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This dissertation critically examines the influence of gendered stigma on help-seeking behaviours among emergency service personnel, with a particular focus on policing. Mental health challenges within policing are widely acknowledged, yet cultural norms and organisational expectations often perpetuate silence, discouraging individuals from accessing support. This research explores how gendered perceptions intersect with occupational culture to shape attitudes towards psychological wellbeing, revealing the barriers that inhibit proactive help-seeking.

Employing a mixed methods approach, the study integrates quantitative survey data with qualitative questioning to capture both statistical trends and lived experiences. Findings indicate that while awareness of mental health resources has improved, stigma remains deeply embedded within policing culture. Female personnel face compounded challenges, navigating dual pressures of professional identity and gendered expectations, which amplify fears of judgement and career repercussions. Conversely, male officers often experience cultural constraints linked to traditional notions of resilience, reinforcing reluctance to seek assistance.

The analysis highlights systemic issues, including confidentiality concerns, perceived organisational inaction, and inconsistent leadership support, which collectively undermine trust in available services. Respondents emphasised the critical role of supervisors and peer networks in shaping attitudes toward wellbeing, underscoring the need for leadership-driven cultural change. 

Recommendations include implementing targeted training programmes, fostering inclusive organisational cultures, and developing confidential, accessible support mechanisms to dismantle stigma and promote psychological safety.
By situating these findings within the broader discourse on occupational health and organisational behaviour, this research contributes to academic understanding and offers practical strategies for reform. The study advocates for a proactive, evidence-based to mental health within policing, aiming to enhance resilience, reduce attrition, and strengthen organisational integrity. 

Ultimately, addressing gendered stigma and cultural barriers is essential for creating a supportive environment that prioritises wellbeing and sustains operational effectiveness. Beyond SWP, this research offers a framework for policing across the UK to dismantle systemic barriers to help seeking. 
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The Silent Divide: Gendered Stigma and Help-Seeking Amongst Emergency Service Personnel.
[bookmark: _Toc229554108]1.1 Rationale
This dissertation will investigate how gender influences stigma and the views on seeking help among police emergency services personnel. Emergency service staff at first point of contact face significant levels of occupational stress, due to high demand levels, excessive exposure to traumatic incidents and mental health challenges. Research indicates that the risk of PTSD among emergency personnel is ‘heterogeneous, with different trajectories of symptom development observed over time’ (Pietrzak, et al., 2014). Despite increasing awareness and efforts to improve mental health outcomes, those seeking help remain low, particularly amongst males. Bridging mental health disciplines with public health approaches, may enhance help-seeking trauma mitigation, (Tan, et al., 2023).  The research aims to identify barriers that exist in seeking mental health support, specifically focused on gender, and to inform more inclusive and effective support.

[bookmark: _Toc229554109]1.2 Background 
Police emergency service personnel are routinely exposed to traumatic incidents, placing them at heightened risk for developing mental health challenges. The construction of masculinity within police culture significantly impacts help-seeking ‘views on masculinity, shaped by hegemonic masculinity ideals, contribute to reluctance in utilising available mental health services’ (Khumalo, 2021). Help-seeking behaviours remain relatively low, particularly among men. This disparity may be attributed to a range of factors, including entrenched cultural stigma and gender norms. Research suggests that occupational culture significantly shapes both the experience of mental health difficulties and the likelihood of seeking support, with notable gender differences in uptake.
Mental health-related sickness within policing is alarmingly high, with the Police Federation, reporting that policing has become the profession with the highest rates of mental health-related sickness, with ‘four in five officers’ having experienced feelings of stress, low mood, anxiety, or other difficulties with their mental health or wellbeing in 2024 (Police Federation, 2025). It is suggested that this issue is not exclusive to front-line officers. A survey conducted by Mind (2019) revealed that poor mental health also significantly affects front-line staff too. Parkes et al. (2024) found that sickness amongst police officers and staff varies according to several sociodemographic, occupational, and health-related factors, with women, non-uniformed staff, and those experiencing poorer mental health more likely to take sick leave. 
Gendered stigma plays a critical role in shaping help-seeking behaviours. Kaitz et al. (2022) identified that societal patterns of masculinity may inhibit men from discussing mental health openly. Bradbury (2020 p.933) similarly noted that “females tend to respond more positively toward mental health issues,” suggesting that women may be more open and less stigmatising in their attitudes, which could facilitate more frequent and open discussions. 
The complex interplay between occupational roles, gender norms, and stigma is central to understanding help-seeking behaviours. Canfield (2019) argued that self-stigma and masculine ideals may prevent individuals seeking help, as it can often conflict with the role expectations commonly associated with male emergency workers. However, Smith et al. (2025, p295) emphasised that “mental health concerns are ubiquitous and deserving of the same compassion and support as that offered for other health problems.”
Evidence suggests that men face greater internal and external barriers to discussing mental health issues compared to women. This is reinforced by gendered communication patterns. Stattin & Eriksson (2024) found that communication trends concerning mental health struggles differ between genders, with implications for how these struggles are experienced and expressed. Danielsson et al. (2009) further suggested that men and women differ in how they experience, dissect, and communicate mental health difficulties, all of which is impacted and influenced by social, familial, and clinical factors. Men tend to face significant stigma in various social environments, not just contained to the work environment, which deters them from accessing support, (Soomro & Yanos, 2019).
Within policing, stigma surrounding mental health is deeply embedded in organisational culture. Velazquez & Hernandez (2019, p711) noted that “the stigma within law enforcement culture around seeking mental health treatment is linked to organisational and social ideologies,” which may deter officers and staff from seeking support care due to fears of being perceived as unfit for duty. Bell & Eski (2016, p95) highlighted that “discussing psychological injury is often perceived as potentially damaging to one’s career,” a perception reinforced by a macho culture, cynicism, and lack of empathy. Confidentiality concerns also play a significant role, with Newell et al. (2022) stating that employers are fearful that any disclosures made, may not remain private increasing fears of career repercussions and social exclusion.
While both men and women face barriers to help-seeking, the nature and impact of these barriers may differ. Addressing gendered stigma requires a multifaceted approach, including cultural transformation, organisational reform, and the development of gender-responsive mental health services. By understanding and addressing these nuanced dynamics, emergency service organisations can foster a more supportive and inclusive environment for mental health disclosure and care.
[bookmark: _Toc229554110]1.3 Research Aims and Objectives 
The overall aim of this research is to explore how gender influences attitudes towards seeking help with mental health support amongst emergency workers and to explore how stigma manifests differently across genders.  To identify the cultural and organisational factors that reinforce or mitigate gendered stigma and to provide recommendations for gender-specific mental health interventions and strategies. This will be achieved through the setting of specific objectives. 
1. Evaluate mental health stigma, gender influences, and help-seeking behaviours among police employees. 
2. Investigate experiences and perceptions of mental health support. 
3. Analyse how leadership affects help-seeking attitudes and behaviours. 
4. Develop evidenced-based recommendations to enhance mental-health support and reduce stigma, with a focus on gender-sensitive approaches for police personnel. 

[bookmark: _Toc229554111]1.4 Anticipated Outcomes  
An improved understanding of gendered stigma and the barriers to seeking help, leading to recommendations as to how improvements could be made to break down the barriers. 

[bookmark: _Toc229554112]1.5 Research Methods and Timeline
Research according to Cohen and Manion (1980) is defined as that which ‘employs empirical methods and empirical statements. Cohen further states that an empirical statement is defined as a descriptive statement about what “is” the case in the “real world” rather than what “ought” to be the case. (Cohen, 1980). This proposal aims to explore and understand the real gender challenges around seeking help within the emergency services. 
This proposal will adopt the research onion framework, which outlines the relevant and appropriate research phases. As Tengli (2020) states, ‘to develop sound research methodology scholarly research starts with the research question(s), the objectives followed by the series of decisions on choice of research philosophy, approach to research, then the research design.’
The research will be underlined by both interpretivism and pragmatism. Interpretivism allows for the understanding of subjective experiences and gendered stigma among emergency personnel. Pragmatism supports the integration of qualitative and quantitative methods to thoroughly explore the research question. An abductive approach will be employed, commencing with the observation of stigma and help-seeking behaviours. This will hopefully evolve into the identification of any emerging patterns or trends. The iterative process will provide opportunity to explore the complex issues and then refine through ongoing data collection.
The concurrent mixed methods design, outlined by (Creswell, 2003), explores quantitative and qualitative phases simultaneously. There are three types of concurrent mixed methods design: concurrent triangulation, concurrent nested and concurrent transformative’ (Hanson, et al., 2005). A concurrent triangulation mixed methods design will be adopted for this research. Concurrent triangulation, as described by Adu (2023) and Hanson et al (2005), involves collecting both types of data, with equal priority, and then determining whether both methods have yielded similar findings. 
Quantitative method is a research instrument used to determine variables or quantify observations (Adu 2023). Quantitative research explains events by collecting numerical data that are analysed using mathematical modelling (Aliaga & Gunderson 2002). This will form part of the research. Additionally, correlation analysis will examine relationships between variables such as gender, stigma perception, help-seeking behaviour, and length of service. In respect of quantitative data, a survey strategy will be developed, distributing Likert-scale questionnaires online to a broad range of emergency service staff. The questionnaires will seek to measure stigma, help-seeking behaviours and attitudes and the perceived gender norms. Descriptive statistics will then be utilised to analyse the data. Descriptive research involves collecting data to ‘answer questions or test hypothesis concerning the current status of the situation’ (Long et al 1985).
Qualitative data is ‘descriptive information that focuses on concepts and characteristics, rather than numbers and statistics. Qualitative data analysis tries to answer questions about why people behave as they do and what motivates that behaviour’ (Sheldon, 2024). The qualitative data for this study will be collected through the questionnaire, defined by gender. This will explore experiences, stigma, barriers to seeking help and any ingrained cultural influences. Data will be analysed using thematic analysis with manual coding. 
Secondary data from existing statistics, including HR data, will be reviewed to contextualise the findings and to identify any trends or patterns. A cross-sectional time horizon will be adopted, with data collected at a single point in time to capture current attitudes and behaviours. Informed consent will be obtained from all participants, with confidentiality and anonymity of participants maintained. Given the sensitivity of the topic, access to support resources will be ensured.
[bookmark: _Toc229554113]1.6 Value of Research
The research holds significant value for both academia discourse and practical applications within policing. Investigating and examining the factors that influence the confidence and willingness of employees to seek help when suffering with mental ill health, can significantly impact the individual and the organisation, in terms of their ability to deliver the service expected of them. The anticipated findings are expected to have practical implications for SWP, highlighting the barriers to seeking help and proposing actionable solutions to enhance take-up rates. The research has the potential to improve sickness levels and health support of key workers. By thoroughly investigating the factors that impact help-seeking, the study will allow for valuable insights into how service uptake can be increased. Importantly, it aspires to engage senior leaders within SWP, providing them with the insights that can inform policy changes and support initiatives prioritising mental health support.  

Having outlined the rationale for this research, the dissertation is structured into five chapters. Chapter two reviews academic literature aligned to mental health support within policing. Chapter three details the mixed methodology, including the questionnaire approach. Chapter four analyses the findings from SWP employees, and chapter five concludes by highlighting the key insights and proposed recommendations to strengthening the support available regardless of gender. 
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[bookmark: _Toc229554115][bookmark: _Hlk218016462]2.0 Chapter Introduction

Singh et al (2024) asserts that a literature review is a systematic approach to analysing and synthesizing existing research on a particular topic. Similarly, Aveyard (2010) identifies a literature review as a ‘critical academic resource’ which combines research and organisational insights on a defined topic. In the context of this dissertation, this review aims to conduct a critical analysis of the factors that influence help-seeking among police personnel, with a particular focus on gender. 

To ensure a comprehensive understanding of this subject area, a thematic approach will be undertaken, reviewing existing research around key themes which influence help-seeking. This methodology enables the identification and exploration of themes which impact decision making within the literature for consideration, thereby providing a structured framework to explore the complexities of the subject area. This critical thinking approach demonstrated in figure 1, will support the development of the best available evidence informing the analysis of the research topic (Machi & McEvoy, 2022). 

[image: A diagram of a literature process

Description automatically generated with medium confidence]
Figure 1 – The Literature Review Applied Critical Thinking Process  (Machi & McEvoy, 2022)

The wellbeing of police staff and officers is fundamental to ensuring that police forces have the resilience to protect the public at first point of contact and to continue to provide a high-quality service. Research found that organisational stressors can significantly impact officers’ mental health and in turn can impact professionalism and effectiveness, (Purba & Demou, 2019). Whilst other research focused far more on the rise in absenteeism as opposed to the impact on service delivery of those officers attending work whilst suffering poor mental health. 
Research indicated that forces in England and Wales between 2019 and 2023 saw a significant rise in absences attributed to frontline illness, with a mean increase in absence rates by 40% and greater, (Quin, 2024). However, other researchers argue that frontline staff   are more likely to remain in work and suffer ‘sickness presenteeism’ which has been documented as remaining in work while unwell with stress being strongly associated with this behaviour, (Leineweber, et al., 2011). There appears little research, around the impact of staying within work whilst suffering poor mental health by either gender. 

The upward trend within South Wales Police, appears to support Quin’s, 2019 assumption, as mental health absence continues to rise. To combat this increase South Wales Police continues to explore numerous wellbeing resources and services available, see appendix 2. However, staff must feel confident in accessing these services and have confidence that they will be supported and protected throughout the experience. This forms part of this research paper.

Despite the availability of services, engagement remains relatively low. Understanding the reasons for this form part of this research. A survey conducted to understand staff perspectives found that employees value interventions developed in consultation, (Murphy, et al., 2023). Interestingly, despite South Wales Police consulting internally regarding the Wellbeing Strategy, this is not evidenced within South Wales Police where there remains a relatively low uptake rate. This, it can be argued is influenced by several factors, including the perceptions and views of mental health and the environmental culture. Influenced by traditional norms, that reinforce toughness, self-reliance and restrictive emotionality, such norms can contribute to challenges in expressing mental health difficulties particularly amongst males, (Sharp, et al., 2022). Existing literature highlights the importance of addressing these perceptions to improve uptake rates. 

Leadership plays a key role in engagement, through promoting awareness and creating the opportunities to access wellbeing services. Actual supportive behaviours of managers both contribute to reducing symptoms of common mental disorders and improving wellbeing among staff, it is suggested that organisational and team-led interventions, including leadership behaviours, are important for promoting mental health, (Petrie, et al., 2018). Supportive behaviours have been identified as key mechanisms through which leadership can protect and promote employee mental health, (Hammer, et al., 2024) Understanding the multi-faceted barriers that prevent engagement and creating an environment that encourages engagement is key. Denial of mental health challenges and insufficient psychological safety can contribute further to non-disclosure, (King, et al., 2021).

This literature review will focus on the first objective within the research framework: identifying the factors that hinder help-seeking and the barriers employees face. By examining these issues, the review aims to contextualise the dynamics influencing engagement. This awareness is essential to shape future strategies, to improve staff wellbeing, maximise capacity and improve police resilience to deliver the service our communities expect. 
[bookmark: _Toc229554116]2.1 Mental Health Within Policing

Mental health within policing is complex, shaped by the role, culture and evolving societal expectations. Officers and staff are frequently exposed to traumatic events, which can heighten the risk of mental health disorders such as depression, anxiety and post-traumatic stress disorder (PTSD). Prolonged and continuous exposure, combined with a culture that historically stigmatises seeking help, can often result in staff feeling isolated (Porter & Lee, 2024). Interestingly this view is contradicted by Murtagh, 2010 who believes that the overall stress levels are more pronounced and heightened during the early to mid-career stages, (Murtagh, 2010). This concept will be tested within the research analysis. 

Historically, policing culture has emphasised maladaptive coping mechanisms, such as alcohol and drug misuse and isolation, rather than engagement with mental health services available (Padilla, 2023). Whilst, attitudes are slowly shifting, individual coping practices vary and barriers remain. As first responders’ individuals, experience challenges in recognising and supporting those in crisis, exacerbated by limited training specific to recognising mental health issues. Managers are often at the forefront when supporting staff and creating a healthy work environment, however leaders often find addressing mental health challenging, highlighting a need for targeted training to build confidence, (Gayed, et al., 2018). ‘Officers report strong peer support but highlight the need for enhanced multi-agency collaboration and improved training to better manage these situations and reduce the impact on their own wellbeing’ (Lamb & Tarpert, 2019). This perspective is supported by (Wood, et al., 2021) who emphasised, the significance and impact that an inability to achieve positive long-term outcomes for individuals suffering mental health can have on those seeking to support them. 

