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Abstract
Despite there being a great deal of literature on the subject of morale, morale of police officers, and morale and its relationship to retention of employees, the researched wanted to extend on this and research whether, with their sense of duty and vocational calling to the role of a police officer, declining morale had an effect on the recent increases in voluntary officer resignations. 
The researched carried out an in-depth critical analysis of the relevant and existing academic research, along with analysing previous morale and wellbeing surveys conducted on serving police officers. The researched then conducted their own primary research in the form of a survey of questions, directed at serving police officers only, in order to gather quantitative data. 
The findings of this project were then documented and as a result, recommendations were made in raising the concerns of the high levels of voluntary officer resignations, in order to raise awareness of any officer morale issues, and help to improve this, and in turn, help with the retention of serving police officer.  (173)
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Chapter 1 Introduction
This dissertation and research is being carried out in order to research and discuss the below objectives. 
The dissertation has the following objectives: 

1 – To explore Police officer morale and identify if moral is on the decline within the police
2-  To find out what are the impact factors on morale and what boosts morale?
3- To discuss extent that morale has on officer retention and whether this can it be improved, and if there are they ways to improve it, to what extent?
In order to research these objectives, serving police officers in the South Wales area were asked to complete an online anonymous survey, in relation to their morale, whether it is declining, what the causes of the decline may be, and whether they thought that declining morale was affecting police officer retention. 


Chapter 2 – Literature Review

2.1: Introduction
In this chapter I will provide a brief overview of the meaning of morale, both positive and negative, and what effects positive and negative morale has on an individual, specifically a police officer. It will then go on to address each of the research objectives individually by exploring the available literature on the topic; to look at police morale and previous officer studies and discuss if morale is on the decline; to find out what can affect officer morale, what impacts it negatively and positively, and finally to look at the resignation rates of police officers in recent years and discuss if they are on the decline; and to look at the possible reasons of this decline and if declining morale is linked to this. 

The dissertation has the following objectives: 
1 – To explore Police officer morale and identify if moral is on the decline within the police
2-  To find out what are the impact factors on morale and what boosts morale? 
3- To discuss extent that morale has on officer retention and whether this can it be improved, and if there are they ways to improve it, to what extent? 


2.2 What is Morale? 

Morale has numerous definitions, with Cambridge Dictionary defining morale as ‘’the amount of confidence felt by a person or group of people, especially when in a dangerous or difficult situation’,  and ‘’the level of satisfaction felt by a person or group of people who work together’’ (Cambridge Dictionary, 2024). 

This makes morale as a concept, and its differing definitions, difficult to measure. The subject of morale, especially of that in the workplace, discussed at length over the years, and examples can be found in both the public sector and private sector. An article published in February 2024, discusses how team morale affects employee performance, stating that team or employee morale  ‘’is the overall outlook that employees have towards their organization or business. In this context, morale can be described as the confidence that a person or group has in your organization or business.’’ and that  ‘’Good morale means that your employee satisfaction is high—people are generally engaged at work.’’ (Laoyan, 2024). Laoyan also discusses the factors that decrease morale in a workplace, notable a stressful company culture; explaining that a high turnover rate and frequent changes can cause stress on employees. The article also briefly mentions the retention of employees and how higher morale can help with this. 

A journal entitled ‘’Morale, PROFICIENCT, and DICIPLINE’’ written in 1980, discusses attempts to define morale in the military service, with it focusing on job satisfaction as a definition for morale, stating that General Edward L Munson, who organised a Morale Branch during the First World War’ defined morale as the determination to succeed in what the person is trained to do, or for the reason the group or team exists (Westbrook, S.D, 1980). 
With similarities between the military and the police force apparent, for example, the ranking structure, the sense of duty, discipline, responsibility, teamwork and decision-making skills, there may also be similarities in the morale definition coined my Westbrook.  In Westbrook’s study, it is concluded that in terms of a soldier’s satisfaction, morale could be defined as being related to proficiency, discipline, and job satisfaction, however, does explain that in a battle orientated environment, these qualities may not necessarily reflect essential qualities of the ‘’spirit essential in battle’’ (Westwood, S.D, 1980). 


2.3  How does morale affect the workplace?

A journal written in 2013, sets its objectives as to find a theoretical definition of morale and identify its major elements, as well as develop a sound instrument for the measurement of morale, and finally establish what can be done to improve morale (Baehr, M.E & Renck, R, 2013). The journal concludes that there are 5 primary factors of morale; firstly, organisation and management, which deals with the employees’ relationship with management and the organisation. The second, is immediate supervision, this would be for most police constables, their sergeant, both administratively and human relations. Thirdly, material rewards the employee gains from the role, this is in terms of what the employee earns and their benefits. Job satisfaction is another factor, which the journal describes as what the employee actually does and whether they feel it is worthwhile, and if it affords the opportunity for growth and development. Lastly, the fellow employee of the worker is described as another factor affecting morale, the ability of them to work together without friction and the relations amongst the employees. These qualities will be used in this research when asking officers what they believe increases their morale in a positive way, and what factors affect it negatively, namely a multichoice question asking, with pre-recorded options ranging from supervisory support, wages, and the workload of officers. 
Another study conducted into the mediating role of employee morale, whereby the study examined high performance work practices and how employee morale can help this, leading to the conclusion that the ‘presence of employee morale as expressed by the affective commitment and job satisfaction reduced the turnover intention of employees’ (Obeng, A.F et al, 2021), suggesting that a higher morale can reduce the turnover of staff, and the retention of workers. 

2.4  Is police officer morale on the decline?

Every year, police federations for each force survey their police officers on their morale and wellbeing in the workplace, and there is an abundant amount of data that has been collected in relation to this over the years. 
A report published by online news publisher ‘’Emergency News’’, discusses the decline in police morale in the Metropolitan Police, painting a grim figure by stating that only 43% of officers feeling satisfied with their morale (Polfed, 2022). The article suggests that pay caps and freezes over the past decade have had a worsening effect on the morale of police officers, giving an added stress to an already stressful profession with the ‘’growing demands and dangers officers face’’, leading to officers worrying about how to make ends meet. The article states that Government and police leaders can no longer ignore the quoted 18% real terms pay cut officers have faced since 2010. However, in July 2021, the Home Secretary, has been quoted as stating that pay freezes were necessary to get ‘’public finances back on track’’ (Patel, 2021), whilst acknowledging the bravery, commitment, and professionalism of officers.  

