingly to centrd supervision and funding. The Metropalitan
Police represented sate interests and personified its power. The force fulfilled various
date functions, including suppressing e ements defined as enemies by the date, and
trangmitted values consdered essentid to the preservation of the socid order. The
commitment of employees to their workplace was therefore of utmost importance for
the authorities.

Moreover, not only was palicing an occupation with high public vighility, but the
Metropolitan Police, more than other work organisations, were under public scrutiny
through the annud reports they presented to parliament, evidence they gaveto
parliamentary committees and extensve coverage by the press. Criticiam of the force
wasin effect criticism of state power. It wasthus vitdl for sate officidsto present the
Metropolitan Police not only as an efficient force but also as a tade and rdiable
inditution faithfully adhering to the rule of law and serving the needs of the entire
population. More broadly, this aim accorded with growing demands for aloyd and
politicaly neutrd civil service and, towards the end of the century, for the Sate to be
an examplary employer.*?

The Palicies of L abour Retention

The drategy of labour retention had overal and consstent support among police
policy makers. Moreover, they were united in the belief that the use of the "stick”
should be accampanied by materia advantage. Incentives were essentid in order to
counterbaance the harsh disciplinary regime and daily routine. Ordinary policemen
patrolled long beats "by day and by night, in fair weether and foul, when the
pavement is hot and glaring, and when it is muffled up in snow or coated with ice" 3
They were dso exposed to physicd danger from the community. Positive incentives
were amanageria device to make it worthwhile for the men to serve the interests of
the Metropolitan Police and to regard themsalves as career policemen. 4 A system of
economic compensation was built up over the years, the product of along processin
which disparate ideas, pressures and congraints played a part.

First and foremogt, the sheer necessity to guarantee continuity of service prompted
the police to provide their employees with aregular income. Steedy income, though
awayslow for those at the bottom of the hierarchy, was granted irrespective of effort
or performance. No subcontractors were used. Slack periods of job scarcity did not
undermine the policy of secure employment. Experience and promation entailed a
risng rate of pay.

Moreover, while most employersin Britain focused on wages as the sole means of
payment for work hours, the Metropolitan Police, dongside other bureaucratic
paterndigts, devised aset of incentives based on both monetary and non-meaterid
rewards. Apart from steedy pay, police officers enjoyed continuity of earningsin
times of digtress, such as sickness, accident, retirement or degth. If the policeman fell
sick, hewas given free medica care, some sick pay and occasondly sick leave. For
injuries recaived in the actud performance of duty, alump sum or even a pension for
life may have been granted. Widows and children of policemen killed while on duty
often received specia alowances!™ Funeral expenses of officers were also covered.
Above dl, penson upon retirement was considered the bonus that judtified staying on.
As early as 1839, the London police awvarded some kind of pension to employesswho
were found unfit for service by a strict medica examination. Those with over 15
years sarvice but under the age of sSixty were paid fifteen-fiftieths of their pay for a
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term of five years unless the commissioner recommended a longer period. '° After
thirty years service or a age Sixty the penson was for life and equded thirty-fiftieths
of the pay, or alonger proportion in cases of extraordinary merit or good conduct. In
1890, pensions became compulsory under the Police Act of thet year. The prevdent
conviction among top management was that pensons "would induce men to join the
srvice', "remain in the force" and be efficient.’” As alarge-scale bureaucratic
inditution, the Metropolitan Police had the manpower and the financia resourcesto
undertake this complex reward structure.