In respect of mental health promotion, leveraging men’s social practices and embedding mental health discussions within acceptable masculine frameworks may facilitate more effective engagement. ‘Approaches that incorporate humour or align with men’s identities and social roles have shown potential in reframing help-seeking as less threatening and more acceptable’ (Erentzen, et al., 2018). However, wider research indicates that the reluctance of men to discuss mental health is deeply ingrained and a difficult barrier to break, (Terrizzi, 2024). The complexities of length of service and varying views of mental health intervention, identify the challenges faced within policing. 

A large-scale UK study conducted in 2020 involving 40,299 police staff, found depression to be the most common mental disorder (9.8%), followed by anxiety (8.5%) and PTSD (3.9%). ‘Exposure to trauma within the past six months doubled rates of anxiety and depression and increased PTSD risk six-fold’ (Stevelink, et al., 2020). In 2024 this was reinforced by a Study conducted by the University of Cambridge, who declared that ‘UK police forces are facing a mental health crisis with a record’ 17,752 officers in England and Wales signed off for stress, depression, anxiety, or PTSD, which they state was a 22% increase on the previous year. That nearly 1 in 5 officers and staff exhibit symptoms of PTSD, and 4 in 5 report experiencing low mood or anxiety, with high workloads and poor work-life balance’ (University of Cambridge, 2024)

Research highlights several occupational stressors and personal factors associated with suicidal risk in policing, which include work related stress, exposure to traumatic incidents, shift work, relationship problems and alcohol use. ‘These factors may contribute cumulatively to increased risk, although protective factors and preventative measures can mitigate these effects’ (Chae & Boyle, 2013).

Culture remains a significant barrier to help-seeking. There is a fear that admitting mental health struggles could harm career progression. Gender norms also influence help-seeking. Men are less likely to utilise services often due to stigma and role conflict. ‘Men tend to engage less in mental health service use partly because seeking help is often associated with femininity, which may create a gendered role conflict for men’ (Pattyn, et al., 2015). Research suggests that men opt to take medication over psychotherapy and actually hold more stigmatising attitudes, including shame and blame: ‘Males with affective, anxiety, or substance use disorders have lower odds than females of consulting health professionals or using self-management strategies’ (Harris, et al., 2016). This concept will be explored within the research. 

Women in general seek support more than men, but patterns can vary by social role and employment status. It is argued that employment status influences service use differently by gender, with working women, more likely to use psychological services, while working men may be less likely to use general or psychiatric services. ‘These patterns suggest that societal norms linked to professional roles affect decisions to seek care’ (Drapeau, et al., 2009). Gender differences in help-seeking are shaped by social norms, stigma, service preferences and cultural expectations. Men tend to be less likely to seek support and face increased attitudinal barriers than women (McKenzie, et al., 2018). 

[bookmark: _Toc229554117]2.2. Culture

Understanding cultural dynamics is crucial to understanding attitudes towards help seeking. Factors which can influence decision making such as guilt, perceptions of letting others down and strong camaraderie within policing can all influence help-seeking behaviours. Gender may play a key role in this decision making, as women and men may perceive mental health differently due to societal expectations (Hurless, et al., 2025). Organisational practices, such as being overlooked for promotion, can often reinforce a culture of silence and stigma. Additionally, generational changes and developing societal norms can further determine attitudes. 

Cultural identity influences mental health perceptions through acculturation (adopting mainstream norms) or enculturation (retaining original cultural values). Literature indicates that racial or generational identity may not strongly predict help-seeking behaviours, cultural values and gender continue to exert significant influence (Hurless, et al., 2025). Culture and gender interact in complex ways to shape mental health attitudes and behaviour. Effective interventions must seek to address both dimensions to reduce disparities and foster support. 

[bookmark: _Toc229554118]2.3 Organisational / Colleague Perception

Police culture significantly shapes attitudes towards seeking mental health support. A dominant masculine culture within policing promotes resilience and self-reliance, creating stigma around help-seeking and limiting perceived organisational acceptance (Meek, 2024). This environment fosters fear of being seen as “weak or incompetent”, deterring employees from accessing psychological services (Demirkol & Nalla, 2019). Concerns about confidentiality and the impact speaking out may have on career progression are worrying. Staff fear that seeking help could result in being labelled “unfit for duty” reinforcing avoidance behaviours (Demirkol & Nalla, 2019). Research indicates that male officers and staff experience higher self-stigma than female colleagues even though general attitudes toward help-seeking remain similar (Loynd, 2022).

Police officers and staff are often the first to respond to some of society’s most traumatic events, yet cultural norms often discourage seeking support. Masculinity contest culture explains these behaviours and their influence on turnover intentions (Goodijohn, 2023).
Existing studies reveal inconsistencies in help-seeking across forces, highlighting the requirement for a comprehensive review of cultural and institutional dynamics driving these barriers. 

[bookmark: _Toc229554119]2.4 Leadership and Perceived Support

Effective leadership can set the tone and culture of the organisation. Supportive leadership, where staff feel safe and empowered, fosters trust and encourages help-seeking. It can be linked to positive outcomes such as enhanced psychological health and reduced stress, (Shabalala & Chitamba, 2026) Conversely, a lack of accountability and unrealistic expectations can create cynicism and discourage staff from speaking out. Research suggests that perceived gaps between the support offered, and the actual individual experience can impact employee confidence to engage. Supportive leadership has also been found to be a ‘facilitator of resource accumulation that enhances employee resilience and wellbeing’ (Shabalala & Chitamba, 2026). 

Leadership within organisations significantly influences mental health support-seeking behaviours, with gender-specific nuances evident in research. For example, "women who had male supervisors reported less organisational support, which may indirectly affect their likelihood to seek mental health support" (Konrad, et al., 2010). Additionally, women in male-dominated units or organisations led by men reported more experiences of gender harassment and discrimination, factors that can discourage accessing support services. In contrast, for men, gender makeup and leadership gender were not associated to outcomes such as perceived fairness or discrimination, suggesting leadership impact differs by gender (Konrad, et al., 2010).

One study found that male subordinates with female supervisors tended to have more trust in leadership compared to males with male supervisors and females with female supervisors, (Garcia-Cabrera, et al., 2023). There is extensive academic research around how supervisor gender can influence staff development however there is limited research around whether supervisor gender influences the reporting of mental health concerns.  
Visible and caring leadership at all levels, has been associated with better access and use of support services (Clarkson et al., 2023). This highlights that leadership style and communication strongly influence employees’ willingness to seek help. Similarly, Poddar and Chhajer, 2024 highlighted that leadership advocacy and strengthening the role of leaders as an important aspect of fostering psychological safety and encouraging disclosure of mental health challenges. This highlights that effective and strong leadership can create an environment conducive to help-seeking, though gender specific effects remain unclear. 
Overall, while leadership quality and gender composition appear to impact women’s perceptions of organisational support and experiences related to mental health, evidence for a direct effect on men’s help-seeking behaviour is limited. Leadership that is visible, supportive, and actively promotes mental health may facilitate support-seeking across genders, but women may be more sensitive to leadership gender and organisational dynamics.
[bookmark: _Toc229554120]2.5 Reporting Procedures and Support 

Assessing the effectiveness of reporting mechanisms is critical in shaping the reporting landscape. Systems perceived as inadequate or lacking confidentiality can make reporting feel futile. Establishing organisational values and transparent reporting measures can alleviate concerns. However, even the most translucent systems may fail if they are not supported by a genuine commitment from leadership to support, South Wales Police, HIVE Survey, 2025.  If employees perceive a disconnect between policy and practice, their willingness to seek help may not improve, indicating that structural changes alone are insufficient without a cultural shift.
Continuous learning and awareness are essential. Employees are more likely to report when they are familiar with the process. Training alone may not address the issue; bespoke methods of outreach and addressing underlying cultural issues are necessary. While progress within SWP is commendable, it raises questions about sustainability and long-term impact. The distinction between participation in training sessions and awareness in comparison to taking the step to seek support remains a challenge (South Wales Police, HIVE Survey, 2025). This supports the argument for continuous evaluation and adaptation of training programs to ensure effective implementation and high uptake.
The availability and adequacy of social support influence mental health differently across genders. Female staff disclosed greater social interaction and attachment, however female staff experienced poorer mental health when the adequacy of attachment was low. Conversely, single male employees with poor work-related social support showed poorer mental health (Hanson & Padyab, 2023). This suggests that communication about mental health resources should consider these gender-specific nuances to be effective.
In conclusion, ensuring police staff know what mental health support is available is vital and may require gender-sensitive approaches. The relationship between social support and mental health varies between male and female employees, so tailored communication and support strategies are essential to foster a work environment that encourages officers to seek assistance when needed.
[bookmark: _Toc229554121]2.6 Emotional and Psychological Consequences 

Unaddressed mental health issues among police employees have serious implications for individuals and organisations, such as reduced productivity, low staff morale, absenteeism, and increased turnover. As Shah (2024) notes, ‘organisations often misattribute burnout to individual failings rather than systemic factors,’ hindering effective intervention. Sickness absence is notably high among UK police staff. A study of 40,343 employees found that 54% reported sickness absence in the previous year, with 8% experiencing long-term absence (20+ days). Higher absence rates were linked to factors such as female gender, non-uniformed roles, poor mental health, and high job strain (Parkes, et al., 2024).
Absences due to psychological illness and stress have nearly doubled over a decade, reaching 8.82%, with 39% of affected staff taking repeated absences (Cartwright & Roach, 2021). Between 2019 and 2023, some forces reported over 200% increases in occupational health referrals for psychological illness (Quin, 2024).
Psychological health-related absences among police employees are rising and exceed general workforce norms. Risk factors are well-documented, and the consequences of inaction are severe. A "culture of silence" fosters stigma and internal conflict, reducing job satisfaction and increasing attrition. This underscores the need for systemic reform that prioritises engagement and support to create a healthier organisational culture.
[bookmark: _Toc229554122]2.7 South Wales Police Wellbeing Strategy
The South Wales Police Wellbeing Strategy, see Figure 2, reflects many of the key themes identified within the wider literature, particularly in relation to organisational culture, leadership, and the growing impact of mental health challenges on workforce resilience. Consistent with research highlighting the importance of maintaining a psychologically healthy workforce (Purba & Demou, 2019) the strategy emphasises the ambition of delivering effective policing through a “healthy, engaged and resilient workforce” (see Appendix 1). This aligns with broader literature which positions employee wellbeing as central to organisational effectiveness, particularly in high-demand professions such as policing.
The strategy also acknowledges rising levels of those absentees and those who are present, reinforcing evidence presented earlier in this review (Quin, 2024). In recognising that officers and staff may continue to attend work whilst “suffering in silence,” the policy implicitly reflects the cultural stigma and barriers to help-seeking identified throughout the literature, particularly those associated with masculinity norms and organisational expectations (Sharp et al., 2022) Furthermore, the emphasis on leadership responsibility within the strategy corresponds with research demonstrating that visible and supportive leadership plays a critical role in shaping psychological safety and encouraging disclosure (Clarkson et al., 2023).
However, despite this alignment with existing research, a critical gap remains between policy intent and practical implementation. While the strategy recognises the need for cultural change, it does not appear to fully incorporate the lived experiences of those most affected an issue highlighted within the literature as central to improving engagement with wellbeing initiatives (Murphy et al., 2023). Although consultation has taken place at a strategic level, there is limited evidence that frontline staff perspectives, particularly in relation to gendered experiences of stigma and help-seeking, have directly informed the design of interventions. This omission is significant, as the literature consistently demonstrates that perceptions of organisational support and the willingness to engage with services are shaped by how inclusive and responsive employees perceive those services to be.
Consequently, this raises important questions about whether current wellbeing initiatives sufficiently address the gendered barriers identified throughout this paper. For example, while the strategy promotes a broad culture of openness, it does not explicitly consider how masculine norms, role expectations, or differential experiences between male and female personnel may influence help-seeking behaviours. This gap suggests that, although organisational commitment is evident, the effectiveness of the strategy may be limited without a more gender-sensitive approach.
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Figure 2- Wellbeing Strategy SWP (2025)
[bookmark: _Toc229554123]2.8 Summary
Gender remains a significant barrier to help-seeking within policing, shaped by organisational culture, psychological factors, and operational pressures. Despite well-intentioned policies, current wellbeing initiatives often fail to achieve their objectives. Understanding these complexities requires a reassessment of existing strategies and the development of targeted approaches to foster a more supportive police culture.

Further research is needed to examine the confidence and willingness of SWP personnel to report concerns. This gap raises critical questions about how organisational values and policies influence help-seeking and how victims’ experiences are acknowledged. Exploring local perceptions will provide valuable insights into the interplay between employees, victim experiences, and reporting behaviours.

The next phase of this study will detail the research methodology, including strategy, data collection techniques, and researcher involvement. The aim is to generate evidence-based recommendations to inform policy and training, improving accessibility and effectiveness of support and creating a resilient workforce.










[bookmark: _Hlk218070042][bookmark: _Toc229554124]
Chapter Three Research Methodology









[bookmark: _Toc229554125]3.0 Introduction 

Within policing, mental health challenges present a significant concern, influencing recruitment, public perception, and the force’s ability to deliver daily business effectively. To explore this issue, this chapter adopts an action research approach, which is defined as research that focuses on the engagement and leadership of people who are directly experiencing the issues under review (Cornish, et al., 2023). This method is appropriate as it is recognised for its participatory nature and its focus on seeking change, (Baum, et al., 2006), ensuring that those impacted can participate in seeking change. The methodological framework for data collection is therefore designed to address objectives two, three, and four as outlined in the introduction.

[bookmark: _Toc198564690][bookmark: _Toc229554126][bookmark: _Hlk218079215]3.1 Research Strategy 
Research can be understood through various perspectives. (Gomez-Diaz & Recio, 2022) identify research as a process which gathers information to answer specific and defined questions. Another perspective focuses on research quality and methodological rigor, noting that research is often assessed within relevant paradigms (Hostler, 2024). For example, a narrow definition of research quality may privilege ‘quantitative, confirmatory research grounded in scientific realism’ but potentially, disadvantaging other approaches such as ‘constructivist or qualitative research’ (Hostler, 2024).

The diversity of definitions highlights the complexities involved in research. Research according to (Cohen and Manion 1980) is defined as that which ‘employs empirical methods and empirical statements. Cohen further states that an empirical statement is defined as a descriptive statement about what “is” the case in the “real world” rather than what “ought” to be the case (Cohen, 1980). This method, supports the research objectives to be able to explore the topic in depth, identifying the reality and experiences of individuals within the ‘real world’ through the identification of lived experiences. 