	A more recent study conducted by the Police Federation of England and Wales, in 2024, raises concerns over the intention of officers to quit that are at a higher rate than ever, due to the significant challenges faced by them such as work-related violence, verbal threats and exposure to traumatic incidents, which a POLFED article quotes a staggering 69% of officers reporting high levels of fatigue, and additionally dissatisfaction with pay, and low morale (POLFED, 2024). The research was conducted by Oscar Kilo research team, in relation to wellbeing, and exposes shift work, workload, declining mental health as primary stressors to the wellbeing and morale of police officers (National Wellbeing Service, 2023). 

The research goes on to states that the intention to quit has increased by officers and can be associated with reduced emotional energy, meaningfulness of work, support from the organisation and supervisors, and hindrance stressors and increased symptoms of depression. Furthermore, the article by POLFED accompanying the research, states that in real terms, police officer pay has declined by 20% since 2010, which has had a significant contribution to the loss of experienced officers (POLFED, 2023), and states “Morale is also at an all-time low, with officers expressing concerns about working conditions not being addressed urgently. The decline in police officers' feelings of being respected and valued by the public adds to the challenges faced by the workforce. This dissatisfaction, coupled with declining morale, is pushing officers to quit.” (POLFED, 2023). 

An article written by Emergency-Services New in 2023, also discusses the issues of morale in the police and its possible links with recruitment and retention. The article states that in a survey conducted in 2022, of Metropolitan Police officers, that less than half, 43%, of those officers that took part in the survey, were satisfied with their morale, showing a decline from the years before, which was at 56% (emergency-service news, 2023), and suggests that these declines could affect efficiency, and increase stress levels for officers, as well as potentially compromising decision-making in critical situations. The Metropolitan police reported the highest levels of police officers resigning from their role in the years 2021-2022, stating that 1698 officers left the force, the highest amount since records began, which has had a detrimental effect on the imbalance of the force, loosing experienced officers, forcing a reliance on newer recruits who could lack the experience and judgement of more experienced officers. 

The issues of officer retention are not just limited to the UK, with forces overseas reporting high resignation rates due to low morale. A survey conducted in June of 2021, of nearly 200 American police departments (Police Executive Research Forum, 2021), showed a startling 45% increase in retirement rate, and 20% increase in resignations compared with the previous year (Westervelt, NPR, 2021). The article goes on to explain the difficulties in retaining officers, with the added difficulties of recruiting further officers and the length of time it takes to recruit, hire, and train those officers. The report by the Police Executive Research Forum goes onto state that morale has played a key role in officer decline, causing depression over the ‘’ negative national narrative about the police’’, adding in another element to what could be causing the high levels of officer resignations. 

	
2.5 What factors impact negatively on morale and what boosts police officer morale? 
A journal published by, argues that declining morale can affect a number of things important to a worker, which can in turn have a negative effect on not only the individual, but also their work, and the organisation they are part of. Declining morale is listed has affecting stress levels, motivation, efficiency, decision making, home life, productivity, quality of work, lethargy and laziness in doing tasks, and inconsistent work which can also lead to inconsistent quality of work (Shaban et al, 2017), giving recommendations on how to improve morale as ensuring that management provide a positive work environment which encourages the confidence and willingness to perform the job to the best of the workers ability; that management should also look to bridge the gap between the payrolls of the employees; and that education and training should be provided in order to increase satisfaction among employees. Using this recommendation, the research for this study will ask whether training, pay and management have an effect on the morale of serving police officers. 


2.6 Are police officer resignation rates increasing? 
According to government figures, 147,430 full time equivalent police officers were in post across the 43 territorial police forces in England and Wales as of 31 March 2023. The report states that this is the highest number of officers in post since records began in March 2003, however, also shows officer voluntary resignations in March 2023 as the highest to date, at 3.3% (Gov.uk, 2023) .
The figure below, from the same report, shows the number of officers in post between the years of 2003-2023, and it can be seen that despite government efforts with the initiative Police Uplift Programme, where in 2019 if was announced the government planned to recruit an additional 20,000 police officers, the number of police officers remaining in post has stayed relatively even throughout the past 20 years (NPCC REF) 
Figure 1 : Police Workforce, by worker type, as of 31 March 2003 to 31 March 2023, England and Wales (gov.uk, 2023). 
[image: ]
 
The Home Office releases quarterly figures and the latest update revealed that 20,947 officers had been recruited as part of the programme, which could show that despite the high levels of voluntary resignations, people have not been put off from applying for the role of a police officer. 
The uplift programme has a specific criterion which stated that forces had to backfill any leavers throughout the duration of the campaign, as well as recruiting to meet the targets of the uplift plan (gov, 2023). 
Despite these healthy numbers, it cannot be ignored that officers are leaving their respective forces more so no than ever before. Mainstream new reports regularly the decline in retention of police officers and the potential reasons why. 
An article published in July 2023, by The Independent, quotes the Police Federation warning of a ‘’recruitment and retention crisis’’ https://www.independent.co.uk/news/uk/home-news/police-resignations-staffing-crisis-boris-uplift-b2382361.html, and the article goes on to warn that a record number of officers are quitting, which is corroborated in the government released statistics already discussed.

2.7 Is police officer retention decreasing and is this a result of declining morale?

The primary reason for officers leaving in previous years was retirement, however, the aforementioned article in  2.6, states argues that the reason officers are now leaving is down to pay, working conditions and their treatment by the government, according to a recent survey conducted by POLFED- the Police Federation (POLFED, 2024). The article released by POLFED, which reveals that 22% of respondents expressed their intention to leave the police force within the next two years or as soon as possible – which has raised concern over the service’s ability to retain officers and goes on to discuss the reasons given by this 22%. The report states that low morale is one of the biggest factors, stating ‘’(L)ow morale (85 per cent), mental health and wellbeing (73 per cent) were also significant factors tied to wanting to resign.’’ (POLFED, 2024), and goes on to quote that 58% of respondents feel their morale is low or very low, and 82% indicating that they have experienced feelings of stress, low mood, anxiety or other problems with their mental health and wellbeing , and that the ‘’presence of employee morale as expressed by the affective commitment and job satisfaction reduced the turnover intention of employees’’.
 
There has been an alarming number of police officers resigning from their role in comparison to previous years. Despite being known as a ''job for life'', UK Government figures show a huge decline in voluntary officer resignations, quoting a rise of a massive 72% between the years of 2021 and 2022, with figures stated as 1996 officers resigni9ng in the 2021, rising to 3433 in 2022 (Gov.uk, 2021). 
 	The article claims that the retention of officers is now one of the biggest challenges in policing. The Home Office in England announced in 2020 that the 'retention of experienced police officers has emerged as a concern'. Furthermore, POLFED reported a 'storm of police officer resignations' in their 2023 article, stating that resignations were more likely in the first 5 years of an officer’s service, accounting for 70% of resignations (POLFED, 2023). 

