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Abstract: This study explored the perceptions of forensic science compatibility and validity 

among police investigators in Nigeria and how the two features of forensic science 

associated with organisational culture. Data were collected from 401 respondents using self-

administered questionnaires, that is, the Police Perception of Forensic Science scale (PPFS) 

and the Modified Organisational Culture Assessment Questionnaire (MOCAQ). The results 

show the perception scores of more than half of the respondents as favourable, and the 

organisational culture scores were also above normal. It was found that all the subdomains 

of organizational culture, except for „managing change‟, were significantly associated with 

the perceptions of forensic science compatibility and validity. Therefore, improving the 

statistically significant subdomains would likely increase the positive perception of forensic 

science among police investigators in Nigeria. 
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Introduction 

Despite the recognition of the benefits of utilising forensic science in police work, some 

police systems, particularly those in developing countries, are yet to properly institutionalized 

the utilisation of forensic science in criminal investigations. It is either a police agency is not 

doing enough about integrating forensic science, or it is making futile efforts.  

 

Many reasons could be responsible for the unsuccessful integration of forensics into police 

work. One important factor could be perception, which is the process by which people make 

sense of what other individuals and phenomenon are ‗supposed‘ or likely to be. According to 

Rao and Narayana (1998), perception is the single most crucial determinant of human 

behaviour, as there can be no behaviour without perception. A similar argument was shared 

by Chartrand, Maddux and Lakin (2012).  

 

Perception of individuals could be affected by the culture they live in within their 

organisational setting, otherwise known as organisational culture (OC). Studies have found 

close relationships between Organisational cultureand processes as well as outcomes in 

organisations (Brough, Chataway & Biggs, 2016; Ovidiu-Iliuta, 2014; Zu, Robbins & 
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Fredendall, 2010). Organisational culture also influences organisational commitment, job 

satisfaction and employee effectiveness (Hartnell, Ou & Kinicki, 2011).  

 

Previous studies have evidenced that Organisational cultureaffects employees‘ attitudes 

towards their organisations, its operations and general growth (Spriggs, 2017; Terzioglu, 

Temel and Uslu Sahan, 2016; Martins & Terblanche, 2003). For example, Glomseth, 

Gottschalk and Solli-Saether (2007) had found that team culture had a significant effect on 

the process of knowledge-sharing, and on the outcome of police investigations in Norway. 

Hence, Organisational culture may likely determine the perception of some operational 

aspects of the police, such as the utilisation of forensic science in criminal investigations.  

 

Despite the connection between OC, perception, and behaviour, there have been seemingly 

few attempts to specifically explore the relationship between organisational culture and how 

police officers perceive the utilisation of forensic science in criminal investigations 

(MacIntosh & Doherty, 2007). Understanding issues related to Organisational culture and 

perception of forensic science can assist the police that are using, developing, or planning to 

build their forensics capabilities to improve their strategies to prevent and manage crime. 

Perception of forensic techniques, be it favourable or otherwise, could influence the way 

officers will react towards the methods and possibly, its utilisation.  

 

Accordingly, there is the need to explore this area of importance in policing and crime 

management. By determining the interrelatedness of these variables in the context of police 

organisation, gaps in knowledge could be improved. Also, police organisations may use the 

outcome of the study to better their preparedness in forensic science utilisation. The current 

study, therefore, sought to determine how Organisational culture and perceptions of forensic 

science in criminal investigations are related in the Nigeria Police. The following hypotheses 

were formulated and tested: 

 

H01:  There is no association between organisational culture and perception of forensic 

science compatibility among the police investigators in Nigeria. 

 

H02:  There is no association between organisational culture and perception of forensic 

science validity among the police investigators in Nigeria. 

