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[bookmark: _Toc155687988]Abstract  

There is an extensive wealth of studies surrounding UK police forces, however, the individual experiences of police officers can get lost in the ether of bureaucracy. Whilst the level of police recruitment is at a high, so too is attrition, as many police officers are choosing to leave before retirement and continue in other employment. There is a lack of research on the individual experiences which lead to leaving a role which was previously seen as a secure job for life. 

The aim of this dissertation was to explore the volume of police officers considering leaving the role and to determine the factors which influenced their decision. In addition, this dissertation  aims to explore any steps taken by South Wales Police and other UK police forces, to reduce attrition rates and encourage officers to remain in post.

The researcher conducted critical analysis of current and relevant academic literature on the topic of officer recruitment and attrition. Following secondary research, primary research in the form of an online questionnaire was used to gather quantitative data, to address gaps in the literature, and to explore common and disparate themes in both.

The study found the majority of police officers surveyed considered leaving the police force and felt little was being done by police forces to reduce attrition rates and support officer retention. Recommendations were made to support officers by maintaining sufficient staffing levels and equipping officers with support services in a timely manner, not just as an arbitrary process. As little research has been conducted in this area, it would be beneficial to further explore this issue, to ensure that police forces remain robust and resilient.
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[bookmark: _Toc155687989]Introduction 

This dissertation aims to examine the retention rates of probationary and substantive police officers and to explore the measures put in place to reduce officer attrition. In recent years there has been a UK-wide recruitment drive to encourage 20,000 new police officers to join constabularies, however, little has been reported on those leaving the policing profession. The rate of officer attrition has been increasing since 2014, with the 2022/2023 figure of voluntary resignations at 7% (Police Federation, 2023). This research will focus on the first-hand views of current and former officers on whether they have contemplated leaving the police force and the factors surrounding their decision. The study will be open to officers in all UK forces, to determine if there are any localised issues.

[bookmark: _Toc155687990]Objectives

· To assess the factors which may influence whether  police officers leave the policing profession.
· To analyse the success or failure of the PCDA/DHEP/National Detective Programme in improving levels of police officer attrition.
· To evaluate the success of any steps implemented by UK police forces in improving officer retention.

[bookmark: _Toc155687991]Rationale

Policing has long been described as  “a career for life” and for many individuals it is seen as a vocation (Essex Police Federation, 2020). The perception of stability and longevity within the role can be a factor which motivates new recruits. 

Following the 2019 recruitment uplift (Police Federation , 2023) and implementation of the PCDA and DHEP in 2020 (BBC , 2016) a large volume of new, younger officers are entering the police force. For these new recruits, they may be more accustomed to the challenge of academic study and combine it with the policing role with ease.  The completion of the PDCA/DHEP provides a level of professionalisation and standardisation to the policing role. This standardised approach to recruitment and training ensures that all UK police forces are all able to perform at a consistent level. 

While achieving a degree level education could be seen as a positive and the   introduction of policing qualifications as outlined in the Police Education Qualifications Framework; 

“The Degree Holder Entry Programme (DHEP) forms part of the PEQF and is a two-year graduate diploma. The PEQF aims to ensure consistent practice in terms of the implementation, assessment, and accreditation of initial police training across the 43 forces in England and Wales” ( University of Wales Trinity Saint David , 2023).

There are potential difficulties which may impact older recruits with a greater amount of time between past academic study, if any, and the undertaking of the PCDA/DHEP/National Detective Programme qualifications. 

Part of this research will determine if the challenge of undertaking the policing role and settling into academic work, whilst balancing  life and family commitments may cause older policing recruit’s significant levels of stress. This research will also assess the issues that impact younger recruits, such as a lack of real-world resilience and life-experience that more mature officers may bring to the role. 
High volumes of officer turnover can have several consequences for individual police officers and police forces as a whole (Insitute for Goverment, 2023) . A lack of experienced staff on shift may cause public dissatisfaction with the time it takes for officers to attend and how confidently a call is dealt with (Police Federation , 2023). Understaffing may cause a strain on the policing team, with inexperienced officers “acting up” in the absence of supervisors, or even probationary staff being given even less experienced officers to mentor. 

Once the current Police recruitment target is reached, it is imperative that more steps are put in place to retain officers and encourage experienced officers to share their knowledge and good practice, with their colleagues and the public. A larger volume of experienced police officers would also enable effective mentoring and coaching programmes to be implemented, to ensure that the newer officers undergoing their probationary period, would have the ability to also become confident and resourceful officers. A steady foundation of experienced police officers at the constable level, allows for a greater field of potential sergeants and inspectors, which would allow the practice of quality policing to continue amongst all ranks.

Despite ongoing recruitment police retention remains an issue, with both probationary recruits and substantive officers choosing to voluntarily leave policing. It is imperative that as a police force the numerical target-driven nature of recruitment is replaced with retaining skilled officers to improve public confidence and appropriately coach new recruits. Whilst this is a challenging obstacle to navigate, the implementation of effective measures to reduce officer attrition must be properly considered.