Another way of mativating employeesto stay in service was by granting them
benefitsin kind, such as the periodic supply of uniform, boots and cod. Married
officers received alodging dlowance and the unmarried were housed in specid
section houses, usudly attached to police gations. While some officers regarded this
resdentid arrangement as "forced imprisonment”, others enjoyed the company of
their colleagues and the convivia amosphere created by commund living.'®

No doubt, some policy makers were impelled by the desire to meet the aspirations
of the officers for adequate terms of employment. It is equaly certain, however, that
the predominant moative for the paterndist policies was the intention to fulfill
management's interests, calloudy if necessary. The authorities clearly wanted officers
to work with a sense of positive commitment, but they aso had other consderations
in mind. The system of incentives was meant not only to make the workers appreciate
the job security and welfare schemes offered by the police, but dso to generate a
disncentive to leave. The very same privileges, or rather the prospect of losing them,
were intended to serve as a deterrent to premature withdrawa . Moreover, benfits,
notably pensions, o operated as negative sanctions. Officers who contemplated
departure (or insubordination) knew that they would be pendized. Both dismissal and
voluntary resgnation entailed the forfeiture of al the morey officers contributed to
the superannuation and other funds. Medicd care, too, assmilated an instrumental
rather than a humanitarian motive, as it was meant to reduce absenteeism and ensure
continuity of performance of tasks.

In the same vein, the authorities were determined to manage the system of
incentives with the least cost. The officers themsdlves financed or helped to finance
many of the benefits. Each officer contributed 24246 of his pay towards the penson
fund, which was aso supported by stoppages of the men's pay during sickness, fines
imposed by the authorities on the men for misconduct, the sdle of policemen'sold
uniforms and payments from ingtitutions that used police sarvices *° Officers also
contributed towards the upkeep of various recreationd facilities® In addition, saving
was attained by encouraging officersto engage in sdf-hep ventures and by saliciting
the financid support of philanthropists and other leaders of the community. One
examplein the late nineteenth century was Henry Whiting, who donated large sums of
money towards various police causes, such asareward fund for officerswho
digtinguished themsdlves by an act of bravery and afund for the rdief of officersin
financid distress®! The participation of officersin provident societies and saving
schemes, often run by themsdves, eased the financid burden on the authorities and
crested amore rewarding work environment.

Notably, monetary benefitsin excess of pay were not consdered aright but a
privilege and were therefore not dways granted. Decisons concerning disability, for
example, depended on a certificate from the commissoner that the officer had served
"with zedl and fiddlity", creating ample room for discretion and persond bias.?
Decisonsin favour of an officer could be reversed by the secretary of sate. Even
pensons, perhaps the ultimate prize in the reward package, were not obligatory until



the Penson Act of 1890. Policemen complained thet “no sooner is a police condable
mordly entitled to a penson by long service than he is subjected to a system of
morméu-z?z

For decades, the advantages offered by the Metropolitan Police failed to prevent
the voluntary withdrawa of masses of officers, and the outflow of officers continued
uninterruptedly. One officer observed in 1866 that "o rapid are the changes that
during the last Sx or saven years more than double the strength of the force has joined
and left, and there are plenty more now ready to go as soon as anything else better
turns ug'.2* Often it was "the promising men who leave, the men whose services are
worth aday's pay; the zelous and deserving'. > The system of material compensation
indigated by the paterndigt authorities in the early decades was gpparently not
attractive enough to digpose officers to stay. The "carrot” policies were conceded only
reluctantly and usudly fell short of meeting the policemen's expectations. Although
the mgority of metropalitan policemen came from a semi-skilled or unskilled
background, and thus faced limited opportunitiesin the labour market, many of them
refused to put up with the combination of low wages, long hours, physicdly and
emoationdly demanding work and grict discipling, epecidly in view of the
uncertainty of welfare provison. As aresult of discretionary |atitude and the high rate
of voluntary departure, less than 14% of dl recruits to the Metropolitan Police until
1860 were granted a pension upon retirement.? This predicament was particularly
severe for veteran policemen, who over the years had invested large sumsin the
pension fund. Many officersin any case regarded their contribution to the pension
fund "more as atax than a benfit".>’ In view of the many cases of loss of pension,
this privilege came to be seen as "humbug’ ard "a.complete farce".?® Consequently,
some men left as soon as they found aless srenuous job.