 

Perception and police behaviour 

Perception encompasses the construction of an understanding of the social world from the 

data individuals get through their senses (Michener, DeLamater & Myers, 2004). It is the 

process through which people select, organise, and interpret sensory stimulations into 

meaningful information about their worlds: the psychological mechanism that enables 

individuals to understand their environment (Rao & Narayana, 1998). The underlying 

assumption in the mainstream social cognition is that the path from perception to behaviour is 

often automatic and direct (Perugini and Prestwich, 2007). Through perceptual progression, 

individuals acquire information about properties and elements of the environment that are 

important to their survival, contemplate and act within that environment. Hence, the way an 

individual perceives someone or something, and the way he or she behaves and acts towards 

that person or thing (Cherry, 2019).  

 

Employees‘ perception of organisational resources and practices may, therefore, predict their 

attitudes and behaviours related to those resources or practices (see: Paauwe 2009; Nishii et 

al. 2008). Notably, perception could differ as a result of individual differences (Perugini and 
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Prestwich, 2007), arising from factors such as experience, learning, culture, or personal 

expectations (Den Hartog, Boselie & Paauwe 2004). Alfes, Shantz, Truss and Soane (2013) 

had shown how perception could make employees engage in organisational practices, either 

positive or negative. 

 

There are studies related to police perception and different aspects of their behaviour; for 

example, police perception of hazard in pursuit of emergency driving (Crundall, Chapman & 

Underwood, 2003) and the perception of police corruption (Lobnikar & Meško, 2015). Other 

studies focused on the perception of lifestyle and occupational risks (Chua, 2012) and the 

perception of leadership style (Swid, 2014). There were also studies on perceptions of social 

capital and sense of responsibility (Jackson and Wade, 2005), and police perception of 

citizens and its impact on effectiveness and behaviour (Wu & Boateng, 2019).  

 

Specifically, studies have reported how perception and use of technology were related among 

a community sample (Van Volkom, Stapley & Malter, 2013) and teachers (Domingo and 

Garganté, 2016; Onyia and Onyia, 2011). Similar studies were also conducted among police 

officers, for instance, perception on the use of body-worn cameras (Goetschel & Peha, 2017; 

Smykla et al., 2016; Ready and Young, 2015). However, studies on police perception of 

forensic science and how it affects its utilisation in criminal investigations or is affected by 

other factors were not readily available. 

 

Although technology and forensic science have inherent connections, most studies on the 

acceptance and use of technology among sampled individuals (Moon & Kim, 2001; Agarwal 

& Karahanna, 2000), focused on core informational and technological innovations only (Lee, 

Kozar & Larsen, 2003). The important issue of perception and use of forensic sciences in 

police organisations has not adequately been addressed. One would have expected studies on 

acceptance of technology to include forensic techniques and methods. 

 

Perception of forensic science 

Looking at the level of utilization of forensic science by the Nigeria Police, forensic methods 

and techniques could still be regarded as something new among the agency‘s personnel, 

including police investigators. In his study, Rogers (2003) explained the diffusion of 

innovation as the process by which a new way of doing things is communicated through 

certain channels over time among members of a social system. He added that the acceptance 

of innovations in a social system depends on how the members perceived them in terms of 

certain characteristics, namely, observability, relative advantage, compatibility, trial ability, 

and complexity.  

Validity is one of the features of forensics as a science while compatibility is important in 

ensuring its acceptance by individuals. Perception of forensic compatibility in the context of 

this study refers to the extent to which forensic science methods and techniques agree with 

the respondents‘ cultural and religious beliefs. Some scholars see specific scientific ideas and 

practices as conflicting religious principles, although there are others who believed science 

and religion are complementary to each other (Longest & Smith, 2011; Iqbal, 2005). As a 

result of this premise, an individual‘s perception of scientific knowledge or practices may be 

affected by one‘s beliefs (Mansuor, 2011). Indeed, the question of compatibility when 

dealing with a scientific idea or innovation could be more critical in a very religious or 

traditional setting, or in an organisation where the innovations are entirely novel to the 

system. 
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The perception of forensic ‗validity‘ encompasses the respondents‘ view about the 

correctness of forensic science results in criminal investigations (Stratton, 2014). In both 

scientific and statistical discourse, validity is concerned with the accuracy of results or 

conclusions; that is, trying to understand or establish if ―a valid measurement process 

accurately measures what it is intended to measure (Stem, Cuellar & Kaye, 2019:22)‖. In this 

study, therefore, the inquiry behind forensic validity was whether the processes of forensic 

science being applied in criminal investigations, in the view of the respondents, follow the 

scientific method and represent anything of value, and the conclusions drawn from the 

outcome is the valid explanation of the phenomenon under scrutiny. 