[bookmark: _Toc155687992]Literature Review 

Academic research into police officer resignations in the UK is required to fill the gap and provide a comprehensive research picture, particularly in the South Wales policing area. The literature highlights several issues related to Police attrition and explores the impact resignations have on the service provided to the public. Pertinent topics include police numbers and understaffing; motivation and job satisfaction; cost of living and pay concerns; the effect on mental health and well-being; and poor leadership and management within the police force.

[bookmark: _Toc155687993]Understaffing

In 2019 the UK Government recognised the public concern with the number of police officers employed and sought to recruit 20,000 additional police officers in the largest recruitment drive to tackle public concerns regarding police performance and availability (National Police Chiefs Council, 2023) .

Differing percentages were allocated to each police force based on demand with South Wales Police targeted to receive 2% of the 20,000 officers. It has recently been reported on the South Wales Police website that the force exceeded its uplift target of 425 recruiting 870, almost double the initial goal (South Wales Police, 2023). 

Whilst the uplift was an attempt to appease the public, the staffing levels in the police were seen as critical and have impacted upon the way Police Officers undertake their role (.GOV, 2022). There are constant staffing challenges with police teams consistently being under the minimum required staffing levels, adding pressure to police constables and their sergeants, particularly in departments such as response and Neighbourhood Policing Teams. (Charman & Bennett, 2021)

Despite exceeding the target, the Covid-19 pandemic impacted upon the rate in which the force could recruit. During the pandemic, there was a general drop in recruitment as shown in a report published in 2022 from the Criminal Justice Joint Inspection (Criminal Justice Joint Inspection, 2022), and the target stagnated which added further strain to current officers already in post. In addition, due to guidance from the government, those displaying Covid-19 symptoms had to isolate and test. The National Police Chief Council posted on their website that this advice led to problematically high levels of sickness in all sectors, especially the police, where the continual public interaction left them more vulnerable to contracting the disease, thus, requiring time off to isolate for the recommended 7 days (National Police Chief Council, 2022).  

Even with this statistical success, many police teams are chronically understaffed and face difficulties with the experience level of the new recruits. With new recruits replacing experienced substantive officers leaving, another staffing challenge comes in the form of not having enough trained and experienced officers in police forces. On Lead Britons Conversation website a chief officer in Northamptonshire’s constabulary stated that:

“Many graduates entering the police have "no life experience" and didn't realise they needed to work nights and weekends” (LBC, 2021). 

It would be beneficial to determine how many of the new recruits remain in the profession past their probation, and if they have gained the required knowledge and experience to perform effectively within policing teams. In addition, if the reasons behind the resignation of experienced officers were known, South Wales Police could make steps in rectifying this to retain more officers in the future. Charman and Bennett discuss the importance of identifying factors which can lead to a police officer losing their “organisational commitment”, thus choosing to leave and impacting on turnover (Charman & Bennett, 2021).

[bookmark: _Toc155687994]Job Satisfaction and Motivation 

The notion of job satisfaction is a recent one, which has developed in the era post World War 2. Prior to this employment allowed families to survive, and there was little consideration given to the enjoyment of work. In 1959 Herzberg developed the two-part motivator-hygiene theory on job satisfaction  which challenged the conventional understanding of happiness and satisfaction at work. According to Herzberg's theory, having access to motivators like recognition, the work itself, advancement, responsibility, and achievement leads to job-happiness, while their absence results in job dissatisfaction. These factors motivate the employee within their job (Malik & Naeem, 2013). 

The latter part of the theory focuses on hygiene factors. Herzberg identifies working environment, financial remuneration, interpersonal relationships, job security, corporate rules, and administration as hygiene factors. While not specifically about the actual work, a lack of hygienic aspects leads to unhappiness within the job.
Without access to both motivators to allow people to strive for excellence and hygiene factors so workers remain satisfied, an employer will see a higher turnaround of staff (Malik & Naeem, 2013). This notion is further supported using Maslow’s Hierarchy of needs. For an individual to survive, they first need to ensure their deficiency needs such as food and shelter are met. Only once these conditions are satisfied, can an individual move towards fulfilling more complex growth needs and desires, such as enjoyment (Gawel, 1997).

A 2022 journal article which explored the relationship between retention and organisational injustice within the UK police concluded an employer being more transparent, fairer, and allowing officers views to be heard within the force, has the potential to improve job satisfaction and assist in the retention of officers therefore reducing the number of officers voluntarily resigning (Tyson & Charman, 2023).