The concept of strategy is often viewed as ambiguous and subject to interpretation across academic and practical contexts. Cory (2024) notes that the term ‘strategy’ is often used interchangeably with several distinct concepts which ‘complicates its clear definition and application’. The lack of clarity can result in inconsistent approaches, making it vitally important to establish a precise understanding of the process. While South Wales Police have a dedicated ‘Wellbeing Strategy’ it’s interpretation can still vary. This variability may impact the delivery of objective three, where differing understandings of leadership responsibilities can lead to confusion or inconsistency. 
A well-defined research strategy must align with the wider organisational framework and not operate in isolation. This means integrating business, product, and technology strategies through roadmaps that convert plans into actionable, adaptable operations. Effective strategies should remain flexible to ‘accommodate change or setbacks, rather than being rigidly fixed’ (Talonen & Hakkarainen, 2008). Clear alignment between the research strategy and the research aims and objectives ensures a focused direction and supports systematic exploration of the research question (Biggam, 2017).
This study applies both a research strategy and research methods, with distinct yet interconnected concepts (Scribbr, 2021). It adopts the ‘Research Onion’ framework to structure the methodology, as shown in Figure 3.
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Figure 3 – Research Onion Framework, (Tengli, 2020)

The Research Onion Framework provides a ‘building block’ from which to work from, ensuring that there is clear line of sight, between the research title and the proposed data gathering methods to address it.  Providing a consistent approach ensures there is systematic advancement in managing the complexities inherent in understanding mental health amongst first responders, and the impending factors that can influence help-seeking such as gender identified in the research objectives.  
As outlined earlier, the research will be underlined by both interpretivism and pragmatism. Interpretivism allows for the understanding of subjective experiences and gendered stigma among emergency personnel, addressing research objective two. It is a theoretical approach that ‘emphasises understanding human action through interpretation rather than solely through natural science methods’ (Matta, 2015). Pragmatism is a philosophical perspective, that emphasises ‘the practical consequences and effects of concepts and beliefs as central to their meaning and truth’ (Schoneberger, 2016). Both methods advocate for the inclusion of qualitative and quantitative methods to investigate extensively the research question. 
An abductive approach will be utilised, commencing with the observation of stigma and help-seeking behaviours. An abductive approach refers to a form of ‘reasoning that involves formulating the most plausible explanations for observed phenomena’ (Dellsen, 2024). It is often seen as a systematic approach that aims to identify the nature and purpose of explanations, (Pietarinen & Stanley, 2025). This approach will allow for the identification of any emerging patterns or trends. 
The concurrent mixed methods approach, outlined by (Creswell, 2003), explores quantitative and qualitative phases concurrently. There are three types of concurrent mixed methods design: concurrent triangulation, concurrent nested and concurrent transformative’ (Hanson, et al., 2005). A concurrent triangulation mixed methods design will be adopted for this research. Concurrent triangulation, as described by Adu (2023) and (Hanson et al., 2005), involves collecting both types of data, with equal priority, and then determining whether both methods have yielded similar findings. “Quantitative method is a research tool used to help measure variables or quantify observations” (Adu 2023). Quantitative research explains phenomena by collecting numerical data that are analysed using mathematically based methods” (Aliaga & Gunderson 2002). This will form part of the research.
Additionally, correlation analysis will examine relationships between variables such as gender, stigma perception, help-seeking behaviour, and length of service. In respect of quantitative data, a survey strategy will be developed, distributing Likert-scale questionnaires online to a broad range of emergency service staff. The questionnaires will seek to measure stigma, help-seeking behaviours and attitudes and the perceived gender norms. Descriptive statistics will then be utilised to analyse the data. Descriptive research is a qualitative approach that provides straightforward summaries of phenomena in everyday language, (Doyle, et al., 2020).
Qualitative data refers to information that is collated to explore variables and phenomena that are not predetermined, (Khoa, et al., 2023). It requires careful analysis and reflection to generate understanding and theory (Maher, et al., 2018).The qualitative data for this research will be collected via qualitative questions within the questionnaire. This will explore experiences, stigma, barriers to seeking help and any ingrained cultural influences addressing objectives 1-3 of the defined objectives. Data will be analysed using thematic analysis, which is a qualitative data analysis method focused on identifying, analysing, and reporting patterns or themes within data, (Kiger & Varpio, 2020). 
Secondary data from existing statistics, including HR data and gender-specific mental health support uptake will be reviewed to contextualise the findings and to identify any trends or patterns. A cross-sectional approach will be utilised, with information being assessed at a single point in time, to capture current attitudes and behaviours. Informed consent will be obtained from all participants, with confidentiality and anonymity of participants maintained. 
Questionnaires were distributed to all control room and front desk staff, which included both Staff and Officers. This totalled 452 employees. Determining an acceptable sample size for preliminary analysis in questionnaire is dependent on the specific study, however it is accepted that for a pilot a minimum of around 30 respondents is often recommended, (Bujang, et al., 2024). Fugard and Potts indicate a broad range of between 2 to 400. ‘However, whilst Fugard and Potts offer a quantitative starting, researchers should consider the nature of their thematic analysis and conceptualisation of themes when deciding on sample size’ (Braun & Clarke, 2016).  

[bookmark: _Toc229554127]3.2 Research Philosophy 
There are four main research paradigms explored within research philosophy, with this research being set within pragmatism and interpretivism. ‘Pragmatism as a primary philosophical framework is characterized by its focus on the practical consequences of concepts and the use of meaning in context, rather than abstract’ (Santoro & Penco, 2012). Further work by Peirce distinguishes pragmatism from psychologism by grounding its phenomenological categories, providing a structured yet flexible philosophical foundation, (Hookway, 2012). Pragmatism as a primary philosophical framework reinforces the ‘contingent, practical, and evolving nature of knowledge and truth’ (Christensen, 2022).

Within this research pragmatism serves as the primary philosophical framework, emphasising diverse methodologies to effectively investigate sensitive and complex issues such as mental health.  This aligns with the research aim to explore and understand the dynamics affecting the willingness of SWP employees to seek help and explores the practical consequences, such as the impact and possible consequence that having a male supervisor as opposed to a female supervisor can have on reporting confidence.

It is vital to recognise that each respondent’s experience of mental health and help-seeking is individual and unique to that person. That their perspective is built upon their experience and therefore their reality of the situation is individual. Reality can be understood as a ‘pattern of relations that perpetuate over time’ (DeWiel, 2013). ‘Constructivist epistemology views knowledge as actively constructed by learners rather than passively received’, (Kumar, 2018). Adopting a constructivist epistemology will allow participants to share their lived experiences. Ensuring anonymity in the responses provides reassurance and creates a supportive environment where respondents can actively express their views through qualitative questioning. 

The quantitative research approach is often grounded in the positive paradigm. This assumes that ‘social phenomena can be measured and analysed similarly to natural phenomena’ (Maksimovic & Evtimov, 2023). The positivist paradigm aims to find ‘universal truths through empirical observation and measurement’ (Carminati, 2018). The focus on objectivity and replicability can also improve clarity of research findings.  The paradigms focus on ‘measurable variables and statistical analysis that support the identification of patterns and relationships that might not be apparent through qualitative methods alone’, (Maksimovic & Evtimov, 2023). However, criticism of positivism, recognises the inflexibility regarding absolute objectivity. That it tends to ‘disregard the influence of the researcher’s perspective and the contextual factors that shape social phenomena’ (Ayat & Nusratullah, 2025). Whilst it offers enlightening perspectives its recognised constraints require a more concentrated approach. This research prioritises interpretivist to provide a comprehensive understanding of the subjective factors influencing help seeking. The research philosophy shapes the chosen methodology to gather a robust understanding of the research topic. 


[bookmark: _Toc229554128]3.3 Research Approach 
Inductive methodology refers to an approach where conclusions or theories are developed based on the analysis of empirical data, moving from specific observations to broader generalisations’ (Bendassolli, 2013). Inductive research generally includes formulating concepts based on the data, rather than starting from an established theory, (Barroga, et al., 2023). It generally provides a systematic approach to reviewing raw qualitative data into summary, and establishing clear links between research objectives and findings, and develop frameworks that represent underlying experiences, (Thomas, 2006). However, it is recognised that this approach may not be as strong as some analytic strategies for theory or model development. In contrast deductive methodologies refer to an approach that starts with an existing theory or hypothesis, which is then tested or applied to data to confirm, refine or expand the theory, (Fife & Gossner, 2024).

Both approaches present an opportunity to gather and present detailed information. Inductive reasoning is a cognitive approach involving existing data, that allows for inferences or predictions to be made from the available information. This form of reasoning projects from what is known to what is not known, allowing generalisation, (Heit, 2000). In contrast, deductive reasoning is a cognitive approach through which conclusions are logically derived from given premises or rules, which is considered a foundational skill that supports everyday problem solving and is believed essential for acquiring more advanced logical expertise, (Johnson-Laird, 1999).

To address the research question, both research approaches were utilised, forming the foundation from which the conclusions and recommendations were derived. The deductive approach was depicted in addressing objective 1, following an extensive literature review. Objective 2 and 3 was addressed using the inductive approach, generating theories and concepts from data gathered.

Quantitative and qualitative primary data was obtained via staff questionnaires, to gain a thorough understanding of the respondent’s views of the mental health support available and their thought and feelings regarding help-seeking. Utilising this approach allows for evidence to be gathered and recommendations to be made. By utilising inductive and deductive reasoning, insights and theories from the collected data can be drawn. This multidimensional approach allows for extensive data to be gathered while supporting the overarching goal of fostering a greater understanding of mental health reporting and help-seeking. 

[bookmark: _Toc229554129]3.4 Methodical Choices
The preference of research methodologies is enlightened by the six layers of the research onion strategies (Saunders et al, 2019). The primary research is survey research. Survey research is a methodological approach, which is utilised to gather data that reflects societal changes by gathering information from individuals. It involves creating surveys to obtain responses that can be analysed to understand patterns, attitudes, or behaviours within a population, (Tourangeau, 2004).
The design phase of the survey is crucial to ensure that it effectively addresses the research objectives. Technological advancements have introduced new methods of data collection. Whilst these offer advantages, such as cost-effectiveness and timeliness, (Evans & Mathur, 2005), it is also recognised that it presents challenges such as non-response errors, confidentiality concerns and technical difficulties, (Sills & Song, 2002).
Action research is a methodological approach, that combines both the creation of knowledge and practical action. It is characterised by its cyclical process of planning, acting, observing and reflecting to address problems whilst also gaining actionable insights, (Guy, et al., 2020). In respect of the research topic this will allow the respondents to outline the problem as to why take-up rates are low in help-seeking and the challenges that are faced. It will also allow them an opportunity to discuss possible solutions designed to enhance individual help-seeking. By combining methodologies, the research addresses the complexities of help-seeking. This framework encourages respondents to share their lived experiences and to actively be involved in proposed solutions.  
Quantitative data collection methods, via the use of questionnaires, were employed to gather information regarding the confidence and willingness of SWP employees to seek help and report poor mental health. This quantitative approach enables the analysis of statistical data and reporting behaviours across SWP. However, by engaging respondents through a comprehensive, exhaustive and well-designed questionnaire, the research provided an opportunity to explore their experiences, thoughts and views regarding reporting and seeking help for poor mental health and to identify the challenges and barriers faced.   

[bookmark: _Toc229554130]3.5 Time Horizon
‘A cross-sectional time horizon involves collecting data at one or over a limited period to provide a snapshot of the research subject’, (Vasconcelos, 2020). A cross-sectional time horizon will be adopted, allowing for a dedicated examination of the factors influencing help seeking at a specific point in time. This approach allows for data collection at a given point in time, in respect of the individuals, views and experiences. It serves as a tool for evaluating practices and data availability, (Prager, et al., 2020).

Cross-sectional data can often effectively be paired with longitudinal data to enhance understanding of dynamic processes. Longitudinal studies are observational or interventional research design in which individuals are tracked over a set time to observe associations between exposures and outcomes, (Prager, et al., 2020).Whilst longitudinal studies offer greater insights into changes and developments over a sustained period of time, they also present numerous drawbacks and challenges. One limitation being the sheer complexity and difficulty in conducting such research. They often need significant time for data collection, which can lead to issues such as participant attrition or changes in technology that lead to issues that affect data retrieval, (Kuula & Putkiranta, 2012).This was not practical or achievable within the given timescales of this research project. The cross-sectional data collection within this research allows for data to be collected within a narrow time frame, making it possible to analyse the results from a large data pool of 97 respondents. This allows for meaningful data to be collected within set parameters. 

[bookmark: _Toc229554131]3.6 Data Collection – Techniques and Procedures
Structured questionnaires offer several benefits, such as standardised data collection which can improve the accuracy and completeness of the information gathered, (Payne, et al., 2017). Additionally, structured questionnaires, especially when digitised, can enhance data quality and participation, (Heiervang & Goodman, 2011). Structured questionnaires were designed to gather measurable insights into help-seeking behaviours using Microsoft Forms. 

Anonymising questionnaires offer numerous advantages, primarily protecting the confidentiality and identity of research participants. Anonymisation helps safeguard respondents against discrimination or harm that could arise from disclosure of sensitive or personal information, (Jamal, et al., 2014).It also facilitates data sharing and fosters trust and participation in research. The questionnaire allows for statistical data to be obtained from the 
targeted participants. The questionnaires allowed employees with varying lengths of service and gender with diverse experiences of mental health seeking, to provide views ensuring a representation from a cross-section of staff whilst protected by anonymity. 



Questionnaires traditionally, include two types of questions, open-ended and closed-ended. 
Open-ended questions allow respondents to provide free text which can create an opportunity for respondents to reveal new issues that perhaps had not been considered or captured by the researcher. However, they can also present challenges in analysis and reporting due to their ambiguous status between qualitative and quantitative data, (O'Cathain & Thomas, 2004). Closed-ended questions in comparison can provide pre-defined response options, facilitating easier quantification and analysis, (Stefkovics, et al., 2025). Each however serve distinct purposes and present different challenges, both open and closed questions have been chosen for the questionnaire having considered the goals and the respondents. Open ended questions were employed to explore lived views and experiences in greater detail, in contrast closed questions were utilised to clarify clear points.

Likert questions are structured questions designed to capture ‘the intensity of respondent’s attitudes or opinions through ordered response categories’, (Ferrando, et al., 2025). Such questions can vary in the number of response categories. Likert questions were utilised throughout the questionnaire to obtain quantifiable data, from which trends and patterns could be drawn out, thus gathering a clear picture of staff thoughts and feelings regarding help-seeking and the barriers presenting, addressing the research objectives 1-3. 

Throughout the research a conscious decision was made to utilise both primary and secondary data as each has a clear purpose and role. Collecting primary data through questionnaires offers several operational and methodological advantages, providing time efficiency and cost-effectiveness, (Bolaji, et al., 2025), it also provides essential awareness of respondents’ views and experiences regarding help-seeking, ensuring that the findings are contextually relevant and current. 

Conversely, secondary data from existing sources offers several benefits. The growing accessibility of data, supported by efforts to develop open and well-maintained datasets along with advances in statistical software, has made secondary data analysis more feasible and attractive for researchers, (Rodriguez, 2021). Utilising existing secondary data affords the ability to address new questions or critiques as per this research top. It allows an opportunity to assess current views and feelings against tangible historic data.  This two-pronged approach allows for a greater situational awareness within the broader discourse on police help seeking specific to gender.

[bookmark: _Toc229554132]3.7 Data Analysis
Data analysis involves ‘examining, processing, and interpreting data to uncover hidden patterns, relationships, and insights that support decision-making and predictions’, (Kotu & Deshpande, 2015). Data analysis is a multi-faceted process, that involves ‘data preparation, application of statistical and machine learning methods, and interpretations of results to inform decisions across different domains’ (Grady, et al., 2023). Data analysis can be categorised into several types. The main categories include ‘descriptive, explanatory, inferential, qualitative analysis, and specialised methods’ (Taherdoost, 2020).

Descriptive analysis involves summarising and organising data. It plays a vital role in study analysis by ensuring data is easier to understand and interpret, (Harbison & Simmons, 2024). In contrast, qualitative data analysis is a ‘systematic, iterative process focused on identifying patterns and themes with qualitative data to provide meaningful descriptions and potentially develop theory, while addressing methodological rigor and practical challenges’, (Flick, 2013).
The data gathered through the questionnaire process must be evaluated, to ensure that it is completed correctly. The data is then analysed via Microsoft Forms software, allowing for a variety of statistical methods, including descriptive statistics to summarise the data to identify correlations and patterns.
Qualitative and quantitative data analysis differ in their nature, purpose and methodological approach. Qualitative data analysis focuses in uncovering new aspects hidden within the data, interpreting meanings and patterns (Schoonenboom, 2023). In contrast, quantitative data analysis deals with numerical data. The two approaches differ in their aims, qualitative research seeks ‘depth of meaning’ whereas quantitative research emphasises ‘objectivity and generalizability’ (Sandelowski, 2000).
Statistical data refers to the process of ‘examining data to discern patterns, relationships, and insights that can inform decision making and understanding, (Nisbet, et al., 2009). Information obtained from the respondents via the questionnaires, were dissected into core areas, to ensure that the responses could be effectively analysed. 
Thematic analysis is a qualitative data analysis approach concerned with identifying trends. A popular framework involves six steps, which guide researchers through ‘data familiarisation, coding, theme development, and refinement’ as illustrated below:
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Figure 4 – Steps of Thematic Analysis - Braun and Clarke, 2006
Braun and Clarkes six step framework is widely recognised. The first stage involves familiarisation with the data to have a detailed understanding of the content, recognising any patterns. This sets the groundwork for subsequent coding. 
The second stage of analysis is coding, systematically identifying features of the data relevant to the research topic. This coding ‘is not merely mechanical but involves interpretive engagement with the data’, (Campbell, et al., 2021). 
The third stage constructing themes, ensures that the codes are determined into broader patterns that capture the data. This process is ‘iterative and reflexive, allowing themes to evolve as understanding deepens’, (Campbell, et al., 2021). The fourth stage involves checking the consistency of themes, to ensure that the accurately reflect the data. The fifth stage, defining and naming themes, focuses on articulating accurately each theme and how it aligns to the research question. The sixth and final stage, involves combining the ‘analytic narrative and data extracts to present a coherent and persuasive account of the findings’ (Campbell, et al., 2021). 
[bookmark: _Toc229554133]3.8 Ethics
Ethical behaviour is essential as it reflects norms, standards and values that ensure respectful and responsible interactions amongst individuals, (Al Halbusi, et al., 2021). Leadership has been shown to influence ethical behaviour. Ethical leadership positively impacts employees ethical conduct by establishing an ethical climate within organisations, (Mehra & Narwal, 2025). Ethics are key to this research. Throughout, compliance with the University of Wales Trinity Saint David, Research Ethics & Integrity Code of Practice (2022) is scrutinised. The submission of an ethics form and subsequent approval is a key component prior to commencing research. 

