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1. Executive Summary
The report presents a critical evaluation of the impact the ‘Make Work Pay’ plan Labour proposes, will have on South Wales Police (SWP). The introduction offers a critique of the PESTLE framework, assessing its strengths and limitations in detecting external influences that directly impact organisational strategies.
The report evaluates how Labour’s ‘Make Work Pay’ plan will affect South Wales Police legally, politically, and sociologically. Rising mental health concerns have prompted Labour to strengthen workplace wellbeing initiatives, aligning with Generation Z’s priorities. The political party has outlined their vision to “Take back our streets” by ‘tackling discrimination, inequality, and poor law enforcement’ through the implementation of the Neighbourhood Policing Guarantor. SWP will need to be mindful of the potential changes to employment law with the Make Work Pay plan outlining that, if passed, employees will have the right to claim unfair dismissal from day one. 
These developments will require significant changes to SWP, and recommendations have been provided to enable effective preparation for future human resource strategies. SWP will be required to reform policies and procedures in line with legal changes the bill may impose, to reduce the risk of litigation that may impact public trust and confidence. The investment of a Wellbeing Team to develop mental health initiatives will enable SWP to gain a competitive edge for recruitment and help retain employees’ long term by prioritising both physical and mental health. The identity of neighbourhood policing needs to be reformed with a clear career pathway to attract and retain individuals into such roles. This will enable SWP to achieve Labour’s aim to and strengthen public confidence.


2. Introduction
Organisations operate within an increasingly complex environment, shaped by several external influences, that directly impact operational efficiency, decision making and strategic planning (Zaurez & Shah, 2025). It is therefore vital that businesses understand these drivers to mitigate risks, identify opportunities and align strategic priorities with external realities to ensure long-term success (Buye, 2021). 
One widely used strategic framework for analysing and monitoring the macro-environmental factors affecting organisational performance is the PESTLE analysis, an extended version of the PEST analysis. PESTLE is an acronym which represents the political, economic, sociological, technological, legal and environmental factors currently influencing organisations (Battista, 2023). The implementation of the PESTLE analysis affords organisation the ability for early identification of external risks which in turn can aid the development of preventative strategies to alleviate potential threats (Olayiwola et al, 2025). In addition to this, the PESTLE analysis allows organisations to capitalise on emerging opportunities, shifting current strategies and decision making, leading to an increased competitive position in the business landscape (Heubel, 2024). 
Despite its strength in assessing threats from an ever-evolving business environment, the successful delivery of a thorough PESTLE analysis requires organisations to dedicate significant time and resources due to the wealth of components being assessed (Graver, 2025). Consequently, this could result in a failure to acknowledge the most vital factors currently impacting organisational effectiveness, hindering workforce planning and decision-making (Anderson, 2025). Further to this, the PESTLE framework overlooks internal dynamics within organisations and only considers each factor in isolation, limiting overall utility. It is suggested that the SWOT analysis, standing for Strengths, Weaknesses, Opportunities and Threats, may be a more versatile strategic tool to utilise for organisational planning due to its ability to assess competitive positioning more holistically. The SWOT analysis incorporates both internal strengths within an organisation’s control and external factors, giving a more comprehensive assessment of the business landscape. This contrasts with the PESTLE analysis which is solely limited to the assessment of external factors impacting organisations, restricting strategic depth (Haan,2023).
It can be strongly suggested that integrating PESTLE and SWOT gives organisations a more holistic basis for business strategies (Dutta, 2025). Morita et al (2023) concluded that the application of both strategic tools enabled the public sector health board to identify and evaluate new AI technology, resulting in more effective policymaking. Therefore, the amalgamation of these tools will provide comprehensive insight into the internal capabilities and external threats, enabling organisations to evaluate strengths, address weaknesses and identify opportunities more effectively, directly strengthening competitive positioning and decision-making. 
3. Sociological Factor
The UK is currently experiencing a significant increase in mental health, with over 1 billion individuals globally living with these conditions (World Health Organisation,2025). In 2024, it was reported that 30% of employees suffered from work-related stress, driven predominately by increased workloads, burnout and an unsustainable work life balance (Jones, 2024). Labour’s ‘Make Work Pay’ plan is designed to improve workplace standards and wellbeing, forming part of a broader effort to champion fair, supportive employment practices (UK Government, 2025). This will be delivered through the introduction of key initiatives such as flexible working from day one, the promotion of a healthy work-life balance and the implementation of new measures that reflect the growing awareness of mental health (Woodford, 2024). 
