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UNDERGRADUATE DISSERTATION
RESEARCH PROPOSAL FORM



 
Please complete the following research proposal and submit it to Turnitin. 

Which project option are you taking? Please tick:

8,000 word project:  (X)    


	NAME: Jack STERIO

	STUDENT ID No.: 2124731

	DRAFT RESEARCH TITLE QUESTION: Stress relations and work/life balance in policing.
INTRODUCTION:
There are a vast number of stress related sicknesses in various police forces due to a number of factors. The workload officers have and the demand on the police is massively effecting officers’ work/life balance. I believe that this area is worthy of a dissertation as there needs to be a better understanding of the stress and work/life balance officers have and the techniques that can be used to cope with everyday life. 
There are different methods suggested for coping with stress however, due to the types of incidents front line police officers deal with, there are different types of stress such as PTSD. The research will be justified as it needs to support my proposal and any findings that come to light. Prior to conducting this dissertation, I read an article stating that there are more officers going off on the sick with stress than ever before, and there are vary little coping methods for PTSD for police officers. 




	SUMMARY OF RESEARCH OBJECTIVES: 
The key objectives to this dissertation will be:

[bookmark: _Hlk183094431]Too see if there is an increased number of PTSD related sicknesses. 

To see if officers feel they have a good work/life balance

To see if there are sufficient coping methods available for officers suffering with stress. 




	LITERATURE REVIEW:
I will be using a number of different platforms to gather information including, journals, articles, and government reports.
These reports will help to provide accurate data for this dissertation.



	SUMMARY OF RESEARCH –SURVEY METHOD: 
Looking at present data for stress related sickness in police officer will give a good indication on the current issues. looking at the different types of stress will be key in identifying the best coping strategies. 
Looking into the pressures and demand on the police force will help show the complexities of having a steady work/life balance. 



	SUMMARY OF SAMPLING FRAMEWORK: 
For my research I will be putting together a questionnaire based around stress levels in front line policing, along with how officers find the work/life balance. 

A sample of some of the questions will be:

· Do you feel there is sufficient resources to help cope with stress
· Do you feel you have a good work/life balance. 
· Do you still feel stressed on rest days due to work.



	ETHICAL ISSUES:
There are no ethical issues regarding this dissertation.  