From about the mid-1870s, however, even though the Metropalitan Police steadily
increased the Size of the workforce, the rate of turnover showed an amaost continuous
dedine. It dropped to asingle-digit percentage after 1876, maintaining an average rete
of 5.7% during the last two decades of the nineteenth century. > Other indices confirm
the stabilisation of the force. In the mid-1870s, the average and median lengths of
savice of leaverswere 7.7 and 3.3 years, respectively. On the eve of the First World
War, the figures reached 17.1 and 25.5 years, repectively. This reveds adramatic
shift in the pattern of turnover from a Stuation where over hdf the recruitsleft during
the firg four years of service to one in which alarge proportion of the workforce
contributed its experience to the fullest. The authorities, however, were even then
dissatigfied with the withdrawd rate. Hosts of young policemen il 1eft the force
every year to look for other employment, a Stuation that disrupted work in the police
and caused extra expense. Nonethdess, the surviva rate continued rising and the
compasition of the force gradudly shifted to a corps of experienced pdicemen.

Although the change in the behaviour of workers may have been the result of
externd or private circumstances unrelaed to the redlity of work in the Metropolitan
Police, aclose andysis of the data revedls that the sabilisation of the workforce
occurred in tandem with improvements in the conditions of service. After years of
high turnover rates, the authorities findly redlised that |abour stability and better work
performance necessitated further amdioration of the paternadist system. Changesin
top management brought forward people who undertook this task. While the tight grip
of the supervisors on congtables was not Sgnificantly reaxed, grudgingly and a a
dow pace, the authorities gradudly widened the range of incentives and rendered the
provision of welfare less discretionary. The greater the guarantee of benefits, the more
the policemen had to lose by departure.



Agang the generd background of the democratisation of the politica process, and
greater labour militancy both insde and outsde the police, the authorities so set out
to placate and regularize labour by subtler means. * From the 1870s onwards, the
police leadership in London (and dsewhere) devised various types of recregtiond
activitiesfor their workers. They sat up sports clubs, footbdl, cricket and svimming
teams, orchestras, choirs and performing groups. They designed specid venues &t the
workplace for games such as hilliards, chess, cards and dominoes, and invested in
libraries and reading rooms stocked with books of a high mord sandard. They dso
organised family outings, dinners and athletic competitions and indtituted elaborate
award ceremonies. A careful reading of the pronouncements of senior officers
regarding the reasons for the investment of money and energy in lesure provison
reveds that work-related leisure was intended not only to compensate policemen for
the harsh conditions of service and reform their habits, but also supply them with
reasons to stay.>* Enterprises such as an orphanage for the children of deceased
officers and a convalescent home for officers, initiated and subsidized by private
benefactors, aso made the Metropolitan Police a more attractive place of
employment. With time, the feding that the security of employment and socid
protection was illusory was abated. A growing number of officers now acted on the
premise thet they could gain alot by staying.

The Men Who Chose the Police asa Career
To appreciate the vaue of regular employment for workersin the period under
review, it isingructive to identify the socid groups who chose palicing in London as
alifetime career. Findings based on the service records of recruits during 1889-1909
show unequivocdly that the stable policeman was likely to come from the lower
echdlons of the socid and occupationa scde® An examination of the prior
occupeations of policemen reved s that the lower the occupationa grade of the recruit,
the greeter hisindlination to say in the force. Unskilled and semi-skilled workers, i.e,
from said dasses 5 and 4, had smilar lengths of service on the force: about 15% of
the recruits from each category served two years or less, while around 52% reached
the 25-year mark, which alowed officersto retire with a penson. Skilled recruits,
white-cdlar workers and smdl retailers (socid dass 3) showed a greater propensity to
leave. Over 17% of those belonging to this grade served two years or less, while 47%
completed afull term of service (25 years). Moving up the occupationd scaeto
professonds, smdl employers and farmers (socid class 2), the data show that 28%
left during the first two years and only 41% reached retirement after 25 years sarvice.
These findings must reflect the priorities of workers at the time to some extent.
Many of the unskilled and semi-skilled recruits had been part of the vast army of
casud labour that periodicaly went for months with no source of income, under the
fearful threat of going, or returning, to the workhouse. They were therefore
disndined to leave ajob that offered them permanent employment. Moreover, the
new job was better paid, condtituted a Sgnificant risein socid status and offered
extengve benefits which they were unlikely to get as unskilled or even semi-killed
workers. Skilled workers who contended with casudisation or low wage raies aso
tended to remain in the force and become veteran policemen. Although engineers,
who were paid well and whose position in the labour market was relatively secure,
served on average only 12.5 years, skilled workers who were not as fortunate, such as
bricklayers and house painters, served 18.6 and 19.4 years, respectively (the mean
length of service of the entire force was 17 years). By comparison, clerks and smal
traders each served 15 years on average. While the encroachment of big business and