Given the sensitive nature of the research, ensuring confidentiality was vitally important. Respondents were made aware of their purpose and role and that their involvement would be anonymous. Mental health is recognised as a sensitive topic, talking about it can have an impact on individuals which is recognised. To reduce the risk of triggering staff, support networks were made available, when the request for completion was sent. Similarly, staff were advised that completing the questionnaire was optional and at any point they could withdraw from the process. 

Complying with the General Data Protection Regulation (GDPR) is vitally important for reasons that extend beyond the legal obligation. The development of GDPR platforms aims to support organisations in managing the complex legal and technical requirements, (Issaoui, et al., 2023). All data collected within this research project is securely stored, with access limited to the researcher. All data that is no longer required is disposed of according to data protection regulations. Having focus on key aspects highlights the commitment to ensuring that ethical research is conducted. 

[bookmark: _Toc198564698][bookmark: _Toc229554134]3.9 Limitations 
Limitations in research encompass methodological weaknesses in study design and conduct, biases inherent in observational data and practical challenges in data collection, (Munthe-Kaas, et al., 2018). In observational research, limitations often are time related.

Given the sensitive topic, respondents may be reluctant to disclose their true feelings or experiences, thus, they may not respond honestly. Similarly, they may agree with or endorse comments regardless of their true opinion. This is often referred to as ‘acquiescence bias’. Acquiescence bias can have a significant impact as it can distort outcome findings. Additionally, careless responding can impact on findings. Within this research, the fact that the ‘researcher’ is a senior officer could also impact the willingness and openness of respondents to engage truthfully. Respondents may be weary and sceptical around pushing back against current policies and procedures. To attempt to alleviate this risk, it is essential that respondents are aware of the confidentiality and anonymity to encourage openness. 

Conducting research within a 24/7 emergency control room, who are operating under high demand can have constraints in respect of respondent’s ability, appetite and time to complete questionnaires, creating an impact on return rates. The research captures a moment in time, limiting the ability to draw conclusions around sustained patterns and trends. This research could be enhanced through longitudinal research, which offers several benefits that enhance the understanding of changes and outcomes over time, (Evans, et al., 2010).

The next chapter will analyse the empirical findings of the 97 questionnaires and the information gathered. 
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Chapter Four – Findings and Analysis



[bookmark: _Toc229554136][bookmark: _Hlk218080016]4.0 Survey Findings: Description, Analysis and Synthesis

This chapter evaluates the results identified from Chapter three. The investigation centres on research objectives two and three, which sought to:  
· Investigate experiences and perceptions of mental health support. 
· Analyse how leadership affects help-seeking attitudes and behaviours. 
Guided by the framework of Description, Analysis, Synthesis and Evaluation, illustrated in Figure 5, this allows for the systematic evaluation of patterns and trends, (Lewandsowki & Dilworth, 2010). 

[image: ]

Figure 5 – Description, Analysis, Synthesis and Evaluation

[bookmark: _Toc229554137]4.1 Mental Health Within Policing - Problem Profile –South Wales Police 

In August 2025, a detailed analysis of Mental Health Sickness absence in South Wales Police was undertaken force-wide with a particular focus on current absence rates and an analysis of mental health absence trends over the previous 12 months. The analysis considered absence trends by gender, see appendix 3. 


The analysis also focused on the management of mental health related absences and utilisation of supportive interventions including Occupational Health and Counselling Services. 


The report highlighted that the total time lost due to Mental Health Absence:

· Had increased month on month since Feb 2025.

· That the total time lost due to mental health absence had now exceeded time lost to all other absence reasons combined.
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Figure 6 – Number of Abstractions: Mental Health vs Other Sickness 

Further to the above findings, it was established that:
· Mental Health absence counted for over 50% of all sickness absences for police officers and 51% for police staff members across the workforce.
· Mental Health absence rates are higher among female officers (61.5% of total time lost due to sickness) vs. males (54.7%)

Within South Wales Police counselling referrals have fluctuated see Figure 8:



[image: ]
Figure 8 – Total Referrals by Resource Type 

The data shows that demand for counselling has remained consistent. This supports the literature review which highlights that whilst consistent, engagement remains relatively low. Whilst referrals remain static mental health sickness continues to increase year on year, in line with the national picture. The foundation for this report was to explore further the impact gender has on help seeking specifically at the first point of contact within the Public Service Centre (PSC). To review the local findings against the national picture around mental health absence and support. 

[bookmark: _Toc229554138]4.2 Description  

The study employed a mixed-methods online questionnaire, distributed via Microsoft Teams, to examine the experiences and perceptions on the influence of gendered stigma on help-seeking behaviours among police emergency service personnel. A voluntary sampling strategy was adopted, which is a type of ‘non-probability sampling strategy where participants self-select to be part of a study’ responding to an open invitation (Ene-Margit, 2021). This survey targeted all police control room employees, 452 in total. This involved purposive sampling, whereby the selection of the participants were guided by the specific aims and objectives of the study rather than random selection’ (Campbell, et al., 2020) The questionnaires were designed to include both closed and open-ended questions (Appendix 4). This allowed for the gathering of qualitative and quantitative data and for the participants to freely express their thoughts and personal experiences. 
A deductive approach, utilising research design, hypotheses, and analysis and the findings from evidence and data gathered from sources including HR data and the literature review allowed for a detailed and reliable understanding. 
 
A feedback rate of 97 respondents was attained reflecting healthy engagement with the research topic, see Appendix D. Questionnaire data analysis followed Braun & Clarke, (2006) inductive thematic analysis method, this allowed for ‘themes related to experiences’ to be extracted from the data. Responses were examined comprehensively across key groups including age, gender, rank or police staff grade and service, enabling intricate distinctions and comparisons to be made. 

Significantly, the questionnaire compilation was intended to test both conceptual understanding of health seeking as well as capture the views of those that had sought help.  This provided an opportunity to establish how lived experiences impacted the confidence and willingness of individuals to report and seek help for mental health worries. This approach matches the study’s aims of bridging gaps between assumptions and realities.  

[bookmark: _Toc229554139]4.3 Public Service Centre Establishment
The PSC has a current establishment of 452 employees, see appendix 5, of which females account for approximately 75.6% of the workforce and males approximately 24.34%, see Figure 9:
	 
	Headcount

	Female
	342

	Male
	110

	Grand Total
	452



Figure 9 – HR Employment Data 12.03.25

Nintey-seven questionnaires were returned, a return rate of 21.5% of the workforce. Of the 97 questionnaire responses received from SWP employees, 61 identified as female (13.5%) and 36 as male (8.0%), see Figure 10: 
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Figure 10 – What is your gender? 

Interestingly the gender split among participants closely mirrored the staff compilation in the control room. This somewhat contradicts the literature review that males are less likely to engage. However, it can be argued that the anonymity of the questionnaire encouraged greater participation. 

The age demographic of the workforce, as of 12 March 2026, is shown in Figure 11: 

	 
	Headcount 

	Under 26 
	60

	26 - 40
	170

	41 - 55
	133

	Over 55
	89

	Grand Total
	452



Figure 11 HR Data – Age Profile PSC 

The age distribution of respondents reflects the demographic profile of the department. Of the respondents, 6% were aged 18-24, 36% were aged 25-39, 30% were aged 40-49, 11% were aged 50-55, and 16% were aged 56 or over. 


[image: ]
Figure 12 - Age Distribution of Respondents

In terms of roles, most respondents (62%) were police staff members grade 2-5. A further 22% were police staff members grades 6, while 4% were police staff members grades PO1-PO3. Police Officers, ranging from Police Constable to Chief Inspector, accounted for the remaining 4% of respondents, as illustrated in Figure 13:
What is your Rank of Police Staff Grade?
[image: ]
Figure 13 -Grade / Rank of Participants 

An analysis of the department identified that the length of service of the department, ranged from under 2 years to 20yrs plus, see Figure 14:

	 
	Headcount 

	Under 2 yrs
	108

	2 - 5 yrs
	109

	6 -10 yrs 
	75

	11 - 15 yrs
	24

	16 - 20 yrs
	40

	Over 20 yrs
	96

	Grand Total
	452



Figure 14 – HR Data Length of Service 

Questionnaire respondents exhibited a broad range of professional experience as illustrated in Figure 15:

[image: ]
Figure 15 - Service Length of Respondents
Interestingly, this distribution indicates that there is a higher respondent rate amongst those with greater service. This contradicts existing literature which suggests that our younger workforce is more open to discussing mental health. Alternatively, it may indicate that more experienced employees feel greater confidence and security in providing feedback. This insight is important for SWP, as it highlights the potential to foster a more transparent organisation culture, ultimately enhancing trust and confidence.

[bookmark: _Toc229554140]4.4 Thematic Analysis of Objective 2 – Experiences & Perceptions of Mental Health Support

Having identified the demographics and methodological framework, this section thematically evaluates gender stigma and help seeking amongst emergency service personnel, directly addressing research objective two.

Whilst questionnaires offer a meaningful insight, it cannot be forgotten that the responses may be subject to bias, there is a suggestion that ‘respondents tend to answer based on the positive or negative polarity of questions rather than their specific content’, (Camara-Costa, et al., 2026). Similarly, perceptual questionnaires can be vulnerable to ‘emotional valence, item wording, respondent interpretation and personality traits’ (Hill, et al., 2019) which can also impact the reliability. 

The analysis identified numerous organisational challenges that deter individuals from reporting poor mental health within SWP. These obstacles align with the literature confirming that mental health within policing is complex. The data highlights systemic challenges that create organisational barriers and result in under-reporting. 

The findings identified an awareness of policy and available support but a need for targeted communication and greater leadership accountability to address perceived awareness gaps. The review highlights the importance of tailoring messages to specific audiences. Concerns related to seeking help, encompass a range of barriers, one prominent concern, is stigma. This stigma ‘is influenced by social support dynamics and coping strategies, as well as how mental health is framed, whether psychologically or biologically, which can either mitigate or exacerbate perceived stigma’ (Talebi, et al., 2016).


[bookmark: _Toc229554141]4.4.1 Impact of Role on Mental Health 
Most respondents across the workforce (59.8%) reported that their role had an impact on their wellbeing and mental health, see Figure 18. 
The results indicate that males are more than twice as likely as females to respond ‘No’, this suggests that there are gendered differences in perception and confidence in reporting. In comparison females, are considerably more likely to respond 'Maybe', indicating uncertainty or mixed experiences that may require deeper qualitative exploration. These patterns show organisational-level themes and highlight opportunities for targeted support. 
Overall, the data suggests, that there is a widespread perception that the role impacts mental health across genders and that gender does in fact shape how respondents interpret the impact, this is in line with the literature review. Research indicates that males tend to exhibit higher levels of stigma compared to females which may contribute to a reluctance to acknowledge the impact of their role on their mental health, (Bailey, 2021). 
Impact of Role on Mental Health
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Figure 18 – Impact of Role on Mental Health 


[bookmark: _Toc229554142]4.4.2 Stress Level Analysis
Respondents were asked to rate their stress level, on a scale of 1-10. The results reveal that peak stress levels differ by gender. Female respondents display a bell-shaped distribution centred on moderate stress levels, see Figure 19. 

Female Stress Distribution
[image: ]

Figure 19 – Female Stress Distribution 
Female respondents display their peak stress level at level 5 (16 respondents), with a clustering across moderate to high levels (5-7). Levels 6 and 7 also remain elevated, forming a bell-shaped trend. This implies sustained mid-range pressure across the female group.
In contrast male respondents display a right-skewed distribution with higher stress levels dominating. The peak occurs at level 8 (9 respondents) and shows high-stress clustering, at levels 7-8. This indicates that higher-intensity stress episodes are more common among male respondents, see Figure 20:





Males Stress Distribution
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Figure 20 – Male Stress Distribution

When comparing stress levels, females more often report low-to-moderate stress whereby males more often report higher stress levels, see Figure 21:

Stress Distribution Comparison
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Figure 21 - Stress Distribution Comparison 

This indicates differing stress profiles: females tend to experience moderate levels of stress, while males experience sharper, higher-intensity peaks. When supporting females’ wellbeing, consideration should be given to workload balance and sustained support for moderate stress, in comparison if focusing on male wellbeing, it is important that there is focus on burnout prevention and support for managing episodes of high-level stress. This supports the view of Lamb and Tarpert (2019) as highlighted in the literature review which outlines the need for multi-agency collaboration and improved training.

[bookmark: _Toc229554143]4.4.3 Stress Level Contributors by Gender 

The chart below presents a summary of responses across the different stress categories, broken down by gender, Figure 22:
Stress Level Contributors by Gender
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Figure 22 – Stress Level Contributors by Gender

The data illustrates gender-based differences in reported stress levels. Females consistently report higher levels of stress across all key categories. This is particularly evident within High Demand Levels, Shift Work, and Exposure to Traumatic Incidents. In contrast males were more likely to state that certain stressors were Not Applicable, suggesting reduced perceived impact or lower reporting levels.
Possible recommendations to overcome such differences, could involve conducting focused listening groups with female members of staff to improve understanding of the underlying issues affecting them, alongside a review of workloads. 
Shift patterns should be reviewed to ensure sufficient rest periods between duties, Meta-analyses of longitudinal studies has indicated that shift workers have a higher overall risk of adverse mental health outcomes, in comparison to non-shift workers, with effect sizes showing increased depressive symptoms notably amongst female shift workers’ (Torquati, et al., 2019) which is evidenced within SWP analysis. 
In addition, the lower reporting trends among male staff should be examined further to identify cultural or organisational blockers that are perhaps influencing engagement. This is in line with the literature that indicates stigma impacts the confidence in reporting, particularly amongst men, which is influenced by the traditional ‘masculine norms’ (Jampel, et al., 2019).

[bookmark: _Toc229554144]4.4.4 Role Influence on Support Seeking 

Analysis of the questionnaire responses indicates that both the role and the gender of the person undertaking the role, influence the probability of seeking support, see Figure 23. Female respondents were more likely to answer “Yes”, recording 23 responses compared to 12 from males. This suggests that role-related support barriers or motivators may be more pronounced among female staff.
Existing literature supports that frontline policing, regardless of gender, is a psychologically demanding profession that routinely exposes officers and staff to emotionally challenging situations (Harkin et al., 2025). It also highlights that male individuals are generally less likely to recognise or acknowledge the need for mental health support (Goodijohn, 2023).
Despite this, the most frequent response across both genders was “No”. Males recorded 19 'No' responses and females 24, indicating that a large portion of staff do not feel their role limits their willingness to seek support, this contradicts the literature review. Female respondents reported a higher number of “Maybe” responses (14 compared with 5 for males), suggesting greater uncertainty about role-based constraints or differences in experiences within the organisation. 

Overall females accounted for a larger proportion of responses, (61 compared to 36 from males), despite this, proportional patterns remain, showing more complexity in the perception of female respondents. Female responses were more evenly spread across all three category areas. This perhaps suggests that female staff may experience role influence as more nuanced or context dependent. 
These findings, indicate potential role-related barriers affecting female employees. The higher level of ambivalence among female respondents highlights a need to potentially review role expectations, culture, leadership and the awareness and accessibility of support pathways. 

Responses by Gender
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Figure 23 – Impact of Role on Seeking Help – Gender Comparison 
[bookmark: _Toc229554145]4.4.5 Occupational Health Support Awareness 

Questionnaire responses demonstrated a high level of awareness amongst staff regarding the occupational health support available to them. Only 14 respondents indicated that they were either unsure or did not understand the support on offer, see Figure 24:





Are you aware of Occupational Health and the Support they can Offer you?
[image: ]
Figure 24 – Occupational Health Support  

Interestingly, whilst a significant number of employees understood the support available, either through personal experience or general awareness, the perceptions of the adequacy of the support differed notably. When asked if the support was sufficient only 27 respondents reported ‘yes’ while 58 individuals reported either being unsure or believed the support to be insufficient, see Figure 25. 
This suggests that lived experiences play a key role in shaping perceptions, with those who had accessed the support more likely to report it as inadequate. There is also an indication that the views of individuals who had not accessed the service may have been influenced by wider social or organisational factors, (Bond, 2005).