The 2017 to 2022 Pay and Morale Survey conducted by the Police Federation examined  several topics including health and wellbeing, pay, training and intention to leave. In 2017 30,557 officers responded to the survey with 60% of respondents said that their own morale was low; a larger proportion reported low morale in 2014 and 2016, but a smaller proportion than in 2015 (Boag-Munroe, 2017, p. 7). 
In 2022 a slightly greater volume of officers completed the survey at 36,669, which showed slightly better morale with a percentage decrease to 56%. The actual number of officers reporting low morale increased from 18,334 in 2017 to 20534 in 2022 (Boag-Munroe, 2017, p. 7).
Of those officers surveyed in 2017 13% of the officers stated their intent to resign from the force. In 2022, 18% of officers surveyed expressed their intention to resign from the police and 6% of those within the 2 years. The reasons cited by the report remained unchanged with: 

“The most frequently cited reasons respondents gave for intending to ‘resign within the next two years’ or intending to resign ‘as soon as [they] can' were their morale, how the Police are treated by the government and their pay (with 98%, 96% and 95% respectively)” (Police federation , 2022, p. 5). 

The report shows that in a 5 year period, there has been a further 5% increase in officers who have expressed their intention to voluntarily leave the Police force (Police federation , 2022). 

In 2022 Durham University Police Research Unit conducted the Annual National Police and Wellbeing Survey, which had 36,663 responses. 18,600 of these responses were comprised of police officers of all ranks, and the remainder was made-up of  police staff, PCSOs, special constables and volunteers. A summary of the 2022 results show that, whilst “levels of depression symptoms have reduced in both officers and staff”,  almost a third of police officers indicated they were dealing with “extremely high levels of fatigue”. This was compounded by a decrease in the ability to “switch off and recharge” with constables struggling the most  (Durham University Business School, 2021). 

[bookmark: _Toc155687995]Burnout and Mental Health

Officer burnout is a theme that emerges in the literature, which echoes the inability for officers to switch off. Police Officers exhibit rates that are much greater than those of other professions (Gecas, 210), which is not surprising considering the inherent dangers associated within policing. Police officers have increased rates of suicide, cynicism, burnout,  job dissatisfaction and lower morale compared to colleagues  in other occupations (Gilmartin, 2002).


The Police Federation conduct an annual Pay and Morale Survey which stated:

“42% of respondents said that they view their jobs as very or extremely stressful. This compares to 33% of respondents in 2020 who said their job is very or extremely stressful” (Police federation , 2022).

Factors which contribute to burnout include a large workload, and work related stress. The Institute for Government identified almost half of police officers surveyed as citing workload as the main reason behind intending to leave the police force (Insitute for Goverment, 2023, p. 30).  Burnout can also be exacerbated by low staffing levels, which may lead to more staff leaving. The study describes the “burnout cycle” which is the process where staff leaving due to burnout, place a greater demand on the remaining staff, who in turn experience further burnout and may voluntarily resign, continuing the cycle (Insitute for Goverment, 2023, p. 23). 

While there is a wealth of literature discussing mental health within the police, much of the focus is on the mental health implications of stress, workload and burnout. In recent times, police officers respond to an ever-increasing volume of mental health related calls, where they are often dealing with an individual who requires clinical psychological care (His Majesty's Inspectorate of Constabulary and Fire & Rescue Services, 2018, p. 11).

A 2020 report issued by West Midland constabulary show that between 20% to 40% of all calls to the police are related to mental health. The report highlighted the increasing pressure put on police by these incidents and have identified that officers are “working beyond there remit” . The police are not trained mental health specialists and officers are repeatedly put in situations where they are required to act as a care giver until an appropriate health care professional can be sourced.

Joinson coined the term “compression fatigue” whilst studying the burnout experienced by services that care for others, such as the police. She found that spending time with traumatised victims, led the caregiver to experience a type of burnout which had a lasting impact on their mental health (Joinson, 1992). Figley also noted that there is usually a "cost" to the carer while looking after a  traumatised person. Compression fatigue is different from burnout as it is thought to result from showing empathy for the suffering of others. This causes physical, mental, and emotional depletion as well as emotions of helplessness and disassociation (Figley, 1995).

To alleviate the mental health demands on officers, West Midlands constabulary implemented a  pilot triage-team to assist with mental health related calls. This type of strategy could be implemented as a way forward for other police forces to ensure the most appropriately trained people are dealing with mental health related calls, which may in turn lead to lower levels of burnout and fatigue with the potential for a positive impact on officer retention (West Midlands Police, 2020).

[bookmark: _Toc155687996]Pay and Cost of Living

Policing has long been  viewed  as a reliable, rewarding, and well paid career path, however with government freezes on police pay, salaries have seen little increase in terms of cost of living. In 2010 an officer’s starting salary was £23,259 increasing 8.9% in 2023 to £25,323. The increase included a recent 7.5 % increase in salary, following negotiation (South Wales Police , 2023). This is still below the average salary for Wales of £30,596 (Statisa, 2022). When factors such as the workload, stress and burnout are also added, the offer of a more lucrative, less stressful role, could influence some newer recruit in their decision to voluntarily resign.