2.8 Conclusion

In conclusion to the literature reviewed, this dissertation will be seeking to collect data asking its respondents what the causes of their low morale could be and if this has played a part in those of them considering resigning as police officers.   

Chapter 3 – Methodology

3.1 Introduction
The previous chapter of this dissertation looked at the existing literature surrounding morale in the workplace, police morale and declining police numbers via voluntary resignations.  This chapter will explain to the reader how the study will be carried out. This is referred to as the Methodology and can be carried out using a number of research methods, for example, quantitative methods – which involves the collection and analysis of numerical data using statistical methods; qualitative methods, which involve the analysis of non-numerical data, such as images, observation, comments, and opinions expressed. The end result is to add to the field of study. 
Figure 2: below, shows The Research Methodology Chain (Feather, 2012), which gives an overall guide on how to approach writing a research paper, specifically a Methodology. This will be used as a guide throughout this chapter. 
[image: ]

The problem, as already stated, is finding out if there is a relationship between low police officer morale and the high levels of voluntary resignations that have been reported consistently in the mainstream media for many years. In order to find this out, data collection will be used via the use of a survey of questions aimed at serving police officers. This survey will include qualitative and quantitative research; whereby participants will be given options to choose from, as well as being given the opportunity to express their own feelings and thoughts on the particular question. 
The approach will be via a pre-determined survey, that will be sent to serving police officers, who have the option of participating in the research. Secondary data has already been reviewed in the literature review, as there is an abundance of surveys on the topic of police officer morale and wellbeing. The primary data will be the answers given from the survey carried out for this research. 
The intended size of the sample was not determined, as due to the nature of a police officer’s role; their demand with shift work, and possibly their reluctance to participate through fear of the details being made public, and the amount of surveys on the subject or similar that the officer may had already carried out, the researcher was aware that the number of participants may have been low. 
The single method of surveying officers using an online form was adopted for this research. This was done out of convenience, and due to the limitations of officer’s being available for face-to-face interviews. This limitation again included officer shift patterns, a confidential location to record interviews, and the equipment to do so. An online survey provided an adequate research tool, although its disadvantages were that the researched was not able to delve deeper into any comments made by the participant, and the number of questions were limited in order to avoid the participant losing interest and abandoning the survey. 
A limited time scale of 1 week was given to the survey due to the time restraints of the researcher collecting the results. There is no doubt that with a longer time restraint, more officers would have been able to participate, giving a more far-reaching scope for data to be analysed.  


3.2 Ethical practice
Ethically, as I was only intending on gaining data from police officers, and I was doing this anonymously, the risk was low. In the introduction to the survey, I emphasised to participants not to include any personal data from themselves or others, and none of my questions required this. As I was only surveying police officers, all persons were over the age of 18 years, and a question was asked on their age bracket purely to analyse where younger or older respondents gave any different views regarding their morale. 
I also ensured my introduction stated that all data collected would only be used for the purpose of my research and that all date would be deleted after the research had taken place. 
As the answers were given anonymously via a surveying platform, there was no way to determine who the answers came from or trace them back to individuals. 

[bookmark: _Hlk164116365]3.3 Ethical research and participant confidentiality
When the survey was offered to police officers, consent was assumed in their participation, as outlined in the introduction/disclaimer to the survey. It was stated that participation in the survey would assume consent to use their responses and findings in the research. It was also stated in the introduction that their responses would remain anonymous and that their participation was voluntary. The survey introduction also informed participants to not use any personal information of themselves or others in their responses, and that data collected would be deleted at the end of the research. The introduction to the survey emphasised that any questions be directed to the author of the survey. 
A survey was offered to serving police officers, mainly in the South Wales region of the UK, whereby they had the opportunity to participate if they wished to. 

3.4 Research tools
To obtain the study data, an online multiple-choice questionnaire was employed. Although it would have been ideal to conduct face to face interviews with some participants in order to advance on the questioning or to clarify certain responses, it was decided that due to the demographic of persons I wished to survey, which were serving police officers, their busy schedule, with shift work and unpredictable hours, it would have made scheduled face to face interviews difficult to organise, and made each interview more time consuming, and possibly even off putting for the officers involved in the research. 


3.5 Sampling 
In order to gain responses from police officers, I offered a link to the survey to officers via email, WhatsApp and a QR code in person, this was to ensure non-police officers obtained access to the survey and submit responses. 

On closure of the questionnaire a total of 19 participants chose to take part in the research.

Chapter 4 - Analysis of results
4.1 Introduction 

This chapter will provide both an analysis and discussion of the results while providing a systematic presentation of the findings. A total of 19 participants completed the questionnaire. 


4.2 Participant Demographic
The survey link was sent to police officer only groups on WhatsApp, which had varying ages and lengths of service in order to capture a varied glimpse into the thoughts of officers regarding police morale. 

Q.1 What is your age bracket? 
[image: ]
Of the 19 respondents, the highest age group responding were that of 35-44 year olds, at 47%, followed by 25-43 year olds with 36% of the responses. 
There were no responses from anyone over the age of 55 years, and only 1 in the 45-54 age bracket, and 2 in the 10-25 age bracket. 
The researched tried to gain a varied number of ages of serving police officers, and therefore it was not only police response departments that were surveyed – as they tend to be younger in service and age. 

Q2.	How many years service do you have as a police officer?

[image: ]
The highest number of responses came from those with up to 3 years’ service, at 42 %, followed by those with 9 plus years’ service, at 36%. The least number of respondents came from those with 5-7 and 7-9 years experience. 

Q3.	What Is your current rank as an officer?
[image: ]
Overwhelmingly, most responses came for officer of a police constable rank, at 84%, followed by 3 respondents of the Sergeant rank. 

4.3 Participant Views

Q4.	How satisfied are you with your role as a police officer? 
[image: ]

Almost half of respondents, 47%, stated they were ‘’somewhat dissatisfied’’ with their role as a police officer; followed by 21 % responding as ‘’somewhat satisfied’’, 10 % were very satisfied and another 10% were very dissatisfied, and another 10% were neither satisfied nor dissatisfied. 
 
Q5.	Do you intend on applying for promotion to a higher rank?
[image: ]
36% of participants answered that they did not intend on applying for promotion to a higher rank, closely followed by 31% responding that with ‘maybe’ denoting a possibility that they may apply for a role to a higher rank. 21% stated they would be applying for a role to a higher rank, followed by 10% who did not know if they would apply for promotion or not. 