shiftsin the demand for labour at the turn of the century drove some smdl-scae
employers, traders, craftsmen and white-collar workers to seek job security in police
work, these workers, who bordered on thelower middle dass, proved lesswilling to
endure employment that threatened ther autonomy and which could not guarantee
higher status and financia rewards.

A large proportion of the recruits (40%) hed previous public-service experiencein
such bodies as the armed forces (army, Roya Navy and marines), the Volunteer
Corps, the Militiaand provincid police forces. Surprisngly, whether talied together
or separately, they showed a significant tendency to leave the Metropolitan Police
prematurely. Presumably, their military, or quas -military training and discipline did
not necessarily made them physicaly and mentaly suited to police life. (An exception
was the record of officers with former service in the Volunteer Corps, whose turnover
rate was lower than that of the average officer). The military background of recruits
and the increase in earnings and status entailed by police enlisment may have
rendered the Metropalitan Police an obvious choice for them, but it did not
necessaxrily keep them there. Perhaps their behaviour revedls their reservations about
the disciplinary regime and lack of independence governing the work processin both
the armed forces and in the palice. Thisis suggested by two findings: One, that most
soldiers remained in the army for only the minimum period of service of Sx years,
and two, that the longer they had served in the armed forces, the better they adjusted
to palicelife

Interestingly, ex-servicemen who opted for other employment before joining the
Metropolitan Police tended to serve longer than those who made the police ther first
choice of employment following military service. Having had a doser and longer ook
a the labour market, and hence a better understanding of its relevance to their
employment Stuation, these ex-servicemen, when findly deciding to join the police,
probably hed serious intentions of staying. A possible explanation for the indinetion
of former policemen towards short-term service is that most of them (80%) came
from the provincid forces, where work was less demanding than in the Metropolitan
Police.

The geographica origin of officers was dso a sgnificant factor associated with the
propendity to stay or leave. Former rurd workers had arecord of congtancy. While
14% of recruits from rura aress |eft by the end of two years service, 17% of
Londoners served as little, and as many as 21% of officers who came from other
urban aress served for an equivaent period. This pattern was repeated in an
examination of the percentage of officers who completed a full term of office of 25
years. 53% from nonturban regions served over 24 years, dmaost 50% of the
Londoners sarved as long, and only 44% of those who came from other urban aress
lasted as long. A sSmiilar finding is revedled by sudying the records of officers from
Eagt Anglia, alow-incomerurd area, and of agriculturd labourers or gardeners from
dl parts of Britain. In addition to gains in wages, satus, security, housing and socid
benefits, officers from an agriculturd background showed a higher surviva capacity
than the average officer, possibly due to ther superior physicd ability to cope with
the hardships and hedlth hazards of police work.