The Police federation Pay and Morale survey found that:

 “more than one in 10 police officers told us in our most recent survey they are not or almost never able to cover their monthly essentials, while almost half said their pay increased their intention to leave the force” (Police Federation , 2022).

[bookmark: _Toc155687997]Experience 

Even when police forces hit their recruitment targets, there is a temporary knowledge gap, while the new recruits are learning on the job. To alleviate this, a new officer will be assigned a mentor to assist them in their staff development. While the scheme is helpful and necessary, it requires the mentor to undertake additional administrative duties. This may temporarily impact the team as a whole, until the new officer becomes more established. A report into the standard of new police officers that have been recruited from the viewpoint of the police mentors and trainers has highlighted concerns regarding the standard of new police officers. The report stated:

“Five of the six groups felt that standards had dropped and that they were having to accept new officers who were not good enough. One trainer said: “Maybe I’m just becoming old and miserable, but I do think we employ some morons… If you’re breathing, you’ll do. If there is a bottom of the barrel, we are scraping it.” (Sweeting & Cole, 2023, p. 470)

The impact of having less competent officers can have an adverse effect not only on the members of the public but also on other officers. The scathing statement from Sweeting and Cole’s study, shows the contempt and disregard some mentors may feel towards new officers, even when they are fully able to fulfil their policing role. In addition job pressures caused incorrect administration, layers of bureaucracy and arbitrary repetitiveness which may have an impact on both tutor and tutee (Sweeting & Cole, 2023).

[bookmark: _Toc155687998]Literature Review Conclusion

There are a variety of reasons why both substantive and probationary officers may decide to voluntarily leave the workforce, many of which are unique to the current climate in which we live.

The economic difficulties faced by many, will obviously have an impact with wages across the public sector continually below the rate of inflation. This presents a challenge for many police forces who must balance public service alongside the provision they can provide on their budget.

In addition there have always been mental health challenges faced by the police, however with the public attention focused on mental health issues, there is a direct impact on both police officers and the public. A large volume of calls that officers deal with are mental health calls, which in some cases could be dealt with by trained mental health specialists. With greater funding and resources, there is the potential for specially trained officers to take the lead on these cases. This compounded with the pressures placed on police officers when they are understaffed or have an inexperienced team, could again reinforce the decision to leave.

The factors that influence officers in their decision to leave have not changed in the last decade, with burnout and stress being at the forefront when questioned. While some forces have attempted to put measures in place to alleviate officer attrition, there is no formalisation of this process throughout UK forces. Ultimately, if this issue is not tackled soon, there may be further pressures placed on a force that is young and inexperienced.


[bookmark: _Toc155687999]Methodology 

The literature review in the previous chapter investigated literature relating to Police officer retention and the reasons that some police officers have left the force. This chapter will clarify how the research study relating to retention will be conducted. 
The main objective is to advance research regarding the volume of Police Officer attrition and to analyse the factors which surround it. This topic is statistically widely studied as a key Government objective, however does not explore various individual aspects which inform a police officer’s decision to leave, therefore further research is crucial to improve learning and understanding to impact change.

The literature review highlighted surveys such as the National wellbeing survey conducted by Durham University and completed by police forces nationally,  provide an overview of individual forces morale and outline officers intention to leave. Whilst this is a large-scale study with tens of thousands of respondents, the survey focusses on many aspects of health and well-being, but does not focus specifically on whether these factors may impact on retention.

There are two ways in which a researcher can ascertain information from sources; primary and secondary research. Primary research is the information that has been collected from straight from the source that the author is using. The information can be gathered by conducting experiments, surveys, case-studies, focus-groups and interviews. Secondary research involves the evaluation and analysis of  existing information, created by the primary data of another researcher. Secondary research allows for the interpretation of someone else’s work, ensuring the original source gets credit for their ideas. (Rabianski, Joseph s, 2023).

Utilising the findings from the Literature Review, a mixed-methods research approach including a survey or questionnaire and one or two accompanying semi-structured interviews would be the most effective approach for this research project.
Whilst consideration was made to conducting interviews with one or two persons who have applied for other roles or have recently left the police force where the researcher was based, it was decided this was not practical due to time constraints and difficulty accessing the information required and making time for an appropriate appointment.  

Another research method which was considered to strengthen the research project was to examine Police force exit interviews. Police forces conduct exit interviews for officers who leave the role. While these  are not mandatory they would have provided more usable data, however these could not be accessed due to General Data Protection Regulation concerns such as the confidentiality of names, date of birth and protected information. Given more time, it may have been possible to obtain redacted information, however this option was unfeasible due to the time constraints of the project. 