Q6.	How long do you intend on continuing to work for the police service? 
[image: ]
Of the 19 respondents, 73% stated that intended on continuing to work for the police service until they retired. Followed by 10% stating they intended on resigning as soon as possible, followed by 5% each stating they intend on staying in the role until the end of their probation, for 3-5 years, and 5-10 years. 
Interestingly, the number of police officers intending on working for the force until they retire was higher in this research than that of other surveys conducted by other organisations as detailed in the literature review. 

Q7.	Would you say that your morale within the police force has decreased since you began your service within the police force? 
[image: ]
When asked if they thought their own morale had decreased since they began their service in the police force, 68% stated that their morale had considerably declined. This was followed by 21% stating that their morale had declined a little, and finally 10% stating that it had stayed the same. 
This is in contract to another survey conducted 2022, for Metropolitan police officers, whereby 43% stated they were satisfied with their morale (Polfed, 2022). 

Q8.	If your morale has declined, what do you believe has caused this? (Tick all that apply) 
[image: ]


A multiple-choice question was used when asking respondents to give the reason/s why their morale within the police force had declined, with pre-suggested answers and an ‘’other’’ option with the option of giving more information regarding this. The option of ‘’High workloads’’ highest scoring option, with 14 of the 19 respondents choosing this as a reason their morale may have declined, followed by ‘’Supervisory support’’, with over half of respondents choosing this option. Interestingly, 6 of the respondents chose university work as a reason their morale had declined, which could be attributed to the 6 or the 8 respondents which had up to 3 years of service, putting them in the bracket most likely to be participating in the university degree at the time of taking the survey. The option of wages was lower than expected with less than half of respondents choosing this option, despite other research showing pay as one of the major stressors of low morale, again, this may reflect the number of years services respondents had, with almost half of respondents having upwards of 7 years’ service, and so their pay brackets being nearer the top of the scale for police constables. Further questions would have needed to be asked regarding their pay in order to get an clearer perspective on this. 

Q9.	Do you think your morale has affected you in any of the following ways? (Tick as many as apply)
[image: ]
 When asked if morale had affected them in any of the following way, a multiple choice option was given, with participants requested to tick all that apply. Stress at work was chosen by 14 of the 19 participants, followed closely by the option of ‘stress at home’’, which was chosen by 12 of the 19 respondents. Of the 19, 9 chose motivation at work as an effect of low morale. 
Q10.	Can you explain in more detail how morale has affected your role as a police officer? 
This question was given no options and respondents were given the opportunity to explain in their own way their answer to the question. Not all 19 participants gave a response and this question was optional. Of the 19 that were surveyed, 10 replied. Responses included the following: 
Respondent 19, a police constable with 9 plus years of service:
"The lack of front line officers has brought response policing to breaking point"
Respondent 15, a police sergeant with 9 plus years service:
"It is difficult to keep the morale of my shift up when we are so stretched in terms of resources "
Respondent 13, a police constable with 9 plus years service: 
"Having to make split second decisions and that is then judged by persons who weren't there and likely never been in a similar situation."
Respondent 7, A police constable with up to 3 years service:  
"Officers are reluctant to answer calls due to workloads, officers feels that they can’t do their job properly due to criticism from public no matter what eg, Stop and Search."

Full details of each response can be found in Appendix 8.2.1. 

Q11.	Have you considered leaving the police force due to low morale?  
[image: ]

When asked if participants they had considered leaving the police force due to having low morale, 64% stated yes, whilst 17% had chosen maybe implying they had thought about it, and 17% chose no, however this in in contract to the number of participants (73%) who replied that they intended on staying with the force until they retire. 

Q12.	Do you think officer retention has been affected by low morale?

[image: ]
When participants were asked if they thought officer retention had been affected by low morale, almost half at 47% stated yes, 36% did not know, 10% thought maybe, and 5% stated no. This was a difficult question to answer, and further research would be needed in order to identify if participants had observed low morale in their colleagues expressing an intention to leave the force. 

Q13.	What do you think would increase officer morale positively? 
[image: ]
A multiple choice question was asked, with the option of ticking more than one answer, when participants were asked what they though would help increase morale positively. Unsurprisingly, leading with 16 of the 19 respondents choosing the wage increase, followed closed by both options of extra help with workloads, and better supervisory support, with 13 of the 19 choosing both these options. 8 of the 19 wanted extra courses for refreshing skills, and 11 of the 19 chose an increase in front line officer. Of the 7 that chose ‘other’, no one gave more information on what this could be in the free text box. 

Q.14 Do you think increasing officer morale would help with the retention of police officers?

[image: ]
When participants were asked if they thought increasing officer morale would help with retaining police officers, 68% responded with yes, no one responded with no, whilst 21%  or 10% chose maybe or don’t know, respectively. 

Chapter 5 Findings and Conclusion.

5.1 Introduction
This chapter will provide a summary of the research findings and revisit the objectives, below. This is in order to ascertain of the objectives have been met, and to evaluate the findings of the research and corroborate with research discussed in the literature review. Recommendations will then be made based on the conclusions.

In Chapter 1, the objectives of the project were stated as the following: 

1 – To explore Police officer morale and identify if moral is on the decline within the police
2-  To find out what are the impact factors on morale and what boosts morale?
3- To discuss extent that morale has on officer retention and whether this can it be improved, and if there are they ways to improve it, to what extent?

[bookmark: _Hlk164116618]5.2 Summary of Primary Findings
Based on the research in the dissertation, there is a definite decline in morale in serving police officers as their service progresses. This was shown in the survey results, in particular question 7 in which 68% of participants answered that they thought their own morale had declined since they first began their service as a police officer, which can be corroborated with the recent years of wellbeing surveys, conducted by forces, and reported by POLFED (2023) as stating that police morale had reached an all-time low. 
Interestingly, from the results of this research, there can clearly be seen that officers who have been in services for the longest amount of time, reported their morale as at the lowest. Further research would need to be undertaken into this, with a larger sample of participants, in order to determine if this was a trend across all UK police forces. However, there is research that shows a prevalence of depression, anxiety, stress and their relationship to length of service in UK police forces, whereby Gullon-Scott & Longstaff (2024) explore the prevalence of stress, anxiety and depression in UK serving police officers and attempts to examine if there are personality traits that are more prevalent in persons that protect against these issues, and whether length of services plays a factor in the amount of stress, anxiety and depression reported by officers. 
The journal used a survey in which 177 UK serving police officers completed across 10 different regions, and states that results indicated that ''officers are most at risk of experiencing stress during the first 15 years of their service, and that officers’ stress was organisational rather than trauma related.'' (Gullon-Scott & Langstaff, 2024). The same journal also reported the most significant stressors were that of organisation issue such as fatigue and paperwork, lack of healthy eating and time with friends and family, amongst other things, with the results indicating officers are most at risk of experiencing stress during the first 15 years of their service, and that officers’ stress was organisational rather than trauma related. 
Further officers would need to be surveyed over a larger time scale of service in order to clarify this and give more options in the survey relating to the time of service.
Regarding the impact factors of morale, it can be seen from the research that the findings of this research shared similar findings from other studies, which reported pay, more supervisory support and help with workloads would increase police officer morale.  
The research asked if police officers thought that low morale was affecting officer retention, with 68% responding with yes, it is clear that changed need to be made within forces to help increase officer morale in order for them to retain their staff. 