The service records aso show that family congderations were paramount in
determining an officer's commitment to hiswork. Married men were lessindined to
leave prematurdly. While 17% of the unmarried recruits left the service within the
first two years, less than 14% of the married policemen |eft as early. The discrepancy
was even gregter in the case of policemen with children.
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Advancement in the Ranks

An important incentive offered by the Metropolitan Police to their employeesin order
to convince them to stay was the chance of advancing in the ranks, a prospect
avalable to only asmal proportion of the working dass then. * Police officers were
time and again promised that "when ability as an officer isdisplayed it surdy leadsto
notice and advancement”.>* This promise, combined with employment security and
other welfare provisons, may be regarded as part of awider strategy pioneered by the
police and adopted by other large bureaucracies to guarantee the dlegiance and
commitment of the workersto their employers. The police career Sructure was
designed in such away that only officerswho filled the desire of the authorities for
long-term employment could ascend the hierarchy of command and gain better
conditions of service. Except for the early years, when the need to create an
immediate supervisory hierarchy foraed the authorities to recruit men directly into
senior ranks, there was no outside recruitment to supervisory positions. Only the very
top ranks, who condtituted less than 1% of the workforce, were nominated to their
position. All promoted officershad to start from the bottom of the hierarchy and
gradudly make their way up through the ranks, depending on merit, experience and
vacancy.

The career line condsted of a graded hierarchy leading from the entry position of
congtable through sergeant, inspector and chief ingpector to superintendent (or related
ranksin the detective system) followed by retirement on apension. A vast gep in
rewards existed between congtable, or even sergeant, and superintendent. For
example, whereas a congtable€'s pay at theturn of the century began at 25s.6d. aweek
and rose by annua increments of 1s. aweek to amaximum of 33s6d, the annua wage
of superintendents was over J400.% Since no rank could be skipped, the longer an
officer worked for the police the better were his chances of advancing sgnificantly
and reaching the more rewarding ranks. Persistence thus offered ordinary workers the
rare opportunity to develop acareer and cross the class boundary into the middle class
proper. Survival was essentid for ambitious dficersin yet another way. Police
training and experience did not equip the policeman with skillsthet served asa
springoard for a career outside the police. Metropalitan officers could attain mohility
when they opted to work in provincid forces, but otherwise, veteran policemen with
socid aspirations had little choice but to Stay in service in the Metropolitan Police.
Thus, incessant effort and employment stability were indigpensable traits for officers
who wanted to pursue a career.

The expectation to develop a career was not as prevaent in the nineteenth century
asit becamein the next century. Many workers neither aspired nor expected to
experience socid mohility. The same was true for police officers. For the many
common labourers among them, joining the police rank and file in itsdf meant arise
in skill leve, economic rewards and gatus. Y et memoirs of police officers make it
clear that aproportion of the workforce hoped to be counted among the promoted
officers. This hope must have influenced their motivation to stick to their job. Who
were the sodid groups whose job immobility won them promation? What was the rate
and spead of socid mobility indde the Metropalitan Police? A datigticd andysis of
the service records of officers between 1839 and 1909 illuminates the extent of
moility and the links between persond variables and career mohility in the force®

By definition, the supervisory officers were long-term employees, yet their termin
office was consderably longer than the constabl€e's. Promoted officers served 24.8
years on average in contrast to congtables, who served 15.2 years. Patterns of turnover
amongst those who served five years and more reved that 83% of the promoted
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officers reached a full term of service commpared to 59% of those not promoted.®®
However, only asmal number of recruits actualy managed to ascend the ladder of
promotion. Exduding those who served less then five years, the proportion of
promoted officers from amongst dl recruits to the Metropolitan Police between 1889
and 1909 amounted to under 25% of the force. Evidently, the mgority of officers had
to endure the arduous work of routine patrolling throughout their entire service in the
London police