If you answered yes, is the Support Sufficient?
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Figure 25 –Occupational Health Support – Is It Sufficient?
The disparity highlights an organisational gap between the general awareness of available resources and the confidence in their effectiveness. These quantitative findings are strengthened by the qualitative analysis, which identified organisational failings relating to the consistency of training, and equity of access to occupational support. Respondents frequently drew on their own personal experiences, offering an insight into the reality and practicality of seeking support. Furthermore, several respondents raised concerns regarding barriers that were presented when reporting, suggesting that these challenges may undermine the reliability and effectiveness of the reporting framework, these views were supported in the literature review, by Shabalala and Chitamba (2026). 
Preferences around the reporting process were also evident, indicating a need to review and adapt existing processes to better meet employee needs. 
[bookmark: _Toc229554146]4.4.6 Occupational Health Support Recommendations

Respondents were asked if they had any recommendations as to how their service could be improved, the below word cloud was created from the responses, see Figure 26:
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Figure 26 – Word Cloud – Recommendations for Occupational Health Improvement
The recommendations for occupational health improvement highlight several recurring themes through the word cloud analysis, including the benefit of face-to-face support, access to staff wellbeing and mental health specialists, reduced waiting times with quicker access to services, and more pro-active outreach from Occupational Health. Additional priorities include improved accountability and training for managers, increased resourcing greater consistency in provision and ongoing contact with staff, all of which will be documented in the proposed recommendations. This supports the views of Shabalala Chitamba (2026) who highlighted that there were perceived gaps in the support offered compared to the actual individual experiences. 
[bookmark: _Toc229554147]4.4.7 SWP Wellbeing Strategy
Overall awareness of the Wellbeing Strategy was mixed amongst respondents. Out of the participants who took part, 41 people confirmed that they were aware of the strategy, while 38 stated they were not aware. An additional 13 respondents indicated they were unsure, suggesting a level of uncertainty around the visibility and communication of the strategy, see Figure 27. 
When analysed by gender, notable differences were evident. 30% of male respondents stated that they were aware of the strategy, compared with 54% of the females who responded. Conversely 54% of males stated that they were not aware, compared with 35% of females. The degree of uncertainty was also greater amongst males, with 16% unsure compared to 10% of the female respondents. 

Overall, females demonstrated a greater understanding and awareness of the strategy. While levels of non-awareness were broadly similar, the disparity in awareness highlights possible communication gaps, particularly in reaching male staff. To address these findings, it is recommended that communication is enhanced towards male staff. In addition, a review of current communication channels should be undertaken to ensure that the Wellbeing Strategy is effectively promoted and accessible within the organisation. 








SWP Wellbeing Strategy Awareness by Gender
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Figure 27 – SWP Wellbeing Strategy Awareness by Gender

[bookmark: _Toc229554148]4.4.8 Occupational Access of Support by Gender

The responses indicate that twice as many respondents did not access support compared with those that did and that females are more likely to access support than males. With 38% of females reporting engagement compared to 25% of males. Non-engagement amongst males was notably high at 75%, this supports the literature review, observations of Drapeau et al (2009) and McKenzie et al (2018), see Figure 28:









Occupational Health Support Access by Gender
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Figure 28 – Occupational Health Support Access by Gender 

Among those that did access the support available, satisfaction with the service provided was predominantly positive, see Figure 29:

How did you Rate the Service Provided?
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Figure 29 – Occupational Health Service Rating

[bookmark: _Toc229554149]4.5 Thematic Analysis of Objective 3 – Leadership Influence on Help-seeking  
[bookmark: _Toc229554150]4.5.1 Supervisor Impact on Help-seeking 
The impact of leadership responsiveness and supervisory engagement on organisational reporting cultures and employees trust has been widely examined. Respondents rated their confidence in receiving constructive professional guidance and support from their line manager. This highlighted the extent to which supervisory behaviour influences help-seeking, openness and trust within the organisation.
Transparent leadership offers numerous benefits to organisations, by fostering open communication, trust and positive relational dynamics, (Salvatico, 2006). Similarly transparent communication contributes to quality employee-organisation relationships, this plays a vital role in shaping the organisations internal reputation, as employees’ positive evaluations are linked to authentic leadership and transparent communication, (Men, 2014). Respondents consistently emphasised the critical role of transparent communication and consistent support from leaders. 
In examining the correlation between supervisory support and reporting intentions, it was recognised that, of the 97 respondents, 67 reported having female supervisors while 30 reported having male supervisors. Respondents were asked whether they felt that the gender of their supervisor would influence their decision to seek help. The responses from both male and female respondents have been separated, to show the differing views, see Figure 30:
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Figure 30 – Supervisor Impact on Disclosure
Overall, most respondents (both male and female) indicated that supervisor gender does not influence their decision to seek help, this contradicts the literature review, whereby Konrad et al (2010) all indicated that supervisor gender can influence seeking support. However, female respondents were more likely than male respondents to indicate that gender may influence their decision. Females also expressed greater uncertainty, with a higher proportion selecting ‘Maybe’. In contrast, male respondents gave more definitive answers, with 95% choosing ‘No’. 
Despite these differences, overall confidence in support remains high. Approximately 75% of respondents selected “Yes,” indicating strong levels of trust. This aligns with existing literature, which suggests that staff generally perceive leadership support positively, while also highlighting the need for enhanced management training to improve effectiveness (Lamb and Tarbert, 2019).This finding is also consistent with Konrad et al. (2010), who identified that female employees, particularly those with male supervisors, may be more cautious about reporting concerns, although overall reporting confidence remains high.

Interestingly, gender differences are evident in levels of certainty. Females showed higher uncertainty (21%) compared to males (7%), while males were more decisive in their responses, both positive and negative. Importantly, the ‘unsure’ responses appear to be due to a lack of clarity rather than negative perceptions. This again highlights a potential for targeted communication, to reduce gender-based uncertainty, see Figure 31:

[image: ]
Figure 31 – Perceived Supervisor Support if Disclosing Mental Health
Potentially there is an opportunity to share practical examples of supportive supervision amongst the supervisor cohort and to raise awareness of available resources. A priority is closing the ‘uncertainty gap’ by publishing a simple explanation as to what happens when someone is referred to manage expectations. Alongside this, organisations must ensure that there is ongoing support for supervisors, through refresher training on dealing with trauma, supporting staff, active listening, confidentiality and appropriate signposting.
Evaluating the effectiveness of support systems is key within the organisation to ensure there are improvements in the experiences of individuals reporting mental health concerns. Evidence suggests that when leaders actively promote supportive behaviours and display a genuine commitment to supporting poor mental health staff feel more empowered to raise concerns (Siami, et al., 2023).  However, Interestingly, despite staff having confidence in their supervisors, very few would approach their supervisor and disclose they were suffering, as can be seen later in the research findings.
[bookmark: _Toc229554151]4.5.2 Supervisor Impact on Help-seeking 
Interestingly when asked if supervisor gender influences stigma or help-seeking behaviours, most respondents reported that it didn’t, 54.1% of females and 63.9% of males. Reponses indicating that gender does influence stigma or help-seeking where similar, with 27.87% of females and 30.56% of males responding ‘yes’, see Figure 32:
Clustered Bar Chart: Responses by Gender
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Figure 32 – Gender Influence on Stigma / Help-Seeking
Males show slighter higher agreement that stigma influences help-seeking (30.6% vs 27.9%). Although the difference is slight, it does suggest that males may perceive stigma marginally more often as a barrier than females. There is limited literature regarding supervisors specifically, however studies emphasise that stigma around mental health is pervasive in policing culture, ‘influenced by factors such as hegemonic masculinity and organisational culture, which are often more pronounced in male-dominated and hierarchical environments’ (Buhrig, 2023).
Male responses appear to be more decisive, whereas female respondents demonstrate greater uncertainty, which may reflect greater nuanced complexities. Overall, however, both genders do not believe that the gender of their supervisor influences help-seeking. 
[bookmark: _Toc229554152]4.5.3 Action taken when Seeking Help 
Respondents were asked to outline what action they would take if experiencing poor mental health. The most common action for both genders was ‘seek help’, see Figure 33:

Mental Health Actions by Gender
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Figure 33 – Action Taken when Seeking Help

Overall females were more likely than their male counterparts to take supportive or proactive action to address poor mental health. Female respondents recorded higher counts across all categories. Notably, only females reported solely taking sickness absence, (females 7 / males 0). Taking combined action (reporting sick and seeking help) was common amongst both genders, although females did so more frequently. Responses indicating ‘no action’ were slightly greater among male respondents though the difference was minimal. In summary, females consistently and frequently demonstrated greater engagement with support-seeking behaviours, including higher levels of seeking help, combined actions and all responses recorded under ‘other’. These findings again reinforce the need for greater targeted communication towards males as they are less likely to report sickness or undertake combined actions. However, their relatively high tendency to seek help along indicates a preference for less formal routes of support.
[bookmark: _Toc229554153]
4.5.4 Reporting Physical Health v. Reporting Mental Health 
The questionnaire explored the discord between perceived organisational norms and actual reporting behaviours. It is widely recognised that organisational trust is crucial. Trust is conceptualised as a ‘relational, risk-informed construct that is both an individual and collective phenomenon’ (Mayer, et al., 1995) and is ‘critical to aligning stakeholder expectations and ensuring safety in complex environments’, (Dietz & Den Hartog, 2006).
Respondents were asked if they would be more likely to report a physical condition than a mental health condition. The results indicated that there was a strong overall tendency to report physical conditions. This pattern was evident across both genders. A total of 61 Females and 36 Males selected either ‘yes’ or ‘maybe’. Overall, 72% of females and 86% of males indicated a preference for reporting physical conditions over mental health conditions. Twenty-seven respondents (16 females and 11 males) expressed a willingness to engage in further research through interviews or focus groups, indicating a workforce that is eager for engagement. 
Gender-based differences were evident in response patterns. Males indicated a higher reluctance to respond ‘no’, with only 12% selecting this option compared to 23% of females. This suggests that males are less likely to explicitly state that they would not favour reporting physical conditions. In contrast, females, displayed higher levels of uncertainty, reflected in a greater proportion of ‘maybe’ responses.
The most distinguished gender difference appeared in the ‘no’ category, where females selected ‘no’ nearly three times more often than their male counterparts. This may suggest females are more open to the possibility of reporting mental health conditions. Overall, female responses were more evenly distributed across categories, whereas male responses centred pre-dominantly around ‘yes’. However, both genders overwhelmingly favoured
reporting physical health conditions over mental health conditions, this potentially indicates that there is a stigma associated with mental health reporting, particularly among male respondents. see Figure 34:
Reporting Preference by Gender
[image: ]Figure 34 – Reporting Preference by Gender 
We supplemented this question, with a follow-up question asking respondents to explain why they would be more likely to report physical illness rather than a mental illness. Sixty-five free-text responses were analysed and grouped into common themes using a keyword-based approach, See Figure 35 & Figure 36:
	Theme
	Count

	Visibility / easier to explain physical
	23

	Stigma
	14

	Supervisor/management & culture
	14

	Support networks & therapy
	12

	Self-management / coping / carry on
	8

	Career / opportunity concerns
	7

	Fear of being judged
	7

	Workload / busyness / stress levels
	7

	Believability / validity concerns
	6

	Impact on role / safety / performance
	6

	Diagnosis / recognition / threshold
	5

	Gendered factors (men/menopause)
	3



Figure 35 –Reporting Preference Analysis (1)
Themed Analysis of Reasons: Mental vs. Physical Reporting
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Figure 36 –Reporting Preference Analysis (2)
The most frequently reported themes were visibility and the relative ease of explaining physical illness (23 responses), stigma (14, support networks and therapy (12) and self-management or ‘carrying on’ (8). It should be noted that each response could map to multiple themes, see Figure 37:
Some respondents highlighted that there was very little support and a lack of confidentiality, this was supported in the literature review by Demirkol and Nalla (2019) who raised concerns regarding confidentiality. 
Respondents highlighted a stigma around disclosure alongside fears that in doing so might negatively affect perceptions of their ability to perform their role. Interestingly, male respondents appeared to take longer to request help. 
	There's still a strong stigma around mental health, and I felt that keenly. Mine deteriorated significantly, but because I was on the promotion pathway and in a position of influence, I convinced myself it was better to bury it'

	I thought showing any vulnerability might undermine trust or credibility'

	Physical conditions are clear and obvious with proven medical solutions. Mental Health is a problem which one feels that you can sort out yourself'

	It is easier to show people a physical condition'

	More likely to be taken seriously'

	Fear of being judged'



Figure 37 – Freetext Reporting Preference

[bookmark: _Toc229554154]4.5.5 Suffering in Silence

Respondents were asked whether they had ever remained silent, when suffering with poor mental health, see Figure 38 and 39:

Have you ever remained silent, when suffering with poor mental health?
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Figure 38 – Suffering in Silence 

Responses by Gender
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Figure 39 – Suffering in Silence – Responses by Gender
The findings show that women report remaining silent almost twice as often as men. Female respondents chose ‘yes’ to remaining silent on 37 occasions, compared to 19 occasions for men. This may suggest gender differences in the willingness or ability to disclose mental-health struggles. The findings also show that men are more likely to choose ‘prefer not to say’. Men are 2.5 times more likely to avoid answering the question. This may indicate a higher discomfort discussing mental health, stronger stigma or a reluctance to disclose even anonymously. Silence emerged as the most common response for both genders, with nearly 60% of participants reporting that they stayed silent at some point. This suggests that silence around mental health issues is a major cultural or organizational challenge.
Females displayed a wider spread of responses and appeared more comfortable choosing clear “Yes” or “No” answers. This pattern commonly appears when a group experiences greater stigma or fear of judgement. Males have a higher “silence-to-speaking” ratio. Although, women report silence more frequently.
[bookmark: _Toc229554155]4.5.6 Suffering in Silence – Why?
Respondents were asked to share their reasons for remaining silence. There were several key themes identified, see Figure 40:

Key Themes from Responses
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Figure 40 – Suffering in Silence – Key Themes
The dominant barrier to disclosure is fear of judgement. Respondents reported concerns about being perceived as weak, not being believed or having their professional credibility questioned if they admit they are struggling. This aligns with existing literature, which identifies fear of negative labelling, such as being perceived as ‘dramatic’ or ‘unstable’, as a significant deterrent to disclosure (Akademika, 2025).
A further key theme is a lack of confidence in managerial support. Many respondents reported feeling unsupported by their supervisors, citing poor listening skills, limited empathy, or a lack of availability. Some participants referenced previous experiences where support had been denied, contributing to a sense of mistrust. Research highlights the importance of organisational support, demonstrating that where employees perceive their organisation to provide accessible resources, social support, and a low-stigma environment, they are more likely to disclose mental health concerns (Lyubykh et al., 2025).
A notable proportion of respondents reported a tendency to self-manage their wellbeing, to avoid burdening others. A recurring belief was that individuals should cope independently, leading many to mask symptoms or attempt to resolve issues alone. This finding is well supported within the literature, which highlights the complex and often isolating experiences of individuals managing mental health difficulties without formal support (Landquist et al., 2025).
Workload and operational pressures were also significant. High demand and low staffing levels discouraged staff from reporting concerns, as they feared ‘letting the team down’. Several respondents indicated that reporting workload pressures felt ineffective, due to a perceived lack of viable solutions. This is consistent with research demonstrating that excessive workload and resource constraints contribute to occupational stress and reduce reporting behaviours (Gilbert et al., 2024).
More personally, staff felt that there was just a general lack of understanding of mental health symptoms. Some staff reported difficulty recognising their own symptoms or articulating their experiences, suggesting a gap in mental health literacy. This reflects wider research indicating that limited understanding of mental health can impede early identification, help-seeking, and effective self-management (Buta et al., 2024).
Previous negative experiences or dismissive responses further reduced willingness to seek help. Some simply had privacy concerns, stating a preference to keep their personal lives separate from work.  Overall, the data indicates a culture in which staff continue to struggle in silence. Stigma, lack of managerial consistency and workload pressure contribute to delayed disclosure, increasing the risk of burnout, presenteeism and late crisis-point disclosures. Organisations would benefit from strengthening and standardising manager training to enhance confidence, understanding, and capability in supporting staff mental health.
There is increasing evidence within the literature highlighting the need for tailored, context-specific training programmes, rather than generic approaches, to enable managers to provide more effective and meaningful support (Milner et al., 2018).
[bookmark: _Toc229554156]4.5.7 Mental Health Disclosures
Respondents were asked, that if they were to report concerns regarding their mental health then who would they look to approach first, see Figure 41:

[image: ]
Figure 41 – Mental Health Reporting Preferences by Gender 
The results captured how respondents would choose to report concerns about their mental health, with set categories outlined. The most preferred option was speaking with family or friends. This option was overwhelmingly the choice of both genders. Females are more than twice as likely as males to choose this route. This shows that help-seeking is heavily informal. This is supported by literature, with evidence suggesting that informal help-seeking is more commonly accessed and perceived as more helpful (Edwards & Crisp, 2017 ).
 The results show that the option of consulting with the GP is higher among males. While females report visiting the GP more overall, males are proportionally more likely to visit their GP than females. This may suggest that males take greater comfort speaking with medical professionals and have less reliance on personal networks. 