Results from the National Wellbeing Survey 2023, which had over 42 thousand responses from serving police officers and police staff across the UK, show that although there are some positive findings, for example, a reduction in the symptoms of depression and anxiety; there is an increased intention to quit since 2019-2020 numbers. Other stressors from the survey included higher levels of fatigue, at 69.6% for police officers, and lower than average levels of feeling valued by their force. 
Furthermore, the dissatisfaction for police officers with pay has increased year on year as the table below shows and was a primary factor in the research of this dissertation. 

5.3 Recommendations
1. Reform of the rank structure and training of officers in a supervisory role, i.e people management, wellbeing, condensing the rank structure in order to make more room for lower level supervisors and smaller teams that will enable more focus on staff morale. Bring the management skills of ranking officers in line with private sector management (for example using their routes and training to management as a guide). 
2.  POLFED has already called for changes in pay to be made, however, at the time of writing this, there appears to be a shortfall of all wages in all professions, with the cost of living increasing excessively, however, this should not be an excuse for wages to be discussed 
3. The wellbeing and morale of police officer is clearly declining, and more emphasis needs to be put on provisions to help those officers suffering, as well as looking at the stressors that officer believe are affecting morale, for example, high workloads, unsupportive supervisors, more needs to be done with the metal health of police officers in order to help them manage their stress and anxiety levels.


Chapter 6 – Conclusion 
Limitations of the Study:
Although only a small pool of officers responded in this research, the findings have given some further insight into the level of morale, the causes and what could be done to help increase morale.
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Chapter 8 Appendices

Appendix 1 : Police Morale Survey of serving police officers.

Thank you for your interest in taking this survey. This survey is being conducted by PC2361 BUSH of GWENT Police in order to collect data on the subject of serving police morale and its relation to officer retention.

The survey is anonymous, and your participation is voluntary. This survey is assumed consent, therefore if you participate in the survey, it is assumed you consent for your answers to be used in the research.

Please ensure no personal details of yourself or others are included in the responses. The data collected will be kept securely and will be deleted at the end of the research.

If you have any questions about the survey or the research, please contact sharon.bush@gwent.police.uk.  

1.What is your age bracket? Single choice. 
18-25 
25-34 
35-44 
45-54 
55 or over 

2.How many years’ service do you have as a police officer? Single choice. 
 
Up to 3 years 
3-5 years 
5-7 years 
7-9 years 
9 plus years

3.What Is your current rank as an officer? Single choice. 
Police Constable
Sergeant
Inspector
Chief Inspector
Superintendent or above

4.How satisfied are you with your role as a police officer? Single choice. 
Very Satisfied 
Somewhat Satisfied 
Neither satisfied nor dissatisfied
Somewhat dissatisfied
Very dissatisfied

5.Do you intend on applying for a role to a higher rank? Single choice. 
Yes
No
Maybe
Don't know.

6.How long do you intend on continuing to work for the police service? Single choice. 
I intend on resigning as soon as possible.
Until the end of my probation
3-5 years
5-10 years
Until I retire

7.Would you say that your morale within the police force has decreased since you began your service within the police force? Single choice. 
Yes, considerably.
Yes, a little
No, it has stayed the same.
No, it has got better.

8.If your morale has declined, what do you believe has caused this? (Tick all that apply) Multiple choice. 
Wages
High workload
Supervisory support
Hours of work/hours of work
University work
Public perception
Area of work
Career development
Conflict within the role
Trauma support
None of the above
Other

9.Do you think low morale has affected you in any of the following ways? (Tick as many as apply) Multiple choice. 
- Stress at work
- Stress at home
- Anxiety at work
- Anxiety at home
- Poor performance at work
- Low quality work
- Motivation at work
- Lethargy/laziness in doing work related tasks
- Decision making
Other

10.Can you explain in more detail how low morale has affected your role as a police officer? Single line text. 
Enter your answer

11.Have you considered leaving the police force due to impact of low morale? Single choice. 
Yes
No
Maybe

12.Do you think officer retention has been affected by low morale? Single choice. 
Yes
No
Maybe
Don't know

13.What do you think would increase officer morale positively? Multiple choice. 
- Salary Increase
- More help with workload management
- Extra courses for refreshing skills
- Better supervisory support
- Change in shift/working pattern
- More support with career progression
- Better trauma support
- Increase in front line officers
Other

14.Do you think increasing officer morale would help with the retention of police officers? Single choice. 
Yes
No
Maybe
Don't know

Appendix 2:  Survey Responses 
[image: A screenshot of a computer

Description automatically generated]
[image: A screenshot of a computer

Description automatically generated]

Appendix 2.b Written Responses from Q. 10
Respondent 19:
"The lack of front line officers has brought response policing to breaking point"
Respondent 18:
"The wages and the university work has had a high impact on my morale which has made me consider leaving on a number of occasions. "
Respondent 15:
"It is difficult to keep the morale of my shift up when we are so stretched in terms of resources. "
Respondent 13:
"Having to make split second decisions and that is then judged by persons who weren't there and likely never been in a similar situation."
Respondent 10:
"When dealing with multiple emergencies it is difficult to then motivate yourself to complete the admin that goes with it "
Respondent 7: 
"Officers are reluctant to answer calls due to workloads, officers feels that they can’t do their job properly due to criticism from public no matter what eg, Stop and Search."
Respondent 6:
"Making decisions now takes more time due to the increases threat, risk and harm of many of our calls. This is especially apparent for domestic abuse and mental health calls”.
Respondent 5:
"I feel like i do not get much time to relax between shifts as this time is taken up by thinking about and doing the university work which has taken much more time than they allocate to you."
Respondent 2:
"It affects me on days off when I am counting down the days untilI have to go back to work. The last day off is spent worrying about going to work the next day”.
Respondent 1: 
"On a number of occasions, I have considered and actively looked for other jobs, this happens on almost a monthly occasion whereby I feel the role is too difficult and the support from above, supervisors etc , is not adequate - there only concern seems to be stats and figures and not the wellbeing of their workers who are dealing with highly traumatic and upsetting situations on a daily basis. "

Appendix 3: Proposal
Is declining police morale in serving UK police officers related to police officer retention.