SWP is undergoing a demographic shift, with 56% of its current workforce now made up of Gen Z employees (SWP,2025a). By 2030 this group is forecast to represent 75% of the global workforce (Deloitte, 2025; Manansala,2025). Research shows that the ‘Make Work Pay’ initiatives closely align with Gen Z’s workplace expectations, which prioritise work-life balance, job flexibility, and a strong culture of mental wellbeing (Mishra & Awasthi,2025). Sivasubramaniam (2025) concluded that 60% of Gen Z professionals place the same level of importance on company-led initiatives as on their salary. Considering these trends, SWP should consider embedding key elements of the Labour’s proposals alongside its existing wellbeing programmes to help the organisation attract the emerging Gen Z workforce, thus impacting its competitive edge. 
Persistent challenges exist within the police forces across the UK due to the longstanding ‘macho culture’, which acts as a major obstacle in seeking help (Santre, 2024; Grupe, 2023). In 2024/25 sickness absence rose to 65,300 hours lost for police officers and staff, with 45.9% of these sickness hours being attributed to mental health (SWP,2025b). During this period, 574 employees were referred to Occupational Health as a direct result of psychological conditions, a 77% rise since April 2022 (SWP,2025c). Police employees highlight that major contributors to such absences can be attributed to repeated exposure to critical incidents, burnout, high workloads, and poor work-life balance (Porter & Gavin, 2024). Whilst it can be argued that that these exposures have always been present, employees are no longer tolerating these pressures due to societal changes. Evidence from police staff suggests that speaking openly about mental health struggles can carry stigma, leading to feelings of shame among colleagues (Bell et al., 2021; Porter & Lee, 2024). In addition to this, individuals fear that opening up will impact perceptions on their fitness for role, in turn negatively affecting career progression and promotional opportunities (Edwards & Kotera, 2020). In line with the ‘Make Work Pay’ initiative, it is paramount that SWP HR work to build a culture where employees are encouraged to seek support and line managers are provided with the necessary tools to offer help. 
High levels of mental health related absences disrupt service quality and organisational effectiveness. SWP strategies have historically focused on physical health, overlooking the importance of the mental wellbeing of employees, which is central to the Gen Z workforce values (SWP, 2025a). In today’s competitive landscape, adopting sustainable and inclusive workplace practices that prioritise both physical and mental health will contribute to increased employee engagement, resilience and productivity, reducing the risk of burn-out and long-term absences (Chang, 2024). This in turn will improve retention, mitigate the high cost of recruitment and training cycles and support the long-term sustainability of police employees (Hilal & Litsey, 2020). This will be key for SWP to achieve their core mission in keeping the communities they serve safe from violence and crime.
As well as implementing increased awareness of mental health initiatives, Labour aims to make flexible working the default from day one (UK Government, 2025). These changes are unlikely to have a major impact on Police Staff at SWP, where flexible working arrangements have been in place since the COVID-19 pandemic. This approach has already contributed to SWP’s reputation as an attractive employer. Notably, 70% of Police Staff identify as women, many of whom value the flexibility and wellbeing benefits these policies support (SWP, 2025d; Wright, 2025). This divide, however, has created a two-tier workforce, with frontline roles at a disadvantage (Partridge, 2025; Jackson, 2025). These roles often require long shifts and unpredictable hours, which has subsequently led to high levels of anxiety, depression and burnout, contributing to increased turnover (Charman & Bennett, 2021). Whilst on the surface the proposed flexible working initiative is likely to benefit the organisation, as it will mitigate stress, fatigue and support a healthy work-life balance, SWP will need to carefully consider how implementation will be achieved in such roles (Charman & Tyson, 2024).This is due to the detrimental impact this could have on operational efficiencies, as frontline roles require 24/7 availability. Consequently, this will pose challenges for SWP, who will be competing against organisations with the ability to grant such requests, reducing the attraction for critical roles in the future. These sociological shifts will directly shape SWP’s strategic decision-making, influence its ability to attract and retain talent (particularly within Gen Z), and have long-term implications for organisational sustainability and operational effectiveness.
4. Political Factor 
Police forces in the UK are influenced by government directives, public accountability and self-governed operations. Under the previous conservative government, police funding was cut by 18% and there was a strong emphasis on increasing the visibility of “bobbies on the beat” to tackle crime (Tolhurst, 2019). This shift reprioritised resources away from neighbourhood policing, which declined by 55%, and the representation of Police Community Support Officers (PCSOs) dropped to fewer than 5,000 (Home Office, 2016a). This period saw a series of widely publicised scandals, including the Sarah Everard murder, and major incidents, such as the London Bridge attack. This contributed to a marked decline in public trust and confidence in national policing, alongside reduced community engagement (Casey, 2023; Hobbs & Brown, 2023; Bradford, 2024).