According to Ballantyne and Wilson-Wilde (2020), for forensic science result to achieve 

validity and even reliability, two overarching requirements need to be fulfilled: the method 

being utilized to arrive at the result should be valid and be applied in a reliable way by a 

competent expert. In other words, validity and reliability could be ensured when certain 

interrelated issues are considered while dealing with forensic results. These issues are 

independent accreditation to international standards regarding laboratory processes, 

adherence to national and international standards methodology as well as individual 

competency testing of practitioners. The ultimate advantage of validity and reliability is their 

potential of providing objectivity and utility to the results of forensic investigations 

(Ballantyne & Linzi Wilson-Wilde, 2020). 

 

Organisational culture  

Organisational culture is the set of shared, taken-for-granted implicit assumptions that a 

group of individuals holds; and determines how it perceives and reacts to its various 

environments or situations. It represents the collective values, beliefs and principles of 

members of an organisation and is a result of many factors, such as history, management 

style and national culture (Schein, 2010). Different measures are used to ascertain 

organisational culture and its interaction with variables within organisational settings.  

 

Organisational Culture Assessment Questionnaire (OCAQ) is one of the measures that has 

been used by researchers to study different organisations. For example, the Rodgers Group 

(2014) used the questionnaire to study the Princeton Police Department‘s organisational 

culture and its effect on the activities of the agency. The subdomains of OCAQ were found to 

have relationships with specific aspects of police operations. However, the study focused on a 

few facets of the police activities (The Rodgers Group, 2014). For instance, an attempt was 

not made to find out whether there was a functional connection between OCAQ and issues to 

do with forensic science in a criminal investigation. 

 

Other measurements have been used to study organisational cultures and how they relate with 

various aspects of organisational concerns and activities, for example, Hofstede (1983) and 

GLOBE (2004) cultural dimensions. Chudzikowski, Fink, Mayrhofer and Migliore (2011), 

and Naumov and Puffer (2000) used Hofstede‘s measure on American and Indian samples as 

well as a Russian sample respectively. GLOBE (2004) has been used by Waldman et al. 

(2006) on managers from 15 countries. Shi and Wang (2011) compared Hofstede and 

GLOBE to determine their similarities and differences for cross-cultural research. 
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It is mentioned here that OCAQ was derived from Parsons‘ (1937) AGIL paradigm (Ritzer, 

2017).  Sashkin and Rosenbauch (1996) labelled the four functions of an organisation 

presented in AGIL as determinants of OC. Thus attainment (A), goal orientation (G), 

integration (I) and latency (L) were correspondingly seen as managing change, achieving 

goals, coordinating teamwork, building a strong culture (Sashkin & Rosenbach, 1996; 2013). 

An often-neglected factor, customer orientation; was later added by Sashkin and Rosenbach 

(2013) to make the functions five in number; hence, the five subdomains of OCAQ. 

According to Sashkin and Rosenbach (2013), each function is supported or hindered by the 

values and beliefs of the members of an organisation. In other words, organisational culture 

(embedded here in OCAQ) determines the performance of these functions. The higher the 

level of the functions, the more favourable the organisational culture (Sashkin & Rosenbach, 

2013).  

 

Managing Change refers to how well an organisation can adapt to and deal effectively with 

changes in its operational environments. This function has become more evident and vital 

today as technological development and social change take place more rapidly than it had in 

the past (Sashkin & Rosenbach, 2013). For example, related to the police, the organisation 

should be able to embrace and adapt to modern scientific and technological facilities of crime 

prevention and control, such as the various methods of forensic science, CCTV and other 

mechanical devices.  