The aims of the research activity are to determine if police officer morale is declining, and if as a result of this decline, police officers are resigning. 

Objectives of Research Activity:
1 – To explore Police officer morale and identify if moral is on the decline within the police
2-  To find out what are the impact factors on morale and what boosts morale?
3- To discuss extent that morale has on officer retention and whether this can it be improved, and if there are they ways to improve it, to what extent?

Introduction
In this dissertation the research will look to explore police officer morale and identify if it is on the decline, find out what the impact factors are on morale and what boosts morale, and discuss the extent to which morale has on officer retention, and whether this can be improved, if there are ways to improve it, and to what extent. 
This area of research is of interest as the role of a police officer has always been described as a ‘’job for life’’, but with the reported resignations higher than ever, exploring the reasons what this may be happening may give some insight into how to improve on these figures and retain police officers. 
The cost of recruiting and training police officers ranges, with Essex Police disclosing in a Freedom of Information request in 2019, that the full cost of recruiting and training a police officer can cost £705.17 for recruitment, £18,457 for training, and £51,121 in salary costs in a year period (Essex Police, 2019). It is fair to say that financially at least, it is worth attempting to retain police officers after their training period. 
Furthermore, recent articles, describing surveys carried out within police forces across the UK, describe that police officer retention is falling at an alarming rate, reporting that low morale is one of the biggest factors in officer retention (POLFED, 2024). 

The research will be carried out by surveying police officers in the South Wales police area, both South Wales Police, and Gwent Police officers, and ask questions regarding their current morale levels in comparison to their morale levels when starting out as a police officer. If they feel their morale has declined over the years, and what issues they believe have an impact on their morale, and what can be done to improve their morale. They will be asked if they believe that declining morale has had an effect on police officer retention, and if they believe increasing their morale would have a positive effect on this. 
Ethically, participants will be serving police officers, who by role description are over the age of 18, there are no ethical issues concerning age. In the introduction of the survey, it has been carefully stated that they take part in the survey on a voluntary basis, and participation is assumed consent to use their answers in the research. Participants are also informed that their data will be deleted after the research has been conducted, and that participants respond anonymously, whereby no personal information from themselves, or about others, is requested. 
Although there is an abundance of surveys relating to officer morale and wellbeing, it has not been connected whether the reported low morale has been related to the reported high numbers of officer resignations in recent years, with 2023 being at an all-time record high for officers’ resignations (gov.uk, 2023). 
The target sample is serving police officers. Although retired and ex-police officers could have also been surveyed, it was essential to the research to get the views of current morale from current serving officers. 
Police officers will be sent a link to the survey, via closed police orientated social media groups, in order to ensure only police officers, submit responses, and a small timeframe to complete the survey in order to gain responses as quickly as possible for the purpose of analysis.

Appendix 4 : Application for Ethical Approval
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[ Has permission 1o undertake the | (T YES attach copy)
research has been provided by the | fNO the application | YES | © | NO | O
pariner organisation? cannot confinu

Where research activity is carried outin collaboration with an external organisation

10

Does this organisation have its own ethics approvalsystem? | YES | @ | No [ O

11 Yes, please attach a copy of any final approval (or interim approval) from the organisation (this
may be a copy of an email i appropriate).

SECTI

10N E: Details of Research Activity

Indicative fite:

Proposed start date Proposed end date:

Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the
points below:

Purpose of Research Actvity
Proposed Research Question
4ims of Research Activity
Objectives of Research Actvity

Demonstrate, briefly, how Existing Research has informed the proposed actvity and explain

What the research activty wil add to the body of knowledge
How it addresses an area of importance.

Purpose of Research Activity

To survey serving polce offcers regarding their current morale n comparison 1o theif morale when they frst
started senving as a polce oficer. To explore he reasons that morale may be declining and to ascertin f
declining morale s resulting of poor offcer retention

3 expon

Research Question

1S DECLINING POLICE MORALE IN SERVING UK POLICE OFFICERS RELATED TO POLICE OFFICER
RETENTION

(1 box shoukd evpand 85 you tpe)

(Aims of Research Activity
The aims of this research aciivity s o research the current ferature regarding morae, s defnfion, and what
increases or decreases morale. To reseatch whether polce offcer moraleis decining, and the reasons why it
might be ceciing. To analyss fine decline in morale could be causing high level of ofcers resigning.

i 4 expand o5 you type

Objectives of Research Activity

1-To explore Police officer morale and identiy if moral is on the decline vithin the police:

2- To find out what are the impact factors on morale and what boosts morale?

3 PG2 Ethical &
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3-T0 discuss extent that morale has on officer retention and whether this can it be improved, and if
there are they ways to improve i, to what extent?

Proposed methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity, making it clear|
what specifc techniques may be used. If methods other than those listed in this section are deemed
appropriate later, additional ethical approval for those methods will be needed. You do not need to
[justity the methods here_bu shovld instead describe how you infend to collect the data necessary.
for you to comlete your profect

The research vill be carried out by surveying police officers n the South Wales police area, both
Soth Wales Police, and Gwent Police officers, and ask questions regarding their current morale
levels in comparison o their morale levels when starting out as a police officer. If hey feel their
morale has declined over the years, and what issues they believe have an impact on their morale,
and what can be done to improve their morale. They will be asked ifthey believe that decining
morale has had an effect on police officer retention, and if they believe increasing their morale would
have a posiive effect on this.

Ethicaly, pariicipants will be serving police officers, who by role description are over the age of 18,
there are no ethical issues concerning age. In the inroduction of the survey, it has been carefully
stated that they take part in the survey on a voluntary basis, and participation is assumed consent to
use their ansiwers in the research. Pariicipants are also informed that their data vill be deleted after
the research has been conducted, and that participants respond anonymously, whereby no personal
informaton from themselves, or about others, is requested.

Location of research activity
Identiy all locations where research activity will ake place.

‘South Wales area of UK — Which willinclude police officers from both South Wales Police and
Gwent Police forces.