The new Labour government has sought to capitalise on these shortcomings, with the Home Secretary outlining plans for major policing reforms. A revised vision, set out in the manifesto for policing and the criminal justice system, pledges to “Take back our streets” by ‘tackling discrimination, inequality, and poor law enforcement’ (Labour Government, 2024). To support delivery, Labour has introduced the Neighbourhood Policing Guarantee across England and Wales, committing increased budgets to expand the presence of PCSOs and Special Constables by 2029 (Home Office, 2025b). As part of this initiative, Neighbourhood Grant funding for SWP has risen to £4,521,781, requiring the alignment of operational and strategic decisions with government priorities (SWP, 2025g; Home Office, 2025c).  These adjustments will significantly impact all aspects of the SWP HR employee lifecycle, where recruitment, retention, training and workforce management will become critical for the successful delivery.
Historically, neighbourhood policing has not been regarded as a long‑term career option, resulting in the reluctance of officers choosing this pathway (National Policing Chief Council, 2025). Research highlights that the position of a neighbourhood policing officer has not yet gained a ‘specialist’ status, often leading to the role being used as a stepping stone in one’s career (Higgins, 2018). This in turn could negatively impact the communities police forces serve, as frequent changeover of officers leads to a lack of continuity, which is essential for building relationships within neighbourhoods. For SWP to meet the new Labour Pledge, neighbourhood policing roles require significant reform from HR to attract and retain high quality offices who are committed to this role long-term. This would lead to increased community engagement helping to tackle crimes, discrimination and inequality in line with the current political landscape.
Successful policing relies on strong community trust, which the Neighbourhood Policing Guarantee seeks to strengthen through visibility, interaction and ownership (Signori et al., 2023). The Independent Office for Police Conduct (IOPC) highlights that ‘failure to tackle crime’ and ‘lack of presence’ are the leading causes of negative perceptions of policing (IOPC, 2024). Official government research concluded that relationships between communities and their local neighbourhood officers — such as recognising officers on duty by name or appearance — are strong indicators of increased public confidence (Merry et al., 2012). Effective implementation of the Neighbourhood Policing Guarantee could therefore reverse current trends, leading to trust, fairness and a stronger understanding of policing practices, aligned with the ‘Make Work Pay’ initiates. This positive engagement may in turn give communities more confidence in reporting crimes, instilling higher levels of trust in SWP. Stronger community connections would also help the force attract a broader range of applicants, building a workforce that better reflects the communities it serves and enhancing the reputation of the force.
Despite this positive advancement to Neighbourhood Policing, if poorly managed SWP could be exposed to political risks and heightened scrutiny, discrediting the force’s reputation (Colover & Quinton, 2008). To secure government funding and achieve the manifesto’s aims, the force will need to make effective decisions regarding operational resourcing, fully considering the effects this will have on individuals in the affected roles. Evidence shows that neighbourhood policing is most effective when officers and staff are chosen due to their genuine interest to participate in the role (Longstaff et al., 2015). Intentional deployment risks drawing police officers away from specialist positions, which could weaken other areas of the force, strain resources and lower morale. As a result, SWP will need to consider which roles can be transitioned, ensuring that operational effectiveness is maintained while meeting the requirements of the Neighbourhood Policing Guarantee. This places the organisation under considerable pressure to demonstrate genuine reform and deliver visible improvements in ethical standards, community participation and overall presence. The political landscape therefore directly impacts SWP’s strategic and operational decision-making, determines how competitive the force is in attracting and retaining officers, and significantly influences its long-term sustainability through community trust and government funding outcomes. 
5. Legal Factor
The Employments Rights Act 1996 currently requires that employees have worked with their employer for two continuous years to bring a claim for unfair dismissal, albeit such claims are permitted within such qualifying period in specific circumstances (Employment Right Act1996, c.18).  Labour’s ‘Make Work Pay’ plan proposes granting employees the right to claim unfair dismissal from the first day of employment (Corden & Wright, 2025; Gilchrist, 2025). In October 2025, the House of Lords proposed reducing the qualifying period from two years to six months (Mayne, 2025). Whilst employees will still be subject to a probationary period, the proposed change would reduce employers’ rights during that period (McCall, 2025). This is a significant change to UK employment law if it receives royal assent. This change is expected in 2027, requiring SWP HR to prepare for substantial adjustments to their current practices (Ashford, 2025). Whilst this reform will affect the 2886 SWP Police staff governed by standard UK employment law, SWP Police officers remain unaffected due to their distinct legal status as Crown servants (SWP, 2025e). 