Approaching supervisors as first contact is rare amongst both genders. This may indicate a lack of trust, concerns around stigma or fear of career impact. Leadership visibility in mental-health culture may need improvement. Interestingly, females are more likely to approach a colleague, which may reflect a greater peer support network or more open communication patterns amongst colleagues. Interestingly, evidence suggests that peer support does show some benefit in recovery related outcomes however it is recognised that further high-quality research is needed to clarify the effectiveness of peer support, (LLoyd-Evans, et al., 2014).
Surprisingly, no one selected occupational health, despite occupational health being a formal support route. This suggests lack of awareness, perception of limited confidentiality or lack of trust or visibility. This is not surprising and correlates with literature which recognises that staff refrain from seeking help through formal processes for several reasons ‘including personal, social and institutional factors’ (Nir, 2009). Worryingly, males are 50% more likely to not approach anyone at all. This aligns with commonly observed patterns of lower help-seeking among males. Male staff appear more hesitant to seek help, shown by the higher GP preference and the “I wouldn’t approach anyone” responses. 
[bookmark: _Toc229554157]4.5.8 Barriers to Seeking Support?
Respondents were asked to identify the barriers to seeking support, see Figure 42:

What are the Barriers to Seeking Support?
[image: ]
Figure 42 – Barriers to Seeking Support
The chart below visualises the barriers to seeking support by gender, Figure 43:

Barriers to Seeking Support by Gender
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Figure 43 – Barriers to Seeking Support by Gender 

Eight key barriers are listed and compares how often female and male respondents selected each option. Overall, women report higher barriers across almost all categories. For every barrier except one (“Discomfort speaking to a stranger”), female respondents selected the barrier more frequently than male respondents. This suggests, that women perceive greater obstacles in seeking support. Men’s barrier profile is flatter, with fewer high peaks. Fear of judgement and self-expectation to cope alone are major factors for women. Men’s barriers cluster more evenly, but expectation to cope alone is the most significant.Women consistently report higher fear of judgement, stigma, and internal expectations to cope. Interestingly, emotional and social factors dominate for both groups, fear of judgment, expectation to cope alone and stigma. These outrank practical or structural concerns. Men report more comfort speaking to strangers than women. This is the only barrier where males score higher.
Staff were asked a series of questions to ascertain feelings around several key areas, see Figure 44:



How would you rate the following Statements?
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Figure 44 Statement Ratings
This was further broken down by gender, figure 45:

% Positive (Strongly Agree + Agree) by Gender and Question
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Figure 45 – Statement Ratings by Gender 


Male respondents show higher sentiment index than females. Help-seeking awareness shows a high positivity score for both genders. Of note wellbeing, environment and senior officer support are key concern areas. Neutral responses are consistently higher for females on the lowest-scoring items (reporting mechanisms, career safety), hinting at uncertainty or low psychological safety rather than outright rejection. Leadership is the largest drag on sentiment, especially for females. 
Respondents were asked to identify the main barriers to reporting poor mental health: 

1. Stigma, Judgment & Perception of Weakness
Seeking support is often viewed negatively. Staff fear being judged, labelled, or seen as weak. Many believe that the position they carry, holds an expectation that they should be resilient, which discourages openness.

2. Lack of Time & High Workload
High demand, performance pressure, and limited breaks mean staff struggle to find time to seek help. Busy environments normalise stress and reduce opportunities for support.

3. Confidentiality & Trust Concerns
Some respondents raised concerns about who could see their personal information and whether disclosures might lead to redeployment, monitoring, or negative career impact. This erodes trust in help‑seeking.

4. Inconsistent Management Support
Respondents indicated that managerial support varies widely. Some leaders are empathetic and informed, while others lack time, training, or awareness. Some respondents feel this actively discourages them from seeking help.

5. Long Waiting Times & Limited Capacity
Respondents indicated that delays in Occupational Health, TRIM referrals, and counselling availability are common. Limited counsellor capacity means support isn't always available when needed most.

6. Awareness & Clarity of Processes
Some respondents indicated that they are unsure what help is available, how to access it, or what happens after they seek support. Lack of clear pathways creates confusion and hesitation.

7. Organisational Culture
Some respondents feel undervalued. Gossip culture, lack of meaningful wellbeing action, and inconsistent leadership messaging appear to contribute to scepticism.

8. Personal Barriers
Some individuals struggle with simply starting the conversation around their mental health concerns, with underlying thoughts that they should be able to cope independently.

The most significant barriers are stigma, workload pressure, and delays in support access. While support exists, cultural and structural barriers reduce confidence in using it.
[bookmark: _Toc229554158]4.5.9 Wellbeing Feedback
Respondents were asked if they had any suggestions as to how wellbeing service could be improved, see Figure 46: 

[image: ]

Figure 46 – Wellbeing Feedback

The responses highlight consistent themes around wellbeing, support, and workplace culture, with several key points identified:

1. Access to Wellbeing Services 
Respondents feel that wellbeing services are hard to access with long waiting times for referrals and counselling. This impacts decision making around reporting. Staff report a desire for more counsellors and more diverse wellbeing options, such as regular check-ins, annual wellbeing conversations, and trauma support sessions.

2. Need for Better Visibility and Communication
Respondents frequently mentioned that information around wellbeing services is difficult to obtain and poorly advertised. Staff that they would benefit from greater promotion of options available. Suggestions included, clear accessible list of available services, more regular communication and reminders, more wellbeing visits in the department, drop-in sessions, training day inputs and being more physically present. 

3. Management Culture and Support
A significant number of respondents reported concerns regarding management behaviours and organisational issues. Respondents indicated a desire for listening, empathy and consistency from supervisors, with a request that staff rotating too often disrupts stability. Staff raised a concern that supervisors were often ‘too busy’ to support staff with competing demands and that often wellbeing isn’t genuinely prioritised. Many respondents indicated a desire to receive ‘proper’ training for difficult conversations and wellbeing related responsibilities.

4. PSC Working Conditions and Environment
Several respondents cited that organisational pressures impacted their ability to take wellbeing breaks, and that they held feelings of guilt if they did due to high workloads. 


5. Desire for Human Connection
Interestingly, several respondents indicated a desire, to have leaders sit with staff, talk with them and just generally be approachable, emphasising the importance of being seen, heard and valued.

6. Training, Education and Prevention
Respondents indicated a desire for regular training around mental health and wellbeing. Normalising conversations would make help-seeking more attractive and ensuring that professional help was available when needed would reinforce the organisations commitment. 

[bookmark: _Toc229554159]4.6 Conclusion – Integrative Analysis and Empirical Findings 
In examining the culture and structural frameworks shaping mental health reporting within SWP and reviewing primary and secondary data with theoretical frameworks, several patterns emerge. The research indicates that while respondents are generally aware of mental health policies and services available, many lack confidence in how effective or accessible that support is. Gaps in communication, inconsistent training and limited leadership, contribute to uncertainty, stigma and overall reluctance to report across both genders. 

Gender differences are evident, female respondents show higher engagement with support services but greater uncertainty and a fear of being judged, while males are more likely to stay silent avoid formal reporting and rely on medical professionals or no one at all. Overwhelmingly, both genders prefer informal help-seeking, notably from family or friends and very few would approach supervisors or the Occupational Health Department, highlighting trust and cultural barriers. Silence is a major theme, with nearly 60% of staff having stayed silent having experienced poor mental health. Many struggle to understand and recognise symptoms reinforcing the need for greater education, clearer pathways and more proactive support. 

Respondents consistently requested improved communication, stronger and consistent training, and increased and accessible support services. Targeted approaches for male and female respondents, clearer reporting methods and enhanced leadership support are key areas for improving mental health outcomes.  
The next chapter will present findings and recommendations in detail based on the analysis provided in this paper.
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[bookmark: _Toc229554161][bookmark: _Toc198564720][bookmark: _Hlk196485353]5.1 Conclusions Against Research Objectives 
[bookmark: _Toc229554162]5.1.1 Objective One: Mental Health Stigma, Gender Influences, and Help-Seeking Behaviours
The results indicate that organisational culture significantly outlines employee’s confidence and readiness to report mental health concerns. A significant proportion of staff, believed that underreporting occurs, indicating weariness to report and therefore selective reporting practices. These findings align with literature which indicated that peer loyalty and operational norms strongly influence reporting behaviours. 
Gender arose as a key determinant. Male respondents were more likely to deny the impact of their role on their mental health, and therefore more likely to avoid reporting, aligning with literature suggesting higher stigma among men (Bailey 2021). Female respondents in comparison exhibited greater uncertainty and higher engagement with support-seeking behaviours. 
Overwhelmingly, both genders favoured informal help-seeking, particularly speaking with family or friends. Silence remained prevalent, with nearly 60% of respondents reporting that they had remained silent at some point throughout their service. This highlights a deep-rooted organisational and cultural challenge within policing. 
These findings reinforce Aveyard’s (2010) assertion that understanding the complexities of reporting behaviour is essential for fostering accountability.
[bookmark: _Toc229554163]5.1.2 Objective Two: Experiences and Perceptions of Mental Health Support
The study identified institutional barriers that impact reporting, including fear of stigma, inconsistent training, lack of awareness of support pathways, and perceived ineffectiveness of reporting systems. Staff highlighted insufficient training and a lack of understanding of mental health symptoms, with some employees struggling to recognise or articulate their experiences. 
A clear gap exists between awareness of support and confidence in its effectiveness. Notably, no respondents selected Occupational Health as a first point of contact, suggesting significant trust and visibility issues. These findings support the need for improved communication, leadership accountability, and more accessible support mechanisms. 

[bookmark: _Toc229554164]5.1.3 Objective Three: Leadership Influence on Help-Seeking Attitudes
Leadership surfaced as a crucial factor in shaping reporting behaviours. While 73% of respondents expressed confidence in reporting channels, many reported fear and uncertainty regarding outcomes. This indicates a disconnect between procedural confidence and emotional safety.
Institutional trust was identified as critical for improving reporting confidence. The findings support Walsh & Vito’s (2018) argument that strong leadership fosters environments where employees feel empowered to report concerns. However, despite confidence in supervisors, very few employees indicated they would approach their supervisor directly, suggesting a lack of psychological safety and concerns about career impact. 
[bookmark: _Toc229554165]5.1.4 Objective Four: Evidence-Based Improvements to Mental Health Support
Staff with lived experiences, who experienced negative outcomes, reported reluctance to engage in future reporting. 
Three key areas for consideration were identified:
1. Cross-sectional limitations - attitudes may change over a period, longitudinal research is needed. 
2. Cultural barriers - silence, stigma, and mistrust remain embedded.
3. Training inconsistencies - significant differences in delivery and access reduces confidence. 
These findings accentuate the need for systematic interventions that address both structural and cultural barriers. 

[bookmark: _Toc229554166]5.2 Gender-Based Observations
The analysis identified significant gendered differences in perceptions, behaviours, and experiences relating to mental health reporting.  Highlighting the requirement for customised organisational strategies that identify how gender shapes help-seeking patterns, stigma and confidence in reporting. 
[bookmark: _Toc229554167]5.2.1 Gender Differences in Reporting Confidence and Perceived Impact
Male respondents were more than twice as likely as females to respond “No” when asked whether they would report mental health concerns, implying a greater reluctance to recognise or disclose difficulties. Females were considerably more likely to respond “Maybe”, indicating greater uncertainty and more nuanced experiences. 
Both genders recognised that policing does impact mental health, however the impact was interpreted differently. Females displayed greater openness to recognising mental health challenges, whereas males showed a stronger tendency toward self-reliance and emotional suppression.
[bookmark: _Toc229554168]5.2.2 Gendered Patterns in Help-Seeking Behaviour 
Help-seeking behaviours differed between genders. Female respondents were more than twice as likely as males to seek support from family or friends. In contrast, males were proportionally more likely to consult a professional, GP. Indicating a preference for confidential and professionalised support. Worryingly, males were also 50% more likely not to approach anyone, reinforcing patterns of silence and self-support. 
These findings highlight that while females engage more frequently in help-seeking, males may require targeted interventions to reduce barriers associated with stigma and expectations to cope alone. 
[bookmark: _Toc229554169]5.2.3 Gendered Barriers to Reporting
Both genders recognised emotional and social barriers, fear of judgement, stigma, and expectations to cope alone, as the most significant barriers. Female respondents continually and persistently reported higher levels of fear of judgement and internalised expectations to cope. Males reported greater solace in speaking to strangers, indicating a preference for anonymity and emotional distance. 
[bookmark: _Toc229554170]5.2.4 Gender Differences in Engagement with Support Services 
Analysis showed that 38% of female respondents accessed support, compared with 25% of males. No respondents selected Occupational Health, suggesting systematic issues with trust or visibility. Females exhibited greater levels of engagement with combined actions, whereas males showed lower overall engagement. 
[bookmark: _Toc229554171]5.2.5 Gendered Organisational Challenges
Female respondents’ higher levels of uncertainty indicate that organisational culture, leadership visibility, and recognised support pathways may not be meeting their needs. Male underreporting appears linked to cultural norms around masculinity, emotional restraint, and fear of stigma. These patterns spotlight the need for gender-specific interventions to address distinct psychological and cultural pressures. 
[bookmark: _Toc229554172]5.3 Recommendations 
The following recommendations are designated to address the structural, cultural, and psychological barriers recognised in this study. They aim to strengthen reporting mechanisms, enhance psychological safety, and foster a more supportive and accountable organisational culture.
[bookmark: _Toc229554173]5.3.1 Implement Comprehensive Training Programmes (Short Term)
Training should be remodelled to ensure uniformity, relevance and accessibility. Key areas of focus should include:
· Strengthened Mental Health Awareness: improving understanding of symptoms, early warning signs, and the impact of policing on wellbeing.
· Ensure clear guidance on reporting processes: simplifying procedures and expectations to reduce uncertainty.

Gender Specific Considerations:
Males:
· Within training include stigma content: addressing cultural norms that discourage help-seeking and attempt to normalise help-seeking and challenge self-reliance. 