A comparison between officers who served at least five years but never rose above
the rank of congtable and those who were promoted reved s that non-manua workers
hed amarkedly high rate of promotion: 40% as compared with 23% of the manud
workers. This difference indicates that experiencein hard physica work was not
conducive to advancement in the police hierarchy. No doubt, better education, literacy
and the exercise of menta skillsin former occupations helped non-manud workers
write reports and pass the examinations essentia for pramotion. An andyss of the
rate of promotion of each of the groupings composing the non-manud contingency
ingide the Metropolitan Police confirms that men belonging to the lower middle dass
tended to be upwardly mobile: 35% of recruits comprising socid class 2 (retailers,
gmdl businessmen, professonas and farmers) were promoted, as were other retailers
in the sample who are usudly classfied lower down the scale, namely, shopkeepers,
grocers and shop assgants. The percentage of clerks who achieved promotion was as
high as 65%, by far the most successful occupationd group. Evidently, the tendency
to long service did not correspond to the likelihood of being promoted: once clerks
opted for permanency a work, they knew how to ascend the hierarchy.

Further investigation shows that the proportion of skilled and semi-skilled workers
who were promoted was about 24%, the same as the mean rate of promotion.
Unskilled workers had the poorest chances of socid ascent, about 5% below the
average. Clearly, recruits with a higher socid status and leve of education had better
prospects of promation. By selecting supervisory strata from amongst the more
educated officers, the authorities reconciled the policy of promoation from below with
growing professond demandsin the force.

Although no significance difference existed between the rate of promation of men
who had had public service experience (23%) and those who did not (25%),
experience in certain public services could help policemen attain upward career
mobility. Ex-soldiers tended not to be promoted (19%) in contrast to ex-Royd Navy
men and ex-marines, whose rate of promotion exceeded the average (31% and 27%,
respectively). Former policemen (induding railway and colonid policemen) and
former employees of the rallways and the post office dso showed a noticesble
tendency to be promoted (30%, 29% and 31%, respectively). All this suggests thet
experience in certain public services could help policemen attain upward career
mobility. By contragt, pdicemen with previous service in the Volunteer Corps and the
Militia had a promoation rate below the average (22% and 19%). Perhaps the fact that
middle dass enrolment to the VVolunteer Corps gradudly gave way to recruitment
from the working dass, and increasingly from the ranks of the unskilled, accounts for
this phenomenon.

A comparison between natives of London and policemen born dsewhere reveds
that Londoners hed better chances of being promoted (28% againgt just under 23%).
By contrast, policemen who came from rura areas had a promotion rate of only 22%,
and the agricultura |abourers amongst them only 19%. Farmers, however, showed a
relatively high degree of success (27%). Men from provincid cities were
underrepresented among officers who achieved promation (20%).
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An andlyss of the ethnic origins of recruits revedls that among the non-English
groups, the Irish showed an impressive tendency to achieve upward mohbility (31%)
while the Scots and the Welsh tended to remain in subordinate positions (14% and
11%, respectively). Promotion was dso age-related. The younger the recruit was
when he enlisted, the greater his chances of upward mohility.

The pyramid-like structure of the police hierarchy madeit virtudly certain thet all
but a few of any cohort would find their upward progress blocked a some point . The
results of an andlysis of the entire promoted populetion by dternate years reved thet
most promoted officers (about 68%) never managed to rise above the rank of sergeant
(ordinary, section or dtation sergeants, or their equivaents among the clerica teff).
Jugt over 19% (394 officers in the sample) sopped at the rank of ordinary ingpector,
and afurther 8.7% (176 officers) did not rise above sub-divisond or divisond
ingpector. Only 3.5% (70 officers) reached the rank of chief ingpector, of which half
(1.7% of dl promoted officers) continued on to the level of superintendent. Two
recruits managed to transcend the cutoff point beyond which officers were usudly
gopointed from outsde the force: one officer attained the rank of chief congtable and
the other the rank of deputy assstant commissioner. The former was agardener and a
native and resdent of North Wales before joining the Metropolitan Police, who rose
through the ranks of the Crimina Investigation Department. The latter was aclerk and
aL.ondoner by birth and residence, who had served in the army for eight years and
then made hisway up in the regular police.(Notably, most of these promotions took
place after 1914.)