The Make Work Pay plan also proposes introducing a statutory probation period, termed the ‘initial period of employment, expected to range between three and nine months, with regulations to define its duration and conditions (Hopkins, 2024). This will provide additional rights for employees that are not currently available, resulting in SWP adopting a more streamlined approach to disciplinary procedures handled under a ‘lighter touch’ framework (CIPD, 2025; Corlett, 2025). Consequently, SWP HR professionals must review internal policies and processes in line with legislative changes, ensuring fairness and transparency whilst supporting line managers to feel confident in delivering the changes (Patel, 2025). Probationary periods have, in some cases, led to inconsistent management, with a recent study revealing that 64.4% of employees do not feel their managers are confident in providing feedback, and only 35.4% of employees feel their line managers are confident in handling under-performance (Nagandiram, 2025). SWP HR will need to ensure that line managers understand the legal consequences if the ‘initial period of employment’ is not effectively implemented. Failure to follow procedures may lead to a costly influx of employment tribunals, with claims averaging from £5000 - £20,000 and additional operational disruption due to preparation requirements (Morris, 2025). Such breaches may result in long-term reputational damage for the organisation. It is therefore critical that line managers demonstrate that reasonable steps have been taken to appraise performance and ensure any decision to dismiss is based on an informed assessment of the employee’s suitability. 
It is more important than ever for SWP to ensure the right candidate is selected at the outset, as the successful implementation of this legislation will make dismissals significantly more difficult to enact (Huttley, 2025; Gracie, 2025). To support this, HR may need to broaden its approach through the enhancement of pre-employment screening, asking more probing questions at interview, and conducting more thorough background checks to ensure candidates can demonstrate the experience and behaviours they claim. However, this must not disadvantage candidates from diverse backgrounds or those considered ‘high risk’ due to limited employment history (Cominetti, 2025). SWP will need to remain vigilant and regularly review its external recruitment practices to avoid inadvertently increasing the risk of discrimination claims while seeking to reduce the likelihood of unfair dismissal. Further to this, studies have shown that Gen Z places significant importance on environmental, social, and governance (ESG) credentials when considering employment opportunities (Gray, 2025). A Bupa study revealed that one-third of Gen Z individuals would decline a job offer from a company with poor ESG credentials (Webber, 2023). These findings highlight the growing trend among Gen Z who prefer employers that demonstrate fairness in their practices, further emphasising the importance of these values for attracting and retaining talent. 
Research has suggested that ethnic minority staff and officers can be disproportionately affected by misconduct and disciplinary procedures within UK Police Forces (Wunsch et al., 2016). The Casey Review into the Metropolitan Police Service found that Black personnel faced an 81% greater chance of misconduct allegations compared to white colleagues (Casey, 2023). Findings from Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (2022) raised ongoing concerns about the consistency and fairness of employment and disciplinary procedures affecting ethnic minority staff. The introduction of day-one protection against unfair dismissal could send a strong message of inclusion and security, reassuring prospective candidates from underrepresented backgrounds that SWP is committed to fair treatment from the outset, which may increase attraction to the force. SWP is already committed to achieving a workforce reflecting the diversity community it serves (SWP, 2025a). Despite ongoing initiatives to address inclusion and inequality, attracting, recruiting and retaining ethnically diverse candidates to reflect the demographic constitution of our communities remains a challenge. Currently, only 2.2% of police employees identify as part of Black, Asian and Minority Ethnic (BAME) groups (SWP, 2025f). The changes introduced by the Employment Rights Act may provide further reassurance to prospective employees regarding job security, supporting the force’s ambitions in this area, noting that SWP is the second police force nationally to achieve the National Equality Standards in terms of developing inclusive workplaces. These legal changes will require SWP to adjust decision-making around recruitment, probation and performance management, directly influencing the organisation’s competitiveness as an employer and its long-term sustainability through reduced legal risk and improved fairness.

6. Conclusion: 
The report highlights the significant impact that Labour’s proposed Make Work Pay Bill, if passed, will have on SWP from a legal, sociological and political perspective. SWP HR will need to be mindful of the upcoming changes to remain proactive and competitive in the strategic development of the organisation. 