	TIME SCALE:
I hope to complete this dissertation by 02/25. . 
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1.2 - Literature review
The literature review chapter aims to provide detail and analysis from sources of literature. This detail and analysis can help provide the research that will be put into the topic of how working in the police as a front-line officer has an effect on the work life balance, and the stress it put onto life with a young family. This chapter will gather information from a wide range of different sources, including internet research sources, journals and articles. By looking at the data gathered on the stress on young families when a member works for the police, and the effect that working in front line policing has on a persons work life balance, this review will look to discover if the techniques suggested for people who don’t work for the police have the same effect for those who do.
The review will look at data, including statistical data on how stress is affecting policing in both England and Wales, and the techniques that can be used to challenge stress. It will also investigate the work life balance of persons with young families who work in the police, and the difficulties surrounding the demand from front line policing on a person and the commitments they need to make.  This review will also analyse the number of officers leaving the police due to stress being put on them as a result of the job. 
1.3 Stress in front line policing
Data shows that approximately 57% of police personnel in the United Kingdom suffer with stress. The results indicate that the rate of police employee absences due to psychological disorders, trauma, and stress has almost doubled to 8.82% during the last ten years. Additionally, this study discovered that 39% of people who take their initial leave of absence from work because of mental illness also take additional leaves of absence at future times (Oxford Academic, 2021).
In the UK, being a front-line police officer is a stressful job that is impacted by a number of organisational pressures. These can include public scrutiny, and operational demands. Officers face a great deal of stress due to the particulars of their job, which frequently include exposure to traumatic events, high-risk incidents, and irregular hours. This essay looks at the different types of stress that front-line police officers in the UK face and considers ways to lessen those stresses.
The ongoing exposure of front-line police personnel to potentially traumatic incidents is one of the main causes of stress. Police personnel deal with violent, fatal, and seriously injured people in situations all the time. Numerous psychological problems, such as post-traumatic stress disorder (PTSD), anxiety, and depression, can result from this recurrent exposure. Research indicates that compared to the general population, police officers are more likely to develop PTSD. The number of officers who may encounter PTSD symptoms at some point in their employment at 20% (Green, 2020). The psychological effects of these encounters are increased by the expectation placed on police to remain professional and composed, no matter how this may affect them personally.
The daily demands on front line policing operations impose a great deal of pressure on top of trauma-related stress. Front-line officers frequently put in long, demanding workdays, including weekends and night shifts, which can interfere with sleep cycles and cause chronic exhaustion. Both physical and mental tiredness can be brought on by the physical demands of the work as well as the necessity of maintaining continual awareness and making quick decisions under difficult circumstances, these problems are made worse by the growing workload and staffing shortages in many police departments, which leaves officers with less time for relaxation and recuperation (College of Policing, 2019).
For police officers in the UK, additional stress comes from changing community relations and public scrutiny. The public's view of the police has grown in recent years, in part because of high-profile cases and more general social problems such worries about racial profiling and the use of force. Due to the widespread recording and sharing of police acts on social media, which occasionally sparks public protest and heavy media scrutiny, this scrutiny has increased with the growth of social media. Officer stress and anxiety may increase as a result of this continuous feeling of being watched all the time. Furthermore, it can be difficult for law enforcement officials to uphold good community relations while also upholding the law; they must strike a balance between toughness and understanding and empathy (Home Office, 2021).
Pressures from the police department's organisational structure also significantly contribute to stress. A work atmosphere where officers feel underappreciated and unsupported can be brought about by bureaucratic procedures, performance goals, and the need to produce outcomes. Stress can also be increased by the culture of certain police departments, where getting treatment for mental health problems is frequently frowned upon. This may make it more difficult for officers to seek out support services or to acknowledge that they are experiencing stress (Police Federation, 2018).
A diversified strategy is needed to address the stress that front-line police officers endure. First, police departments need to provide better mental health support. This entails making counselling services accessible, raising public understanding of mental health issues, and cultivating a welcoming environment that empowers officers to ask for assistance without worrying about being stigmatised. Promising initiatives in this area include peer support programs, which allow officers to exchange experiences and provide one another with support (Houdmont et al, 2020).
Second, it's imperative to address staffing and workload concerns. The physical and psychological toll of the job can be lessened by making sure that police departments have an appropriate number of employees and that officers' workloads are reasonable. This could entail hiring more police, putting in place more effective work procedures, and making sure shift patterns provide enough time for rest and recuperation.
Attention also needs to be paid to enhancing community relations and managing public criticism. Officers can negotiate difficult community contacts more skilfully if they participate in training programs that emphasise de-escalation tactics, cultural competence, and effective communication. Some of the constraints brought on by public scrutiny can also be reduced by fostering trust with communities via consistent engagement and transparency (HMICFRS, 2020).
Lastly, the organisational culture of police units needs to be addressed. This entails creating an atmosphere where officers prioritise mental health and feel supported and respected. In order to do this, top officers must provide an example of supportive behaviour and show a dedication to the well-being of their subordinates.
The stress that comes with being a front-line police officer in the UK is a complex problem that has its roots in the demands of the job, public scrutiny, and organisational dynamics. A comprehensive strategy involving community participation, workload management, mental health care, and cultural shifts among police forces is needed to address this stress. These actions can be taken to improve the supporting environment for front-line cops, which will assist them in stress management and the efficient performance of their vital duties.

1.4 Reasons for stress.
There are different variants of stress that officers suffer with in front line policing. This is due to a number of factors including work loads and traumatic experiences at incidents. There are 2444 police officers in the UK altogether, 89% of whom worked in high-risk environments. Among police officers working in high-risk locations, there is a 3% incidence of PTSD and 2% prevalence of complex PTSD. It was shown that the likelihood of complex PTSD, but not PTSD, increased with more work stress and less management support. The risk for both PTSD and complex PTSD increased in proportion to a higher personal trauma history (Occupational Medicine, 2021). Many incidents that officers attend have the tendency to be traumatic. 
However, police officer’s workloads can differ, and officers with a higher workload tend to have higher stress levels. Separate analyses of pertinent stress and strain data were conducted for police officers assigned to high and low workloads. The sources of stress and strain varied significantly between these groups of officers. The low workload officer's interpersonal relationships with peers, the community, and particularly supervisors seem to be the main sources of stress and strain for them. Effects on self-evaluation seem to act as a mediating factor for these challenges. Stress-inducing events in their lives generally, as well as the duties of being a patrol officer and dealing with crime and related issues, seem to be the main causes of stress and strain among police with heavy workloads (Behavioural Medicine, 1989). From the data, it shows that officers with higher work have tendencies to have more stress related sickness. 