It was concluded that the most appropriate and timely research method would be a survey. A survey comprises of a series of questions, which could be open or closed, completed by respondents, and sent back to the researcher. Closed questions are those which require a definitive response such as yes or no questions, age and rank. Open questions are those which require some element of descriptions and thought from the respondent, for example elaborating on a closed question or being asked for their opinion  (Mcleod, 2023). Quantitative researchers advise using both closed and open questions for an effective primary survey, and state that the most effective place to include these is at the end of the questionnaire, to avoid participant fatigue (Covell, et al., 2012).

In previous studies, postal questionnaires, or in-person questionnaires were widely used, however, due to technological advancements, an online survey will be used obtain responses. An online survey will yield results in real time and many survey generators will assist in basic analysis. An online survey will be the most efficient method of data collection, given the stringent time parameters of this project (Roberts & Allen, 2015).

To gather responses from Police officers the online survey (Appendix A) will comprise of approximately 10 questions and is expected to take ten minutes to complete. All participants will be told what the nature of the study is and will be given the option to consent to being part of the research. The questionnaire will explicitly state that this survey is only to be completed by serving or former police officers, to allow for the responses of those who have retired or left the force in another way.
The questionnaire will be quantitative, but with the option for officers to elaborate on some longer questions, particularly on how officers believe forces are performing in attempting to retain staff.  The questionnaire will comprise of short questions to ascertain demographic details of the participants such as age and gender for accurate comparison and then develop into questions on if the participant has considered leaving policing and the rationale into this decision. There will be questions which explore the extent to which officers have considered leaving and if they have secured other employment since. These responses will be analysed quantitatively and should give a reliable indication of the general mood, thoughts and opinions of the police officers who have completed the survey.

The final part of the survey will explore police officer perceptions of the steps employed by police forces nationally to sustain officers and reduce attrition. Following this, the participants will be given the opportunity to include free text on longer answers, which will be analysed thematically and then quantified by the main general themes. Any interesting or unusual responses will be further developed in line with appropriate theoretical considerations.

Gaining insight from the research participants regarding specific individual circumstances will provide a realistic data set to assess the research objectives and analyse the problem of attrition. Undertaking this kind of study will enable a deeper comprehension of individual officer perceptions, identify key themes amongst groups of police officers and respond to  the  gap in the literature.  

The survey will be completed on Google Forms and distributed on South Wales Police internal police website, Cardiff and Vale Response WhatsApp group and social media where police officers would have access. The survey will be posted online for a period of 14 days and shared twice within that period, to allow a suitable time for officers to complete. It is expected that distributing the survey via online sources should yield a sample size of approximately 50 officers. In this instance, the greater the sample size the more representative the responses should be. 
One of the disadvantages of using this type of online survey, is the general attitude which comes from completing forms on social media. The views of those on social media can be extreme on both ends, so when exploring an emotive topic such as officer retention, the results may come from respondents who have strong opinions. This will have to be considered when completing the analysis.

The questionnaire will be created with the intention to be easy to read with a majority of closed or multiple choice options and two open questions. Police officers will have a large workload and will likely not have much time to complete a survey such as this, to avoid as much officer fatigue as possible, the survey will be kept simple. 
Due to the national completion of the DHEP and PCDA, many police officers are required to complete surveys, interview and research collection to assist their student colleagues. This factor may also have an impact on how many officers are willing to complete the survey, and may have an impact on the results.

There are further limitations to this questionnaire as it will be shared with one local police force (South Wales Police), however, the inclusion of the questionnaire on other social media platforms should allow for some balance.  As Police retention is a nationwide issue, it would be beneficial to have responses from more than one police force. 

Whilst the data is important, without the correct interpretation based on analytical findings ,the study would hold little value. Once all responses have been collated within the time frame the data will be exported into a useable format such as Microsoft excel where pivots tables will be used to stratify and collate key demographics within the source data. Due to time constraints it would be unfeasible to analyse every variable in detail, which is why thematic analysis will allow the researcher on draw on key findings and results. Thematic analysis is a tool often used when analysing qualitative data and looks at developing overarching themes and patterns from the collected data (Clark & Braun, 2017). In order to add the greatest value to the data collected using the survey, thematic analysis will be completed on the open ended questions, specifically to understand the reasoning behind officers motivations for leaving the force. While software exists to perform thematic analysis, key terms were obtained form exploring the main points in Microsoft excel and filtering that data in pivot tables to gain numerical results for each key idea.

Following the data analysis key information as decided by the researcher will be displayed in charts for further explanation and pertinent viewpoints will be quoted directly, as an important part of this research project is to ascertain the individualised officer account.

Even with the limitations of a quantitative research project, the responses will provide valuable insight inti the views of police officers regarding the subject of retention and will allow for quantitative and thematic analysis, which will strengthen existing literature.