Females:
· Ensure staff are aware of the importance of confidentiality and address the worry of ‘being judged’.
· Improve trauma informed work
· Provide additional resilience training, with practical tools to manage stress. 
This recommendation directly addresses the widespread concerns about inconsistent training and limited understanding of mental health highlighted in the findings. 
[bookmark: _Toc229554174]5.3.2 Foster a Supportive Organisational Culture (Long Term)
Cultural change requires visible, sustained leadership commitment. It is important that there is accountability at all levels. At a leadership level it is important to re-invigorate conversations around mental health, ensuring the conversations remain meaningful. It is also important that there is peer-led engagement, aiming to reduce stigma. Strengthening communication around confidentiality and career safety is important. Visibility will seek to achieve this, building trust and confidence. 
This recommendation responds to the finding that employees trust supervisors in principle but do not feel safe approaching them in practice. 
[bookmark: _Toc229554175]5.3.3 Strengthening Reporting Mechanisms and Communication 
To increase confidence in reporting consideration should be given to the following:
· Map the reporting journey end-to-end.
· Improve transparency and encourage feedback, ensuring employees understand the stages of reporting. 
· Communicate confidentiality safeguards clearly and repeatedly.
· Publish simple explanations of referral processes to close the “uncertainty gap”.
· Highlight positive reporting outcomes to counteract fear-based narratives. 
These actions address the widespread perception that reporting systems are ineffective or unclear.
[bookmark: _Toc229554176]5.3.4 Enhance Supervisor Capability and Accountability
Supervisors play a pivotal role in creating psychological safety. Consideration should be given to:
· Providing refresher training on trauma, active listening, confidentiality, and signposting.
· Offer practical tools for daily wellbeing support.
· Share examples of supportive supervision to model best practice.
· Ensure supervisors receive ongoing development in mental health and wellbeing.
This recommendation responds to the finding that supervisors are rarely approached despite high confidence ratings.
[bookmark: _Toc229554177]5.3.5 Address Gender-Specific Barriers and Needs
Given the clear gender differences identified, consideration must be given to tailored support:
For Women:
· Emphasise emotional safety, confidentiality, and non-judgement.
· Provide trauma-informed support and resilience training. 
· Offer female-only listening groups to explore experiences. 
For Men:
· Normalise help-seeking and challenge self-reliance norms.
· Promote confidential 1:1 support option.
· Increase targeted communication to address underreporting.
· Highlight male role models who model help-seeking behaviour.
These actions address the gendered patterns of silence, stigma, and help-seeking identified in the findings. 
[bookmark: _Toc229554178]5.3.6 Improve Occupational Health Visibility and Accessibility
Given that neither gender selected Occupational Health as a first point of contact, consideration should be given to:
· Increase visibility of Occupational Health Services available.
· Improve access routes to mental health professionals. 
· Provide pro-active outreach rather than reactive support.
· Address concerns about confidentiality and independence.
This recommendation responds to the perception that Occupational Health is ineffective or untrustworthy. 
[bookmark: _Toc229554179]5.3.7 Strengthen Communication and Awareness Campaigns
It is recommended that communication should be strategic, targeted, and ongoing, through:
· Specific and tailored messaging to specific audiences.
· Normalise help-seeking through positive narratives and live studies. 
· Promote wellbeing strategies and available resources more effectively.
· Review communication channels to ensure the Wellbeing Strategy is accessible and understood.
· Increase peer-normalisation messaging to reduce stigma. 
This recommendation addresses the gap between awareness of support and confidence in its effectiveness. 
[bookmark: _Toc229554180]5.4 Conclusion 
The findings of this study identify a steadfast and rooted “silent divide” within emergency services, where gendered stigma and organisational culture cross to define help-seeking behaviours. 
The analysis identified that ‘silence’ is a defining feature of employee experience, with almost 60% of respondents reporting that at some point throughout their service they had withheld their concerns. It is arguable that this silence was not solely individual hesitation but a result of structural and cultural norms in existence, such as loyalty to colleagues, fear of judgement and mistrust in the process. The impact of which suppresses conversations around mental health. The analysis reinforces the wider literature on policing culture and highlights the need for systemic change to dismantle barriers that inhibit transparency and psychological safety.
The analysis identified that gender plays a key role in defining how employees navigate mental health challenges. Male respondents displayed a greater degree of denial, self-reliance, and reluctance to report, reflecting embedded masculine norms that corelate vulnerability with weakness. Female respondents, while more open to recognising mental health impacts, reported greater fear of judgement and uncertainty, suggesting that organisational structures still fail to meet their needs for emotional safety and confidentiality. 
These gendered differences emphasise the intricacy of stigma within emergency services and demonstrate how cultural expectations define not only whether individuals seek help, but how they seek it, from whom, and at what personal cost.
The study demonstrates that improving mental health reporting within the police service does require procedural refinement but in addition and more importantly requires cultural transformation. 
The study demonstrated the importance of having confidence in supervisory support, recognised and consistent training, clear leadership and gender-responsive interventions to bridge the silent divide. 
While the recommendations developed for SWP reflect its operational context, the methodological rigour of this research positions its conclusions for wider relevance across UK policing and emergency services. Tackling gendered stigma is not solely a matter of wellbeing; it is a matter of organisational integrity, ethical responsibility, and employee trust.
By addressing the cultural and structural barriers that maintain silence, emergency services can migrate toward a more accountable, supportive, and psychological safe environment for all employees. 
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Mental Health Sickness Sept 2025
Overview 
This report provides a detailed analysis of Mental Health sickness absence in South Wales Police, with a specific focus on current sickness absence rates (up to 30th August 2025) and an analysis of MH absence trends over the previous 12 months.

The analysis will also include consideration of absence trends by:
· Gender
· Age and length of service
· Resource type – Officer/Staff/PCSO
· Role type
· Causes of MH absence

The report will also focus on the management of MH related absences, including compliance with Absence Management processes and utilisation of supportive interventions including Occupational Health and Counselling Services.

Current Mental Health absence – August 2025

Total time lost due to MH Absence
· Number of Mental Health related absences per month have increased each month since Feb 2025
· Total time lost due to MH absence now exceeds time lost to all other absence reasons combined

[image: A graph of different sizes and colors

AI-generated content may be incorrect.]


Officer Key Findings:
· Mental health absence accounts for over 50% of all sickness absence across the Officer workforce.

[image: A pie chart with numbers and text
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· 3.5% of Police Officer available hours were lost to MH related absence in August 2024. 


[image: A screen shot of a chart

AI-generated content may be incorrect.]



· The above Heatmap, detailing Dept MH absence levels over the last 12 months, shows that MH absence rates are highest in Crime & Criminal Justice (6.9%), Safeguarding & Public Protection (5.60%). 
· This trend of absence being high in Investigative functions has also been identified through the Detective Resilience project – the below graph demonstrates a rise in overall sickness absence for Officers in PIP2 posts, with absence rates for all absence (not just MH absence) sitting at 8.4% in July 25 (significantly higher than 6.5% Force rate)
[image: A graph of growth and growth
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Work has been recently been commissioned, via the NPCC Recruitment, Retention & Wellbeing of Investigators group, with Durham University to further analyse the recent absence trends amongst PIP2 post holders to identify potential triggers (length in service/role etc). It is hoped this work will assist in identifying effective interventions to improve overall Investigator wellbeing – some of which may be transferrable across the workforce.

Recommendation 1 : Continue to support the partnership working with Durham University, through NPCC, to further analyse Investigative wellbeing data. 

· Mental Health absence rates higher among females (61.5% of total time lost due to sickness) vs. males (54.7%)	
· Officers with more than 10yrs Service (10-20 and 20+) accounted for 56% of total time lost due to Mental Health absence, while only accounting for 43% of the Officer headcount. In comparison, 32.1% of our current Officers have less than 5 years service, but this group only account for 23% of total time lost due to Mental Health

[image: ]

Recommendation 2 : Further explore themes behind MH absence for Female Officers and those later in service to understand impact of work/personal circumstances and consider suitable interventions

Police Staff Key Findings:

· Mental Health related absence accounted for 44% of hours lost for Police Staff in July 25. 
· Like Police Officers, it is apparent that MH related absence accounts for more time lost for Females (51% of time lost in July) than Male (29.5% of time lost in July) staff.
· 54% of all time lost due to Mental Health absence for Males is attributed to staff over the age of 55, with those aged under 40 only accounting for 12% of time lost due to MH. 

[image: A graph with numbers and a number of years

AI-generated content may be incorrect.]
· This is markedly different to Female staff, where 40.5% of total time lost to Mental Health absence is attributable to females under the age of 40.

[image: A blue and orange squares with white text
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Recommendation 3: Further analyse themes behind MH absences for Males over 55 and females under 40 to understand impact of work/personal circumstances.

PCSO Key Findings:
· Mental Health related absence accounted for 44.9% of all time lost due to sickness for PCSOs in July 2025.
· Mental Health related absence has gradually reduced for PCSOs over the last 12 months.

· The below Heatmap demonstrates a positive reduction in Mental Health absence across all BCUs in July.
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· There is a noticeable difference in the profile of Mental Health absence by length of service for Male and Female PCSOs. Similar to the trend seen amongst Police Staff, Female PCSOs early in service (<5yrs) account for 55% of total time lost due to MH absence in July 25. 

[image: A blue and orange bar graph
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· In comparison, Male MH sickness was mostly attributable to PCSOs with 10-20yrs service (accounting for 84% of time lost)

 [image: A purple rectangle with white text
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Recommendation 4 : Explore MH related absence amongst PCSOs through the PCSO Sickness working group already established.

Compliance with Absence Procedure for Mental Health Absences

· The Force attendance management policy recommends that any long term MH absence should be referred to Occupational Health promptly post 28 days.
· The attendance management policy also stipulates that absence triggers should be promptly managed through Supportive or Formal Attendance Plans.
· Of the 133 long term absences currently live at the start of August 2025, 90 had been referred to OH for review (68%)
· For the same 133 cases, who all would have triggered an absence plan due to the protracted nature of the sickness, only 57.9% of triggers had been actioned with a plan set.

[image: ]

· Further analysis is required to understand the correlation between effective use of the sickness absence policy and OH interventions and length of MH absence.
· Counselling referrals have fluctuated over the last 12 months but there has been a sustained increase in Officer referrals across the last 3 months.

[image: ]

· The majority of Officer referrals still originate from Line Manager referral, although there have been more TRIM related referrals that in previous years

[image: ]

· On average, Counselling waiting times are around 4-5 weeks, although referrals are always triaged based on highest risk and prioritised accordingly (this includes TRIM related referral
Recommendation 5 : Further analyse the correlation between compliance with absence procedure (i.e. timely referral to OH/Counselling, effective use of Sickness Action Plans) and average length of absence.
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Gender and Help-Seeking 
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Experiences and Attitudes 
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Help-Seeking Preferences 
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Please see below figures for PSC as at 28-02-26:(Staff only)

Sex:

	 
	Headcount

	Female
	342

	Male
	110

	Grand Total
	452



Gender: 

	 
	Headcount 

	Man
	40

	Prefer to Self-Describe
	1

	Unknown
	272

	Woman
	139

	Grand Total
	452



Age Category: 

	 
	Headcount 

	Under 26 
	60

	26 - 40
	170

	41 - 55
	133

	Over 55
	89

	Grand Total
	452



Length of Service: (Only able to provide length of service in force, not in department) 

	 
	Headcount 

	Under 2 yrs
	108

	2 - 5 yrs
	109

	6 -10 yrs 
	75

	11 - 15 yrs
	24

	16 - 20 yrs
	40

	Over 20 yrs
	96

	Grand Total
	452

	
	






[bookmark: _Toc229554187]Appendix 6 - Research Support Email

Request for Your Help with My Research 
Hi, I am currently undertaking my MsC in Policing with the University of Wales Trinity Saint David (UWTSD). I am reaching out to request your assistance with my dissertation research, which focuses on wellbeing and help-seeking particular the impact on staff at the first point of contact. 
I would greatly appreciate it if you could take about 5-10 minutes of your valuable time to complete this short questionnaire. Many of the questions are in a tick box format making it quick and easy to respond. 

Additionally, if you would be open to it, I would be grateful if you would consider participating in a focus group or an interview to assist in my research. Your insights are incredibly valuable and will contribute significantly to my study. 

Please be assured that all information will always be treated with the upmost confidentiality. 


Your participation could help shape future changes within our organisation and I truly appreciate your time and support. 
Thank you so much. 

Hannah Durham 

Wellbeing and Help-Seeking in South Wales Police – Fill in form
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Open-ended Questions

29. What do you see as the main barriers to help-seeking
within SWP?

30. Do you have any suggestions as to how wellbeing services
could be improved?

31. Would you be willing to participate in a focus group or
interview as part of my wider research? If so, please
provide your email address and/or contact details below.
Thank you.
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——,
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19, If you disclosed concemns with your mental health to your supervisor, do you feel that they would be supportive? More details
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76%
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20. Does gender influence stigma / help seeking?

o ves 28
o No 6
® Dontknow 13

21, If you were experiencing poor mental health, what action would you take?

® ReportSick
® Seekhelp

@ Report Sick and Seek help
® None

® Other
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22. Would you be more likely to report a physical condition than a mental health condition? More details
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23. If you answered yes to Question 22, why? More details

Latest Responses

67 "You can explain physical conditions better. You wont get the "eye rolling” fro.

"Having recently been on sick leave with stress some men find it difficult to ..
Responses

"I feel a physical condition would be more likely to impact my work, whereas .

32 respondents (48%) answered mental health for this question.

Health is a problem . iooin
SICKNESS/MENTAL

needed to be off work Conditi mental struggles

people ’
Physical healn " mental health stoma" neaith scems more obvious
wor . "
Physical conditions
- health strategy
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24, Have you ever remained silent, when suffering with poor mental health? More details

7

yol

o ves 57

o No 2 3%

® Prefernotiosay 7 59%
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25 If you answered yes, to question 23, why? More details

Latest Responses
57 “No point talking to the supervisor - they dont listen anyway”
Responses *I have managed it myself and sought support outside of work if required.”

11 respondents (19%) answered people for this question.

silent in work health problem
life with work burden stigma help people’s perception

issue

suess '™ working people  feel work e

people are able sypported  Fear of BEING JuDGED mental health People worse
going home
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26, If you were to report concerns with your mental health, who would you approach first? More details

® Family/ Friend 5 I

ec i —

® Colleague 4 ]

® Supenisor 1 I

@ Occupstionsl Heslth 3 |

@ Iwouldn'tapproachanyone 10 -

0 2 2 60 80

27. What are the barriers to seeking support? Select all that you feel are applicable. More details

® Stigma 48 I

@ Fesling that | should be able to cope alone 50 [

@ Discomfort in speaking with a stranger 7 ——

. E;;‘;j;;"b::;;j:;gdw"" someone you st —

@ Confdentisty concerns E —

@ Feor o il impactmy career 2 ——

@ My persona cultural belefs B -

® Other 2 .

2 40 0
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28, How would you rate the following statements? More details

@ Strongly Agres @ Agree - Neither agree / disagree  ® Disagres @ Strongly Disagree.

Reporting mechanisms are efectve -— ]
| know how o seek hlp - —
Ourwork emvironment fosters welosing I ——

Senior Officers value wellbeing in the organisation

Mental heaith conversations are normalised

Seeking help will ot hinder my carer - -

100% 0% 100%
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29. What do you see as the main barriers to help-seeking within SWP? More details

Latest Responses

81 *I feel no-one listens but even if they do, they dont do anything to help. Go t.

Responses “stigma related to MH issues”

15 respondents (19%) answered time for this question.

SUPERVISORS HAVE TIME

Lack of support personal FEAR OF BEING JUDGED demand for support
umettakes PP help time support™”
e PP occ health
OMA | cntal health working ~ ine managers

support is available WATTINGITIMES] management of our time
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30. Do you have any suggestions as to how wellbeing services could be improved? More details

Lotest Rsporses
66 o
Responses “education”
19 respondents (29%) answered staff for this question.
available for all staff . _. .
training days SUPPORT STAFF
contralroom need 77 staff are at home
expectation of staff g pervisors ¢ T staff work  Weeing  counsellors for staff
S times line manager
civilian staff oy tf/officers team that staff staff report

'CONVERSATIONS WITH STAFF
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31. Would you be willing to participate in a focus group or interview as part of my wider research? If so, please provide y

More details
our email address and/or contact details below. Thank you. e

Latest Responses
53 “Wouldnt be able to as my role doesnt really allow it"
Responses "mark david@south-wales police.uk 07890269371"

3 respondents (6%) answered EMAIL for this question.

interview )
UNSUIRE AT THIS TIME speak to you directly .
BENIEST SWP57311 possible

able
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Leadership

@ We will enhance dedicated
modules in existing Leadership
Development Programmes to
develop line manager
capability in supporting
resilience and workforce
wellbeing

@ We will continue to test future
leaders capability to drive the
wellbeing agenda in respective
promotion processes

@ We will routinely engage in the
Durham Wellbeing survey,
launched firstly in 2019
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Research philosophy
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Steps of Thematic Analysis
(8raun & Clarke, 2006)

1. Familiarizing yourself
with the data.

2. Generating

3. Searching for themes

5. Defining and naming
themes

6. Writing up.
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Total Referrals by Resource Type
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What is your gender?
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How old are you?
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What is your length of service?

28%

10-20 years
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@ Strongly Agree @ Agree

Reporting mechanisms are effective

I know how to seek help

Our work environment fosters wellbeing

Senior Officers value wellbeing in the organisation
Mental health conversations are normalised

Seeking help will not hinder my career
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Counselling & Trauma Services

« Triage self referrals and management referrals to signpost to appropriate psychological support (80 sessions/week on average) In house
psychological support can include CBT/EMDR interventions as well as external suppliers/EAP/Oscar Kilo/external organisations.
Generally, 6 sessions but increasingly those under PSD investigation requiring long term support.

* Negotiators access Oscar Kilo services and if structured debriefing is required, they are r

k to in-house counsellors.

* In house pro-active routine debriefing and supﬁorl to individuals assigned to “very high risk” roles e.g. DFU, POLIT according to their
preference (In person at work location or Coychurch/On-line)

* In house pro-active routine debriefing and support to individuals assigned to “high risk” roles DVI, FLO’s, RIT/Firearms (Calendar)
+ Trauma Risk Management (TRiM) system following involvement in traumatic incidents
* Psychological defusing in the event of major critical incident call-out

* Presentations and other forms of customised input on stress education, grief awareness and guidance for managers
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How to access counselling and trauma support:

This service is available to all serving officers and police staff

Referrals are made by:-

Self referral on BOB in the search bar type counselling — Counselling Assessment Form click to open

Referral from a line manager

EﬂeAliral through members of the multi-disciplinary Occupational Health Safety and Wellbeing Team, (e.g. Nurses,

In emergency, e.g. traumatic or disturbing incidents, outside office hours, via Central Area Control Room
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How confidential is the counselling?