Mental health absences are continuing to rise across the UK. The new Gen Z workforce is placing greater importance on workplaces that support wellbeing and flexible working while existing cultural barriers continue to persist within organisations. Although SWP offer mental health initiatives, continued investment must continue for growth in this area, to remain competitive in attracting and retaining employees.
The evolving legal landscape of unfair dismissal will have a significant impact on SWP if it receives royal assent. These changes will increase rights for employees during probationary periods, leading to SWP HR having to strengthen policies and procedures to mitigate legal repercussions. Consequently, these employment changes could have a positive impact in attracting employees who value fairness.  
The Make Work Pay plan places high focus on police forces to ‘take back our streets’ leading to reduced crime, discrimination and poor law enforcement. SWP will need to be mindful of the current perceptions of neighbourhood policing roles, with a reform needed. If implemented effectively, the Neighbourhood Policing Guarantor scheme could enhance trust and confidence within the communities that SWP serve, enhancing its reputation as an employer. 


7. Recommendations: 
1. It is recommended that the organisation better understand the causes of poor mental health to proactively minimise the impact absences are currently having. To carry this out successfully, SWP HR could look to create a ‘Mental Health and Wellbeing Team’ in conjunction with stakeholder feedback to understand how this team should be defined as. It can be suggested that the team consist of the following: 

X1 Senior Wellbeing Advisor at PO3 scale with an annual salary of £47,046 - £50,949 (SWP,2025h).
X2 Wellbeing Advisors at 6/SO1 scale with an annual salary of £33,603 - £39,276 (SWP,2025h).
= Total cost: £114,252 - £129,501 annually (SWP,2025h). 

Although this will be a costly implementation for the force, long-term sustainability will be seen through reduced mental health absences, which is currently costing the organisation 233,703 hours lost annually and impact service delivery as individuals in key roles are lost (SWP, 2025b). The report highlights that the Gen Z workforce place high value on organisations with a strong wellbeing culture, and the implementation of a Wellbeing Team could be a crucial initiative in attracting the younger workforce into the organisation, whilst also demonstrating increased commitment to current employees’ mental wellbeing.

2. With the forthcoming changes to unfair dismissal legislation, it is critical that a comprehensive audit is undertaken of staff contracts, probation frameworks and current policies and procedures, in conjunction with Legal Services, to reflect employment law reforms. Once completed, SWP HR must conduct in-depth training sessions to upskill line managers across the force who will be responsible for carrying out such procedures, preventing legal and operational exposure. HR would need to facilitate a two-hour input into the ‘first line leaders’ quarterly sessions with indicative costs as follows: 
X1 HR Representative (PO3) - £60 (hourly rate). (SWP,2025h).
X 30 Average Line Manager Police Staff - £45 (hourly rate). (SWP,2025h).
= £1410 (SWP,2025h).
There will be financial implications for SWP to implement training sessions; however, failure to do so could result in increased employments tribunals for the force, which are both costly and time consuming.  If these claims are successful, further financial penalties could be incurred. Operational impacts may also arise, including staff absences and disruption caused by ongoing litigation, directly affecting the availability of key resources and placing additional pressure on SWP to secure alternative cover. Non-financial consequences may also occur, such as reduced employee confidence, challenges in retention and reputational harm. This could negatively impact SWP, leading to increased scrutiny and affecting the long-term sustainability and attractiveness of the force.
3. It is recommended that SWP develop a clear career pathway and professional identity that defines the skills, competencies and development requirements for Neighbourhood Policing roles. Although the pathway wouldn’t require external spend, SWP would need to allocate internal staff time to map competencies and consult with neighbourhood policing subject matter experts. A defined pathway will improve workforce planning and retention, as neighbourhood policing has historically struggled with long-term career commitment. This helps SWP make better strategic resourcing decisions and strengthens competitive positioning in line with political expectations. Once this has been completed, SWP should undertake biannual ‘Targeted Recruitment’ campaigns, on the weekend, across South Wales with indicative costs as follows: 
X2 HR Recruitment Advisors – £240 (hourly rate, double time) (SWP,2025h). 
X2 Neighbourhood Policing Officers - £280 (hourly rate, double time) (SWP,2025i). 
= £520 per event ((SWP,2025i; SWP,2025h).
This approach would not only entice individuals into the role but also help strengthen community trust, improve visibility and enhance the organisation’s reputation, all of which contribute directly to strategic competitiveness and future sustainability.
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