3 xpnd o5 you tyoe)

Research activity outside of the UK
If research activiy will ake place overseas, you are responsible for ensuring that local ethical
considerations are complied vith and that the relevant permissions are sought. Specify any local
quidelines (2.0. from local professional associations/leamed societies/universities) that exist and
hether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether there are any speciic ethical issues raised
by the local contextin which the research activiy i taking place, for exampl, particular cultural
andlor legal sensitvities or vuinerabiites of participants. I you live in the country where you wil do
the research then please state this

NA

10

Use of documentation not in the public domain: Are any documents NOT | NO =
publicly available?

YES o

17 Yes, please provide detais here of how you vill gain access {0 specific documentation that is not
in'the public domain and that this s in accordance with the current data protection law of the
country in question and that of England and Wales.

Approval Form
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of Future Generations (Wales) Act 20152 YES NO
2] A prosperous vl Rl
13 | Aresilient Wales o =
14 | A healthier Wales o =
5] Amo swarvas ER
16 | A Wales of cohesive communities o =
Tl reter T o=
18 | A globally responsible Wales o =
19 | If YES to any of the above, please give details:
SECTION F: Scope of Research Activity
T B[ m
il =] B
2 Use of interviews? o =
3 Use of focus groups? o =
4 Use of participant diaries? o =
5 Use of video or audio recording? =] =
6 Use of computer-generated log files? o =
7 Participant observation with their knowledge? o =
8 Participant observation without their knowledge? o =
R o s womnon v 7R | o |
| e o eore e i e GEon Py e ==
o e
11_| Performance of any acts which may cause embarrassment or affect self-esteem? =] =
12 | Investigation of participants involved in illegal activities? o =
13 | Use of procedures that involve deception? o =
14 | Administration of any substance, agept or placebo? o =
15 | Working with live vertebrate animals? o =
16 | Procedures that may have a negative impact on the environment? o =

al Form
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7 | Oher pimary Gata collecton methods Please indicale th type of Gata collection
method(s) below.

Details of any other primary data collection method:
NiA o | R

i b st et s v
ITNO {o every question, then the research actvty is (ethically) Iow risk and may be exempt from some of the
following sections (please refer to Guidance Notes).

11 YES to any question, then no research activty should be undertaken unti fullethical approval has been
obtained.

SECTION G: Intended Participants

If there are no participants then do not complete this section, but o directly to section H.

Who are the intended participants:

Students or staff at the University?
‘Adults (over the age of 18 and competent to give consent)?

Vulnerable adults?

Children and Young People under the age of 187 (Consent from Parent. Carer o
Guardian wi be required)

Prisoners?

‘Young offenders?

Those who could be considered to have a particularly dependent relationship with
the investigator or a gatekeeper?

8 | People engaged i ilegal activties?

Others. Please indicate the participants below, and speciically any group vio
9 | may be unable to give consent.

o|aalala|a|z|al

8| ®|®|eie|elo|o

Details of any ofher participant groups: o | =
NiA

Participant numbers and source
Provide an estimate of the expected number of participants. How wil you identify participants and
how vill they be recruited?

How many particpants are | 1o
10 | expected?

41 | Who will the participants be? | Fellow work colleagues

12 | How willyou identiy the Via work place or universty.
participants?
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Information for participants:

information for participants: ves | o | wa

13 | Wil you describe the main research procedures to participants in = = -
advance. so that they are informed about what to expect?

14 | Will you tel participants that their participation is voluntary? = o o

15 | Will you obtain writien consent for participation? o o[ =

6 | Will you explain to pariicipants that refusal to pariicipate in the - = =
tesearch will nol affect their reatment or education (i relevant)?

17 | Ifthe research s observational willyou ask participans for their - = =
consent to being observed?

18 | Wil you tel paricipants thal they may withdraw from the researchal | g =
any fime and for any reason?

o | With questionnaires, vill you give participants the option of omiting = = =
questions they do not want to answer?

20 | Willyou tell partcipants that thei data will be treated with full = = -
confidentiality and that.if published, t will not be identifiable as theirs?

21 | Wil you debref partcipants at the end of thei partcipation,inaway | g = =
appropriate o the type of research undertaken?

22 [ 11 NO to any of above questions, please give an explanation
Information for participants: = lmllm

24 | Wil paricipants be paid? o = o

25 | Is specialst electrical or other equipment to be used with participants? | 0 = o

26 | ATe there any financial o other inerests 1o the investigator or - e -
University ansing from this study?

27 | Willthe research actvty involve deiberalely misieading paricipantsin | o e -
any way. or the partial or ull concealment of the specifc study aims?

28 | 11 YES to any question, please provide full details

SECTION H: Anticipated Risks

‘Outline any anticipated risks that may adversely affect any of the participants, the
researchers andior the University, and the steps that will be taken to address them.

1fyou have completed a full risk assessment (for example as required by a laboratory, or extemal
research collaborator) you may append that o this form.

Yes [ &
No | ®

Ful risk assessment completed and appended?

Risks to participants
For example: sector-specifc health & safety, emotional distress, financial disclosure, physical harm,
franser of personal data, sensive orqanisational information

Risk o participants: Vou il miger e e o
There is no anfcipated risk to participants

al Form




image26.png
PG2/ E1 FORM

NA

T research actity may nclude sensiive, embarTassing or Upseting 0pics (e-0_sexual aciviy
crug use) or issues likel to disclose information requiring further action (eg.criminal actvi),give:
3 | detailsof the procedures to dealwiththese issues, incucing any supporladvice (e.0 hefpine.

numbers)to b offered to partcipants. Note that vinere applicable, consent procedures should
make i dear tht f something potentall oractualy lega s discovered in the course of a project,
it may need o be disclosed o the proper authores

NA

Risks o the invesfigator
4| For example: personal health & safety, physical harm, emotional distress, sk of accusation of
harmimpropriety. conflict of interest

Risk fo the investigator. it you il igate ok s e vesigar

‘There is no risk to the investigator NA

5 [ Universityinsttutional isks
For example- adverse publicy. inancial loss, data protection

Risk to the Universiy. ot you il igate ok s e Unvereny

There s no fisk to the University. NA

< Emironmertai ks
o ettt silag ofpollterts, damage o oca ecasstoms

Risk to the environment. vt you vl igatata sk o Snvronment

‘There is no risk to the Environment. NA

Disclosure and Barring Service

17 The research actvity Involves children of vulnerable adulls, a Disclosure
and Barring Service (DBS) certficate must be obtained before any YES | NO | NA
contact with such partcipants

7 | Does your research require you to hold a current DBS Certfcate? o| =8| o

TTYES, please give the cerlficate number_If the certiicate number is not
8 | auailable please write “Pending’.in this case any ethical approval wil be
subject o providing the appropriate cerficate number

SECTION I: Feedback, Consent and Confidentiality

T Feedback
What de-briefing and feedback wil be provided to participants, hovs will this be done and when?