 

The second function, achieving goals (Sashkin & Rosenbach, 2013) means that members 

should share common goals among themselves in line with the general aims of the 

organisation and work toward achieving and improving institutional goals. These goals are 

often found in organisational policies and are periodically communicated throughout the 

organisation to strengthen them. Coordinated teamwork emphasises that despite the idea of 

division of labour; there must be effective coordination and collaboration among members to 

have a ‗connecting point‘ through which to achieve everyday tasks of the organisation 

(Sashkin & Rosenbach, 2013). This is often evidenced in the way staff are divided into 

smaller task-related teams, who are part of a larger unit. For example, the way police work in 

groups of two people when doing patrols; and form larger teams when investigating a crime. 

 

The fourth function, Customer orientation is about making services offered to customers or 

clients be an improvement and extension of the current services instead of forcing clients to 

accept entirely new services (Sashkin & Rosenbach, 2013); and this is equally important in 

maintaining an organisation. In terms of police work, this can be translated as improving 

service delivery and standards of performance in criminal investigation to regain public trust 

in police efficiency. Building a strong culture or cultural strength means that for an 

organisation to persist, ―most members must have shared, good, supportive and a robust 

culture‖ (Sashkin & Rosenbach, 2013:6). Cultures that are not good for the stability of a 

police organisation, for example, are: late to work, gender inequality in promotion, use of 

torture to obtain statements or evidence and taking a bribe to compromise the enforcement of 

law and order. 

 

Method 

A sample survey method was used in this study. The locations of the study were the Criminal 

Investigations and Intelligence Departments (CIIDs) in Zone 1 of the Nigeria Police. The 

respondents were, the Investigating Police Officers (IPOs) serving in the zone‘s CIIDs. Zone 

1 is one of the twelve zonal police commands in Nigeria, comprising of the zonal command 

headquarters and three state commands, that is, Kano, Jigawa and Katsina states.  
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Sampling considerations 

Based on the Investigating Police Officers (IPOs) population of 3,503, a minimum sample 

size of 347 was determined using Krejcie and Morgan‘s (1970) Table of sample size 

estimation. A potential 20% dropout rate was added, making the sample size 416. Systematic 

sampling was used to select the respondents, with IPOs identification lists as the sampling 

frame. After ethical approval was obtained from the Human Research Ethics Committee 

(JEPeM) of Universiti Sains Malaysia and the Nigeria Police Force, data were collected via a 

self-administered survey battery.  

 

A total of 401 usable responses were obtained, satisfying the minimum sample size 

estimation (Krejcie & Morgan, 1970). The inclusion criteria were: 

 1) An investigator has spent at least two years in service,  

2) he or she should have been in the location of the study on a regular posting and not on 

special assignment, loan or operation and,  

3) was also serving at the State or Zonal CIID in Zone 1 at the time of conducting the study.  

 

Instruments 

Two questionnaires were included in the survey after piloting. The first questionnaire used is 

the Police Perception of Forensic Science Scale (PPFS) containing two subdomains: 

compatibility and validity. The current researchers developed the PPFS, as none could be 

found in the literature. The initial number of items of the scale was 18, selected out of 55 

statements and questions referenced from literature readings and discussions via Delphi 

technique. After undergoing piloting twice, items representing ‗compatibility‘ and ‗validity‘ 

of forensic science were retained with alpha (α) values of 0.71 and 0.77 respectively. The 

PPFS was used to determine the perception of forensic science of the respondents on a 5-

point Likert scale.  

 

The second instrument was the modified OCAQ questionnaire with a 5-point Likert scale for 

measuring OC. Four subdomains were retained after piloting: ‗managing change‘ (4 items; α 

= 0.70), ‗achieving goals‘ (4 items; α = 0.70), ‗coordinated teamwork‘ (5 items; α = 0.75) and 

‗building a strong culture‘ (4 items; α = 0.74). Also, information on socio-demographic 

characteristics of the participants was collected. At the end of the data collection, responses 

from 401 respondents were obtained and analysed using SPSS version 24.  