[bookmark: _Toc155688000]Results
[bookmark: _Hlk155293970]
The purpose of this chapter is to analyse the results of the questionnaire. The form was created using Google Forms and the link was displayed on an internal police page, a WhatsApp group and on Police Social Media. The questionnaire should have taken between 5-10 minutes to complete. The form was submitted to South Wales Police internal webpage which has a posting wall, sand was easy to access for any person who logged on the home page. To insure it was not overlooked the survey was posted  three times . Permission was also granted to post the form to the South Wales Police overtime What’sApp group which has over 400 members, all of whom are officers of various ranks. A Police social media page was also used to promote the survey, which was posted twice for visibility.

There were 214 responses to the survey and the survey was open for a two week period in November 2023. This exceeded expected number of responses.  There could be a number of reasons for this including the length of time the survey remained open and extra responses gained using the social media platform. 

[bookmark: _Toc155688001]Participant Demographics 

The questionnaire asked the participants to confirm if they were Male  Female ,non-binary or other , this question was included to gauge if there was a correlation between retention and gender. The survey was completed shows that 76.2% were Male 23.4% were female and 1% other as shown in the chart below. 
[image: Forms response chart. Question title: How do you identify? . Number of responses: 214 responses.]

	






As there are currently more Male Police officers employed than females’ officers (Statisa, 2023) with female employees comprising of 36.8% and Male 63.2 % this level of response was expected and is an accurate representation at the time of writing.

Asking officers what age they are could help determine if a certain demographic of that category are more likely to leave the role. The response shows that 57.5% are within the age range of 26-35 with 24.3% being 18-21. 

[bookmark: _Toc155688002]Questionnaire Responses 

Although the survey was directed towards officers who are currently serving Police officers, having an option for former officers who might still be within the force or serving their notice period was important as they could provide data and reasons why they  are no longer police officers, and their answers can be analysed.  Out of the 214 responses 94.4% are serving police officers with 1.4 percent working their notice period and a further 2.8 % who have left the police and gained employment elsewhere. The sample would have been more representative if there were a greater volume of respondents who had left the role.
[image: Forms response chart. Question title: Are you a current serving police officer ? . Number of responses: 214 responses.]

Question 4 asked if officers are within their 2 or 3 year probation period and again this was to establish at what stage of their policing career the respondents were at and if  there was a correlation between retention and the probation period. 69.9% of the responses show officers that completed the questionnaire are confirmed in rank and 30.4 % who completed were in their probationary period. This question was to help establish if offices consider leaving their role more within their probation and if there is a correlation. 

The next questions ascertain length of service, most recent rank and police department to determine if officers are considering leaving, based on any of these factors.  For length of service the questionnaire was a free text box, to cover responses who might have had another role with the police as well as  a police officer. The data has been sorted into 9 categories and responses displayed in the table below.

	Length of Service 
	No of officers 

	Under 1 year
	6

	1 year
	35

	2 years
	33

	3 years
	19

	4 years
	39

	5-10 years
	57

	11-15 years
	7

	16-20 years
	4

	21 years plus
	13

	Total 
	213



It shows that 132 respondents have less than 4 years’ service  which is 62% of the total. There were 10 officers who have served between 11 and 20 years and 13 officers who had served over 21 years in the police force. There was one error when the form was completed, which has been discounted from the results.

Of those questioned, 70% of respondents were confirmed in rank, and the remaining 30% were probationary officers. Of the percentage of probationary officers, two thirds of officers considered leaving the force. There was a higher proportion of officers confirmed in rank who have considered leaving at 74%. This was echoed in the numbers of officers who had left the force, with substantive officers at 5% of the sample and probative officers at 3% of the sample. 

In total, 99 officers identified that they have looked for other employment, with 38% applying for new roles outside of the police and 11% serving their notice period. Out of the 65 probationary respondents 26 were looking for new jobs and 11 had actively applied for a role outside the police or were serving their notice period.

Respondents were able to choose multiple factors which influenced officers thinking of leaving the Police, the greatest of which was staffing issues with two-thirds of all officers questioned citing this. This was followed by health reasons with 60% choosing this as a factor. For Officers confirmed in rank, career progression played an important factor in their decision to leave with 26 officers (18%) including this as a reason. 

Almost a quarter of the officers who had stated reasons why they have thought about leaving the role specified the academic requirement as a factor, 75% of which were probative police officers. There was no clear disparity between the factors impacting upon officers due to age or sex. 

The below graph shows the top five response covering the factors from all 214 respondents.  
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Question 14 of the questionnaire asked What steps do you think police forces are currently taking to retain police officers? This question could be completed by a short answer and was not a compulsory answer. 

Out of the 214 responses 21.5 % responded with words “nothing, none or not enough and very little”. There were also 4 responses that stated they were unsure and responded with question marks and 2 who responded with “don’t know”.  The pay rises received by police officers were mentioned in 27 of the responses. 

There were two poignant responses to the question. 

Response A

“I am honestly not sure. I partly believe that the organisation is willing to allow officers to leave as they believe that they will always be able to replace officers with more motivated officers lower on the pay scale.”