De-briefing wil be stated at the end of the questionnaire, and results o study can be provided upon
request and information obtained from the survey vl e deleted afer research has been carried
out

Apri Approval Form
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2 [ Informed consent
Describe the arrangements to inform potental participants, before providing consent, o what s
involved in partcipating. Describe the amangements for pariicipants {o provide ful consent before:
data collection begins. If gaining consent i this way s inappropriate, expiain how consent il be
obtained and recorded in accordance with prevailing data proteciion legisation

Consent will be recorded via the questionnaire — with assumed consent given if persons choose to
take part

3 Confidentialty / Anonymity.
Set out how anonymity of partcipants and confidentiaity will be ensured i any outputs. If
anonymity is not being offered. explain why this is the case.

Not taking confidential information — this has also been explained in the research briefing (survey).

SECTION J: Data Protection and Storage

Does the research activty involve personal data (as defined by the General

Data Protection Reguiation 2016 “GDPR" and the Data Protection Act 2018 YES | NO

“DPAY?

“Personal Gata” means any informalion relaling [0 an idenified or ideniiiable

natural person (data subject). An identifiable natural persor is one who can

be identiied, irectly or indirectly,in particuiar by reference to an identiier

1| such as a name, an identifcation number, location data, an onine identiferor | & m
o one or more factors specific to the physical, physiological, genetic, mentl,

economic, cytyral or social identity of that natural person_ Any video or audio

recordings of partcipants s considered o be personal data.

1 YES, provide a description of the data and explain why this data needs to be collected:

Does it involve special category data (as defined by the GDPR)? YEs | NO

“Special category data” means sensiive personsl data consisting of Iormaton as.

to the dsta subjects —

(o) raci)or i orgin,

6) polical opinons,

(c) religous beliefs or other beliefs of a simir nsturs,

3. | (a) membership of a trade union (withinthe mesning ofthe Trade Union and Labour o m
Relatons (Consoliaton) Act 1992),

() hysicalor mertat heshh or condition,

0 sexua e,

(g) genetis,

() blometn dsta (a5 used for 1D purposss)

11 YES, provide a description of the special category data and explain why this data needs fo be

collected

'Will data from the research activity (collected Gafa, drafis of the thesis, or | YES | NO
materials for publication) be stored in any of the following ways?

5 | Manual fles ie.in paper form)? o =
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6 | niversity computers? o =
7_| Private company computers? o B
8 | Home or other personal computers? & o
9| Laptop computers! CDs/ Portable disk-drives/ memory sticks? o =
10 | “Cloud storage or websites? o =
11 | Oher—speciy o =
For all stored data, explain the measures in place to ensure the security of the data collected, data
12 | confidentialty, including defails of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:
Data Protection
Will the research activity involve any of the following actiities ves | no
13 | Electronic ransfer of data i any form? s =
14 | Sharing of data with others at the University outside of the immediate fesearch | =
team?
15 | Sharing of data with other organisations? o =
16 | Export of data outside the UK or importing of data from ouside the UK? o ®
47 | Use of personal addresses, postcodes, faxes, emais or telephone numbers? | ®
18 | Publication of data that might allow identification of individuals? o =
19 | Use of data management system? o =
20 | Data archiving? o =
1 YES to any question, please provide full details, explaining how this will be conducted in
21 | accordance with the GDPR and Data Protection Act (2018) (and any intemational equivalents,
wihere appropriate):
‘The rdesearch will be carried out via an oniine survey form, of which the results il be deleted after
the research is completed.
22 | Listall who will have access to the data generated by the research activity
NA
23 | Lst who vl have control of, and act a5 CUSIOGiaN(s) for, Gata generated by the research aciviy.
NA
Give detals of data storage arrangements, INCuding Security Measures in piace 1o pratect the data,
24 | where data will e stored, how long for, and in what form. Will data be archived — f 5o how and if

not why nat,
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hitps /iresearchdata.uwisd.ac uk/ ). If so please explain. (Most refevant to academic staff)

NA

Confim that you have read the UV/TSD guidance on ata managemen (se
itpsuuny visd ac uidlbran esearch-ate management)

Confirm that you are aware that you need to keep all data until after your
27 | research has completed of the end of your funding s B

2 YEs | =
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SECTION K: Declaration

“The information wihich I have provided i correct and compiete fo the best of my knowledge. | nave.
attempted to identy any risks and fssues related 1o the research acivity and acknowledge my
obligations and the rights of the participants.

In submitting this application | hereby confirm that | undertake to ensure that the above named
research actviy vill meet the Universit's Research Ethics and Integrity Code of Practice which is
published on the website” htps /Awnw uvsd ac uldresearchiresearch-ethics/

Date:
1 | Signature of applicant: | SHARON BUSH 0110212024
For STUDENT Submissions:
2 | Directoror Date:
Studies/Supervisor
3 | signature:
For STAFF Submissions:
4 | Academic Director/ Assistant Date:
Dean:
5| signature:

‘Checkist: Please complete the checkist below 1o ensure that you have completed the form according to the.
quidelines and attached any required documentation:

1 have read the guidance notes supplied before completing the form.

1 have completed ALL RELEVANT sections of the form in fll

1 confitm that the research activty has received approval in principle

CREICAE

1 have attached a copy of finalinterim approval from external organisation (where appropriate)

)

I have attached a fullisk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT

| understand that tis my responsibilty to ensure that the ahove named research activity wil meet
the University's Research Ethics and Integrity Code of Pracice.

| understand that before commencing data colection all documents aimed at respondents
(including information sheets, consent forms, questionnares, inferview schedules efc.) must be

confimed by the DoS/Supervisor, module tuor or Academic Director

RESEARCH STUDENTS ONLY
Once complete, submit this form via the MLSD. Doctoral College Portal at (hfips:/imyisd.uwisd. ac uk).

RESEARCH STAFF ONLY
All communications relating to tis application during its processing must be in witing and emailed to
Daresearch@uwdsd.ac uk, with the it Ethical Approval followed by your name.

'STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submi s form
(and receive the outcome) via systems explained to you by the supevisorimodule leader

2 PG2 Ethical

pproval Form
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