 

Results and discussion 

The socio-demographic information of the respondents 

Table 1 shows the socio-demographic profiles of the respondents. The majority (87.3%) of 

the respondents were male, while 12.7% were female. Respondents aged between 28 and 37 

years constituted the highest percentage (37.2%) compared to other categories of age. The 

category that follows in terms of frequency is the 38-47-year category, with 34.4% of the 

respondents. Respondents who belonged to the 48-57-year category were 18.7%. In general, 

the mean age was 39, while the standard deviation was 6.9.  

 

With regards to marital status, majority of the respondents (78.1%) were married, few were 

single, and a small percentage were once married.  In terms of educational qualification, more 

than one-third (35.4%) of the respondents were Diploma holders; one-quarter (25.2%) of the 

respondents have secondary certificates, and 28.7% have bachelor‘s degrees or its equivalent. 

Smaller percentages (4.0%) had only primary school qualification while (7.0%) had 

postgraduate education.  
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Table1: Socio-demographic characteristics of the respondents (n = 401) 

 

Concerning rank, each of the categories has more than thirty percent of the respondents, 

namely: Officers 32.9%, Inspectors 31.2% and Men 35.9%. Although the percentage of the 

Men category is a little bit higher, this shows that the CIIDs were composed of IPOs from all 

categories of rank almost equally, who were involved in criminal investigations.   

 

As for the years spent in service, the 16-20 years‘ category had the highest percentage 

(23.4%) of the respondents; categories of 1-5 years, 6-10 years and 11-15 years have similar 

shares with 18.2%, 18.0% and 18.2% of the respondents respectively. The more experienced 

categories of the respondents: 21-25 (7.5%), 26-30 years (13.5%), and those above 30 years 

(1.2%), have the lowest percentages. Thus, the Criminal Investigations and Intelligence 

Departments constitute Investigating Police Officers who have more years to spend in 

service. Mean and Standard deviation of this variable were 14.5 and 5.3, respectively. 

 

Close to two-thirds (64.1%) of the respondents did not have any training on forensic 

investigation. About one-quarter (23.9%) attended training once, and only 12.0% have 

training on a forensic investigation more than once during their service years. Therefore, it 

can be said that many of the IPOs have little training in forensic investigation.  

 

Perception and organizational culture scores 

Table 2 shows the perception and organizational culture score of the respondents. The 

perception score is classified into two categories to identify respondents‘ view about forensic 

science compatibility and validity. All respondents who had a score equal or above the mean 

were classified as having a good perception of forensic science in a criminal investigation. 

Thus, more than half (55.6%) and a little above two-third (67.8%) have a favourable 

perception of forensic compatibility and validity, respectively. The result suggests that many 

of the respondents believed that forensic science is compatible with their cultural and 

religious beliefs, and its validity can be reliable in the context of criminal investigations. 

 

Variable f (%)  Variable f (%) 

Gender  Rank 

Male 350 (87.3%)  Officers 132 (32.9%) 

Female 51 (12.7%)  Inspectors 125 (31.2%) 

Age   Men 144 (35.9%) 

18-27 years 39 (9.7%)  Years spent in service 

28-37 years 149 (37.2%)  1-5 years 73 (18.2%) 

38-47 years 138 (34.4%)  6-10 years 72 (18.0%) 

48-57 years  75 (18.7%)  11-15 years 73 (18.2%) 

Marital status    16-20 years 94 (23.4%) 

Single 78 (19.5%)  21-25 years 30 (7.5%) 

Married 313 (78.1%)  26-30 years 54 (13.5%) 

Ever married 10 (2.5%)  31-35 years 5 (1.2%) 

Highest educational qualification  Forensic training attended 

Primary Certificate 16 (4.0%)  No training 257 (64.1%) 

Secondary Certificate 101 (25.2%)  Attended training once 96 (23.9%) 

Diploma Certificate 141 (35.2%)  >1 training attended 48 (12.0%) 

Degree/HND Certificate 115(28.7%)  Note: Mean (SD) for age = 39(6.9); Mean 

(SD) for years spent in service = 14.5(5.3) Postgraduate 28 (7.0%)  