Response B

“Not a lot - welfare of officers not taken into consideration. Immense demand, with no thought of how it may be having a detrimental impact on working officers. Working officers are just expected to carry on progressing workload and call demand at a high quality level without any form of consideration to stresses of the role”

The next question was a closed yes or no question. Do you think enough is being done by Police forces to retain police officers?

Five officers stated yes believing that police forces were doing enough to retain police officers while 209 of those questioned responded with no comprising of 98% of the sample. 

The final question asked the respondents What steps do you think Police forces could implement prevent officers leaving the role ? This was a free text box and there was no word requirement on this answer. 

The responses were organized into major themes. There were 73 responses which stated that low salary and pay were a factor, and increasing this may help retain officers.

The workload that officers have to deal with was mentioned in 20 of the responses. The academic requirement of the police officer role what raised in 21 responses. 

Staffing levels were highlighted 17 times along with police responding to mental health calls and attending calls that are deemed to be more medical in nature.     
One of the responses stood out. 

Response C

“The obvious answer here is to increase pay but I don’t think that’s the main issue. Officers are fed up of being treated like numbers and not people. They are constantly on the edge of being served papers and being threatened with their jobs for just going about their business. They work hard but are so often criticised. There are situations that you can’t actually win in, you will be criticised for taking action and criticised for not taking actions. It’s a constant stress which is so unfair. And then when unfortunately something does go wrong, whether it’s out of the officers control or not, the job are so poor to support them. They always talk about being protected if you do the right thing but when it actually comes to it, the support just isn’t there. I question why I do this job regularly because it takes such a toll on your livelihood and your mental health. You put so much at risk and don’t get a lot in return. Police forces need to back their officers, tell the real truths to the media, allow the officers the time and space away from the workplace to process what’s going on, actually care about their officers then maybe people would be happy to stay, because they feel valued.”

[bookmark: _Toc155688003]Findings

From analysing the questionnaire responses there is a serious issue with the current mood amongst Police officers related to the disconnect between them and their employer. 

Areas of concern that were highlighted included pay, stress, staffing levels and the academic requirement. Almost all officers stated that Police Forces were not making visible efforts to retain experienced staff, the knock on effect of which is that all officers can be replaced, leading to feelings of undervalue (Institute for goverment, 2023).
 
In their study Bennett and Charman from Portsmouth University found that almost half of the former officers questioned would not have departed from the force if there were organisational mechanisms in place to bring changes in work/life balance, greater career possibilities, and greater benefits into effect (Charman & Bennett, 2021). Whilst Forces may indicate that they are attempting to reduce officer attrition, the schemes are ineffective, as shown by the volume of officers considering leaving the force. 
  
Almost half of the Officers questioned stated that they were looking for new employment, 38 of which had applied for a new role, outside of the Police. The notion of a “job for life”, no longer seems to apply, when officers are asked to give more of themselves to the role for little recognition from their employer. 

The job of policing has become more of a statistical exercise, with the public-service and community interaction, taking a backseat in comparison to traditional “bobby on the beat” policing (Oxford Mail, 2018).

Even with the increased bureaucracy and disconnect, police officers on the ground toil tirelessly to ensure the safety and protection of the general public who ask for help. This has always been a fundamental aspect of policing, as serving the public should always be a police officer main priority (Charman & Bennett, 2021).
While the sample size achieved for probationary officers was lower than expected at 30%, a high number (26) of those were looking for a new job. Seventeen probationary officers stated that the academic requirement was a factor in their decision to look for employment elsewhere. In a Police Promotion blog, “the intolerance towards more stringent PCDA academia” was stated as one of the factors in early resignation during Probation (Rank Success, 2023).

Almost 90% of respondents have less than 10 years’ service. With many of these officers considering leaving the police force, the experience gap that would cause would be massive. It is essential to maintain strong staffing levels to ease the pressure on officers, which could be achieved by retaining these officers. Bennett and Charman  discuss the interrelated and cyclical nature of retention and attrition, which means that no quick fix is available and forces need to strategically analyse long-term solutions, to ensure this is not a trend that continues in the future (Charman & Bennett, 2021).

Is abundantly clear police officers are passionate about their roles as officers and will endure the issues in order to continue to perform the role of serving the public to the best of their ability, the real question is a what cost to the induvial. Without the required number of officers on duty they will be under increased pressure. to deal with incidents within the time targets set which impacts individual performance and wellbeing and may require additional units to support their area (Institute for goverment, 2023) . When reinforcements are called, they often come from departments with a particular specialism such as Traffic Police, Territorial Support Team, and Firearms. This may cause public protection issues, as only officers with these types of specialist training can deal with any incoming incident, whereas they may be dealing with an over-flow job on response. Additionally not having adequate staffing could cause officers to feel unsafe while on duty, all of which inherently puts the public at greater risk . 


[bookmark: _Toc155688004]Recommendations

Analysis of the data has revealed limitations of the study which could be addressed through further academic exploration. 