Thetimethat it took to move up the ranks varied considerably, but on the whole,
promotion was a dow process. Although congtables were not dlowed to rise before
they completed five years of service, the mgority hed to wait longer before attaining
their first promotion — an average of nine years. Thus, officers were unlikely to be
promoted for the first time well before the age of thirty. It took an average of 17.5
years of service dtogether to atain the rank of ingpector, and another seven yearsto
become a chief ingpector. The rank of superintendent was generdly attained only after
an average of 28.5 years of sarvice.

Conclusion
Indtilling commitment in the force was a dow process, but however gradud, it
ultimately changed the whole police culture. Research is till needed to fully assess
theimpact of gabilisation on the police. Meanwhile, an overview of police journds,
in which policemen expressed ther inner fedings and discussed their work as well as
their private lives, reveds same of the results. Asfar asis possble to generdize, the
more time policemen stayed together in the same workplace, the greater was their
attachment to each other. With time, an esprit de corps developed, abetted by the odd
work hours and the inability of policemen to conduct their socid life in harmony with
the habits of other working-class groups. As aresult, policemen and their families
were impdled to spend their leisure time together. The Szegble provison of
recregtiond activities by the police after work hours brought them even closer
together. The many police dinners, sports days and excursions, in which the
policemen's families participated, strengthened the bond not only among the men but
among their familiesaswell. A sense of community was gradudly created, which
involved heightened solidarity with the specific place of work and with the occupation
asawhole.

Growing identification with work through perseverance, however, was not
incompatible with hodtility to management or with industria struggles. Discontent
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was dill rife among officers, but increasingly they expressed their protest not by
departure but within the organisation. In fact, the job immohility of an increasing
number of officers may have helped them to organise protest and develop better
methods of struggle*® A survey of police employment policies suggests that
management eventudly responded to such pressure. While it isimpossible to gauge
the level of sstisfaction of policemen in Victorian and Edwardian times, a reasonable
condusion isthat it rase seadily, though not lineary, despite an undercurrent of
discontent with various employment conditions.

The knowledge that they could advance must have persuaded a least some
policemen to endure the harsher aspects of the paterndist system. From this
perspective, the policy worked. Asfor the employees, perseverancein the
Metropolitan Police certainly benefited those who experienced upward mohility.
While promotion was not contingent upon seniority but upon merit, tandardised
examinations and the weight given to the opinion of senior officers, length of service
was the a priory requirement to begin to dimb the ladder and attain socid and
economic mohbility. However, few policemen managed to gain entry into the midde
class through ascendance in the Metropolitan Police. The advancement that working-
class employees of the police could redidticaly expect was ataining the rank of
sergeant, whose work, socid status and economic reward were not drasticaly
different from those of ordinary constables on street duty, except that the rank was
upervisory, it dlowed for some authority and it paid wages that provided ardaively
decent standard of living.

Theredity of promotion was gpparently no different fran that in other large-scae
organisations, whether in centra or loca government, the post office or large private
corporations like the railways, where "the best to be hoped for was promotionto a
modest senior derkship or office manager.*! Yet, asin ather public services, even
though the supervisory grades tended to be filled up by employees from the lower
middle dass, and workers from the less privileged levelsin society had little chance
of rigng to the top, employees from an unskilled or semi-skilled (or rurd) background
sometimes did manage to reach high positions of authority. Officerswith a
background of manua |abour advanced more dowly and had fewer chances of
promotion than those from the lower middle class, yet they ill congtituted 71% and
57% of al chief ingpectors and superintendents, respectively. ** Among the 35
recorded superintendentsin the sample, three had been gardeners, two porters, one a
house servant, one afarm servant and one alabourer. Such access to positions near
the top evoked the hiting observation of a contemporary that in education, training
and potentid ability the British superintendent was "digtinctly inferior to his brother
officer in Vienna'.** However, the privileged minority of superintendents with an
unskilled past were living proof of the possibility thet a policeman could subgtantialy
change his socioeconomic situation if he perssted in his employment with the force.
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