Counsellors are bound by their governing body’s Code of Ethics to contain
all the information that is disclosed in absolute confidence, subject to
these 2 exceptions:—

if an individual discloses criminal activity or dishonesty in breach of Police
Regulations or terms and conditions of employment

or

safety or the safety of others

Apart from those two highly unusual exceptions, Counselling & Trauma
Services provide completely confidential support
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What happens when | submit my referral :

Line Manager referral:

* Contact will be made with the client outlining the process

* A confidential Health Questionnaire will be sent to the individual for them to
complete and return

¢ Once completed and received by C&T the Health Questionnaire will be

triaged
Self Referral:

¢ Once completed the Health Questionnaire will be triaged
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Risk and how its identified by us......

Q. ‘Thoughts of being better off dead or
hurting yourself in some way’

MeDIUM
GP

LOW M HiGH Support
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® What happens next...........

* Client is advised of most appropriate psychological intervention for them
* In house waiting times/External Suppliers waiting times
* Regularly review service demand and adjust signposting

* Encouraged to engage with other services whilst waiting

VIVUP for in the moment support/Mild to moderate anxiety
Support 24 if they are a paying member of the Police Federation
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Trauma Risk Incident Management

“The work of police officers and staff routinely
exposes them to the sorts of traumatic events that
the general population would rarely encounter —
violent assaults, sudden fatalities, road accidents,
murder, body recovery etc. as well as the regular
tensions and confrontations inherent in operational
policing.”
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%= TRiM - Trauma Risk Management

* Post trauma intervention developed by
Royal Marines - peer-delivered risk

assessment process

* Trained TRiM facilitators throughout

force area

* Educating about possible trauma reaction

and “normalising” individual response

* Early Intervention and follow-up

TRiM in action:

Multiple fatal RTCs

Assaults of officers

Incidents involving death of young children
or infants

Fatal house fires

Murder, manslaughter and serious assaults
Suicides and attempted suicides by
shooting, hanging, decapitation

Highly unusual or unexpected incidents
e.g. Murder, RTC M4

Exposure to blood borne viruses
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%* TRiM- Identifying an incident

As the nature of police work routinely exposes its workforce to trauma and disturbing

incidents, the Counselling & Trauma Advisor Team identify incidents by:

Niche Incidents

Incident on Duty reports

Supervisors or Personnel involved

You are the best expert of You!
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- TRiM - Trauma Risk Management

e Early Intervention however no sooner than 72 hours post- incident
e First confidential meeting with a TRiM trained facilitator

¢ Normalises trauma response

¢ Identifies potential for adverse response

e Follow up 28 days later

¢ Emphasis - these interventions are risk assessments - not counselling or therapy.

TRiM has been used in South Wales Police since March 2006
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*" Feedback we have permission to share:

‘I was referred to TRIM last year after dealing with a d[l;fficult call at the PSC. Being very
new in service, | was keen to accept the support offered but was unsure of what to
expect. | was nervous about attending the first arpointment however | was q_ut at ease
the person was very patient as | verbally threw all of my emotions at them. They
explained to me how TRIM worked and what support I could have aoina forward. | am
vel?l lucky to have a good support network at home but I think speaking to someone who
is detached from the situation helps to rationalise and understand our reactions. | have
since spoken to colleagues at the PSC about TRIM as | think it is a vital but very under-
appreciated service, trying to encourage them to take advantage of it.”

“.....in relation to today’s events........... It is nice to know that people like yourself are on
hand to support us if need be and safety net of health, sa]gty and wellbeing is there
for us, following on from such incidents.”

“It is so refreshing to see that this force takes a pro-active approach to officers
wellbeing.............. 7
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5 The National Police Wellbeing Service

Helping police forces build world-class wellbeing support for everyone
who works for them.

Access services, events, research, guidance, resources, and news - all
in one place.

Have you created your Oscar Kilo account yet?

www.oscarkilo.org.uk
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w= Crisis...........
4

124/7 MENTAL
|HEALTH CRISIS
| SUPPORT FOR
| POLICE OFFICERS
AND STAFF

)

5 : -

0300 131 2789

« you need urgent help for your mental health

Get help from 111 online or call 111 and select the mental
health option.

« someones life is at risk ~ for example, they have seriously
injured themselves or taken an overdose

« you do not feel you can keep yourself or someone else safe

A mental health emergency should be taken as seriously as a
physical one. You will not be wasting anyone's time.

Call: 999

Free listening services

These services offer confidential
support from trained volunteers.
You can talk about anything that's
troubling you, no matter how
difficult:

*Call 116 123 to talk
to Samaritans, or

email: jo@samaritans.org for a
reply within 24 hours

*Text "SHOUT" to 85258 to
contact the Shout Crisis Text Line,
or text "YM" if you're under 19
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Mental Health Crisis Line for Policing

0300 131 2789

* Whatever your role in policing, the Mental Health Crisis Line is for you.

Here’s how it works

« Ifyou're in crisis, the line provides in-the-moment support to help keep you safe and stable.

« If you call the number, you’ll speak to a qualified counsellor trained in suicide prevention and
experienced in helping those who work in the emergency services. The call handlers understand the

from policing.

 Call handlers will be able to signpost you to more support if needed. But no information is shared with
your force or line manager — it is 100% confidential.

 This is_not a referral service for members of the public.
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== Employee Assistance Provider........... .
VIVU PO

The Employee Assistance Programme (EAP) offers you:

blogs and more

_ Support, advice, and Independent confidential counselling
‘Access expert help and support 24/7, 365 days a year. enta hoattandweiing Rt quatned persommer”
You can use this service as a many or few times as you like,
there’s no limit on the support you can receive’ @
0 8 O 0 O 3 9 3 8 R S e e
2 7 ssues including Relationships, ofife's challonges no matter
i iy Diffcultie, Anxisty, how big orsmall

Bereavement, Stress, Depression,
‘Workplace Issues, and Trauma
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Peer Support Networks

I'm a Blue Light Champion HEALTH & WELLBEING SPOC

@ .mywellbeing
‘ .

Rwy’n Eiriolwr Golau Glas

* Promoting positive mental health and wellbeing within the workplace
* Providing a listening ear
¢ Signposting individuals to the correct support




image60.png
’SWP People

Wellbeing
Strategy

2025 to 2028

DE CYMRU

~4 3 e
WVWGHbemg SOUTH WALES
. & POLICE





image61.png
BWP People

L

Contents:
Foreword
Our vision
Workforce Plan.
? Future plans.
Measuring success.





image62.png
Foreword

At SWP the wellbeing of our officers, staff and volunteers couldn’t be more important to us, we really do care about
our le and we want to get better at supporting our people to be the best they can be.

o keep our communities safe, it is vital that SWP has a healthy, engaged and resilient workforce who can respond to the diverse demands required of them.
This wellbeing strategy is for everyone, officers, staff, the Special Constabulary, volunteers and the families that support them at every level of policing.

I recognise that the “police family” s a diverse workforce with differing employment practices and access to

health care and welfare support. Building on the previous Wellbeing Strategy 2022-2025 we will be taking a

slightly different approach, hopefully, one that will be easier to understand, and relate to.

Supporting health and wellbeing requires a culture that recognises this. | champion strong leadership with

visible role modelling which enables teamsWP to work in a safe, inclusive and supportive workplace and enjoy <
the highest attainable standard of health and wellbeing,

To deliver this strategy we will continue to work collaboratively across the police family and with external

partners. We will adopt a holistic approach to health and wellbeing. Lifestyle and the environment, work and U%,,\/ rf,«@z.--*
home are important determinants, not just people factors. | fully commit to delivering this strategy so that

together we will all make policing  better place to workiin. Together we will improve operational effectiveness.  joromy Vaughan ~ Mark Stevenson

st it gt Ocar:
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Our Vision

To promote a positive and healthy workplace environment, that enables our people to be the best they can be.
By supporting leaders and empowering colleagues to take care of themselves and others, we will develop a more
engaged, healthy and resilient workforce that can help achieve our mission of Keeping South Wales Safe.

Our objectives

 To improve overall wellbeing and
resilience of our workforce

 Create a safe and healthy work
environment which fosters a culture of
positive wellbeing, whereby the wellbeing
of our people is integral to everything we
do.

» Shape our culture so that wellbeing
becomes one of SWP’s core values and is
integrated within our procedures, policies
and working practices

 Improve general wellbeing for our diverse
workforce by recognising the complexity of
need amongst colleagues at various stages
of their employment life cycle

 Embed wellbeing as a central part of our
strategic priorities for our leaders across all
functions within SWP and ensure that
wellbeing is understood to be everyone's
priority

 Provide impactful wellbeing support using
a collaborative approach and the innovative
use of external partners

 Improve knowledge and
understanding of support that is
available and enable our people to
support themselves, building personal
resilience and self-help skills

 To be an employer of choice who is
seen to care about wellbeing and
recognises the role wellbeing can play in
the bigger picture including improving
productivity and future ways of
working.





image64.png
Informing Our Approach

South Wales Police uses a variety of data sources to inform its wellbeing action plan, for example:
Sickness and HIVE Survey Innovation Occupational [
sence Reports results Station Health Uti ion
Employee Assistance Debriefing
Workforce Data PERFORM Benchmarking
- - Feedback

The Police environment creates health and wellbeing challenges.

‘The inherently dangerous and physical nature of some police work which in 2024 resulted in public disorder.
High profile misconduct cases and which has impacted on public perception of policing and workforce morale.
Achieving the right balance between meeting operational policing demand and supporting individuals.

« Factoring wellbeing considerations into dav to day policing.

« Difficulty in evaluating the benefits of

Feedback from both HIVE and inspections and audits identified the following factors which continue to influence

mywellbeing the wellbeing of the officers, staff and the police family.
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Our journey so far... The achievements since we originally wrote the wellbeing strategy in 2021/22
have been notable.

investment in
Police Health Supportto Ve
E-IOD and E-OH PR WAGESTREAM Occupational Health o o ek ol
scheme and Trauma

This new strategy takes its lead from the National police health and wellbeing strategic model
shown below and promotes good health through strong leadership by raising awareness of

organisational and lifestyle risk and enabling and empowering appropriate risk
reduction.
Wellbeing support will encompass prevention, early detection, and treatment

of ill health to achieve optimal recovery.

3
H
H
H
g

10 the Mental Health model adjacent the white circle indicates the
preventative elements which will continue to underpin our srategy. We
will focus in on the employment journey of Join Well Train Well, Work Well,
Live Well and Leave Well which align better with our vision and objectives
and ensure that we prioriise our development in the right areas.





image66.png
Our journey so far

Managers not

supporting the
welfare of their staff
following an incident

Operation Hampshire

* Howdo l capture the feedback
identified in incidents where
personnel are deployed to
another traumatic incident when
they have justattended a

Incident reports

+ student officers reporting that
ane of the reason's they were
leaving is the cancellation of RD's
whilst juggling their degree

Exit
Interviews

Challenges: Recognition
Better support for your
emotional, physical and
financial wellbeing
Uniform comfort

Despite all the support what hasn’t
improved?

Emerging and existing/FMS drivers
sickness absence, mental health,

HIVE survey

resilience
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Our priorities for 2025-2030 Wellbeing Strategy

We have identified four key areas of focus w
Unmanageable 9

=~

Psychological
demands/ Wellbeing
Workload Self-care
wheel
Bl =

The core of the NPWS Mental Health model now sets out five delivery areas that relate to the
police covenant and operational priorities outlined overleaf...
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Our Approach: Optimising our wellbeing at work

Q
Q;W:mywellbeing
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Delivery Area:

Key Requirements:

* Attraction
* Recruitment
* Induction

Suggested Activity:

+ Provision of appropriate
adjustments for new staff
and recruits

* Smart Recruitment

+ Focus on Resilience in
induction

Year 1

+ Review familiarisation events to ensure
policing role understood

+ Engage with applicants for feedback

« Apply the new guidance on medical standards

+ Review of postings for PCSO's, earlier
notification of location of work

Year 2

* Focus on resilience in transfer and promotion
* Accessible and inclusive processes

Year 3

* Review
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Delivery Area:

Key Requirements:

Recruits
Engagement and Leadership
Mental Health

Suggested Activi

Role specific training programme
Train supervisors how to support
after an assault

Develop Mental Health and
Wellbeing training for
supervisors and peer supporters
PALS and ATLAS

Year 1

« Focus on physical and psychological needs
of those in probationary period

« Build supervisor competence

« Ability Passport

Year 2

+ Review and refresh leaders
capability to drive the wellbeing
agenda

+ Ability passport

Year 3

« Accessible and inclusive wellbeing
programme that reach hard to
reach groups

« Equipment to have technology
built in to facilitate adjustments
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Delivery Area:

Key Requirements:

+ First Line Supervisors
* Mid Line Supervisors
* Mental Health

Suggested Activity:

* Health Needs Assessment to
prioritise Wellbeing programmes

¢ Wellbeing Impact Assessments
to help manage change

¢ Embed how to support after an
assault

* Continue Mental Health and
Wellbeing training for
supervisors and peer supporters

Year 1

* Focus on resilience for new recruits

* Build supervisor competence

* Leaders model behaviours that
promote wellbeing and a feeling of
inclusion

Year 2

* Review of shift patterns/flexible
rostering

* Re rostered rest days

¢ Reduce cancelled rest days

Year 3

* Review process of leave
embargoes/summer demand
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Delivery Area:

Key Requirements:

Wellbeing on the road
Personal resilience
Mental Health

Suggested Activity:

Wellbeing Impact Assessments
to manage change

Train peer supporters how to
support after an assault

Mental Health and Wellbeing
training for supervisors and peer
supporters

Year 1

« Focus on resilience for new recruits
« Build supervisor competence

Year 2
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Year 1

DellVery Area: * SMP process mapping

* Review of customer satisfaction
with provision of retirement
courses

* Senior Leader’s Wellbeing Events

Key Requirements: Suggested Activity: Year 2
* Evaluate effectiveness of
* SMP Process retirement provision * Implement any recommendations
* Retirement « Continuous improvement of
SMP process
* Senior Leader’s Wellbeing Year 3
* Review
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Making this happen: Our Governance

This governance assures Chief Officers that:
* There is clear accountability and progress being made against the strategic objectives.
* SWP meets requirements to implement the People Plan.

Governance
Strategic Safety &

Wellbeing Board
| (CFO'S/ACC’s) I

© Health and Force Wellbeing
Board

i
H

|

Giial Advisory Pan
Sategio Lossons Learned
Icident Review Group
Operation Hampshire Gold
Sate Environment group.
Atondance Board
MontalHoalth Group
Loadorship Board

Helth and Wellbeing Spocs

Force Uriform & Equi

Department Safety / Wellbeing and People Boards.
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What does success look like?

Success can be measured in many different ways. Our approach to measuring the success of our
Wellbeing Strategy will be a cyclical process of collaboration, reflection, review and improvement.

We will use a range of metrics to
measure the impact of our actions and
ensure that wellbeing is central to the
success of our workforce within South
Wales Police

‘The below is an indicator of what can
help us get to where we want to be:

® Wellbeing Index
® Uptake of Wellbeing Related

@ Reduced Sickness Absence

® Monitoring Employee Engagement
@ Recnitment and Retention Rates

® Regular Surveys and Ongoing
Feedback

B

® Self- Reported Wellbeing Scores
‘and Mood Tests

@ Development of Wellbeing Impact
Assessments

@ Conducting Deep Dives and
Improve Employee Data

@ Quarterly and Annual benchmarking
using the Oscar Kilo Wellbeing
Framework

@ Monitoring and robustly evaluating
employee use and feedback of
wellbeing Initiatives

® Annual Evaluation Report and

updated Action
Plans. ﬂ ﬁ

11
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Hours Lost by Sickness Category Y &2
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@ = PIP Post Wellbeing: Age & Gender
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Current Workforce Breakdown (Headcount)

Length of Service @02 years @2-5 years @5-10 years @ 1020 years @20+ years
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Age Category @26-40 years
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Sickness Category: Reasons for Absence by No. of Hours Lost Y =

Length of Service @25 years @5-10 years @10-20 years

Mental Health
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Sickness Category: Reasons for Absence by No. of Hours Lost Y

Length of Service @0-2

Sickness Category
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Counselling Referrals by Resource Type
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