It was decided not to include ethnicity as a demographic in the study due to the focus on the data being other variables. Whilst gender was included, it yielded no significant results and there were no disparities between male and female levels of attrition. There may also be little difference in levels of attrition between different ethnic groups, however this hypothesis would require further exploration. Data sources such as the Institute for Government do explore factors such as ethnicity, which could be utilised to support further lines of enquiry.

An aspect which was considered following analysis was how many younger police recruits were motivated by the ability to obtain a degree whilst maintaining full-time salaried employment, incurring no student costs. Again, this is an issue which would require further exploration to validate any theory.

[bookmark: _Toc155688005]Conclusion

There are a series of complicated factors which influence why probationary and substantive officers leave their role as a police officer including understaffing, workload and salary concerns. Rather than there being differing factors between age, gender and ethnicity, these factors were identified across the board. Another issue which was identified, related solely to probationary officers, whereby the demand of a full-time workload alongside substantial academic study resulted in a notable volume leaving the force.

The research showed that while Police Forces may have put steps in place to retain officers, these schemes are not well advertised among officers and have very little impact on their decision to leave. It is clear that more needs to be done by police forces to attract the best people to the role reduce officer attrition.
To assess the factors which may influence whether  Police Officers leave the policing profession.

The original proposal outlined a mixed-methods approach whereby further methods of gathering information from officers were identified, including conducting interviews and obtaining information from exit interviews from south Wales police. However due to time constraints, unrealistic work demand and family responsibilities it has not been possible to gather that information. A freedom of information request was sent to South Wales Police about the volume and nature of exit interviews has not been responded to, so cannot be analysed. Consideration was also given to arrange an interview with senior members of the Human Resources management team at South Wales Police to canvas their professional opinion on officer retention, however, was not completed due to workload and time constraints. This may have provided an overview from the employer’s perspective and allowed for a more rounded study.


To analyse the success or failure of the PCDA/DHEP/National Detective Programme in improving levels of police officer attrition.

This objective  has highted that probative officer considering leaving the role that the academic requirement is a key factor, and the extra pressure and time constraints this demands on officers is a key factor in officer retention.  Out of all the officers who are in their probative period have responded to the questionnaire  and have considered leaving the role 40% of them provided the academic requirement as a factor.  Although the announcement by the home secretary  in November 2022 explaining they are phasing out the degree requirement for police officers  (Police Federation , 2022). This does nothing to officers are still within their probation or are applying to police officers . In March 2023 Hampshire police have stated the end of the degree frees up 100,000 hours of police time (Police and crime commisoner Hampshire and Isle of white , 2023).



To evaluate the success of any steps implemented by UK Police Forces in improving officer retention.

This questionnaire highted very clearly that officers unsatisfied with police forces attempts to try and retain officers. There was number of passionate responses from officers explain how they feel let down and undervalued. The fact that 98% responded with they don’t feel police are doing enough to retain officers exposes police forces clearly underperforming in this area. Within the responses the phrase “LIP SERVICE” (Cambridge Dictionary , 2023) was mentioned twice. 



[bookmark: _Toc155688006]Summary

In 2019 the Conservative Government responded to public concern surrounding the number of police officers in UK forces, by promising an uplift of 20,000 new recruits. With the encouraging statistics that some police forces have hit their recruitment target, and in the case of South Wales Police, have doubled it, at first glance the scheme appears to be a success.

While this is a positive step in the right direction, there remains a challenge that exists between the recruitment and retention of police officers within UK police forces. With statistics showing that the volume of police officers voluntarily resigning before retirement has increased to 7%, the highest volume on record, what else could police forces do to encourage police officers to stay in employment?

There have been a plethora of studies which explore why police officers may resign, but there is a clear gap in the research. The studies fail to explore the individualised notion of the police officer, and instead focus on the collective idea of a police force. Benett and Charman discuss the lack of academic research exploring the individual rationale behind voluntary resignations within the police, and consider individual reasons through the use of questionnaires. Many of the participants identified their frustration with police forces in not managing officer workloads effectively, contributing to burnout and the strain that results from constant staff turnover.

Herzburg’s focus on job satisfaction and hygiene factors, reinforce this notion that an individual police officer may not continue in the role if they do not experience a healthy working environment and are prone to burnout. In addition, the burnout cycle, can impact officers and thus impact voluntary resignations. 

The primary research conducted, yielded more responses than expected, which perhaps indicates the disquiet that exists within police officers and the lack of proper steps to reduce attrition. The factors which influence officers to voluntarily resign included pay, job satisfaction, workload and burnout. There was a distinct theme amongst probationary officers, where many identified the academic requirement as a reason for them wanting to leave the force. 

Regardless of the reason, almost all officers surveyed, stated that their respective police forces were not making effective steps towards retaining police officers and reducing levels of attrition.
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