1.5 Stress with work life balance. 
For each individual, a healthy work-life balance will entail something different. Ensuring a sense of fulfilment and contentment in both work and leisure domains is more important than evenly allocating your time between them. It might be in a healthy balance (Mental Health Foundation, 2021). According to the college of policing, any work schedule that is modified to meet the needs of both the company and the employee is considered flexible working, and its goal is to improve work-life balance. For any purpose, whether to pursue more education or training, or to support their "work-life balance," employees are entitled to a flexible work schedule. The statutory rights of an individual are unaffected by this. It is legal to ask to work flexibly, even though it is not legal to work a flexible schedule. All roles should accept applications for flexible working patterns unless the role has been objectively shown to be inappropriate for flexible working.

Stress related to juggling work and life is a widespread problem in modern society that affects workers in a variety of industries and areas. The equilibrium that a person requires between the amount of time they devote to work and other facets of their lives, such their family, social activities, and personal interests, is known as work-life balance. Striking this balance has become more challenging due to the blurring of boundaries between work and home life, which has been made worse by technological improvements. For instance, the rise in remote work, while flexible, frequently breeds the expectation of continuous availability, infringing on personal time and raising stress levels (Wang et al., 2021). As they are always connected, workers can find it difficult to take a break from their jobs, which could result in burnout and worse mental health. 

Nearly 60% of workers said that their jobs are a major cause of stress, and over a third acknowledged that they often feel uncomfortable or stressed out at work, according to an American Psychological Association (APA) research (APA, 2020). In addition, the need to succeed in a competitive job market might result in longer workdays, which can strain interpersonal connections even more and leave less time for leisure and self-care (Henderson, 2022). Employers have begun to apply a variety of techniques to counteract the negative consequences that a poor work-life balance has on employee retention and productivity. These consist of telecommuting choices, employee wellness initiatives, and flexible work schedules. 

However, managerial techniques and organisational culture frequently place limits on how effective these strategies can be. For example, even if a business offers flexible hours, the benefits could not materialise if presenteeism is the norm or if the workload is still too heavy. (Kossek et al., 2011). Furthermore, gender is a major factor in work-life balance stress, with women frequently experiencing a disproportionate amount of load as a result of societal expectations and caring obligations (OECD, 2021). In dual-income households, women tend to devote more time to household chores than men do, even though they work comparable hours in paid jobs (Bianchi & Milkie, 2010). This gender gap is especially noticeable in these settings. These difficulties were brought to light by the COVID-19 epidemic, as many people found it difficult to balance distant employment with other family obligations and homeschooling, which increased stress and anxiety (Carnevale & Hatak, 2020). Going forward, managing the stress associated with work-life balance calls for a multidimensional strategy that incorporates organisational assistance, regulatory modifications, and cultural transformations. Enacting laws that support work-life balance, such as required paid time off and work-hour caps, is one important way that governments may play a crucial role. Work-life balance needs to be promoted in organisations and modelled by executives, who should also make it a core part of the business culture. Employees themselves must also set boundaries to safeguard their personal time and speak out for their own demands (Greenhaus & Allen, 2011). 

Ultimately, achieving a healthy work-life balance is crucial for the well-being of employees and the overall productivity and sustainability of organizations. Balancing professional and personal life is not merely an individual concern but a collective societal challenge that requires concerted efforts from all stakeholders.


1.6 Conclusion:

Because of the demand, police officers face an especially high level of stress when it comes to establishing a work-life balance. Because of the demanding nature of police employment, which includes exposure to traumatic incidents, irregular and long workdays, and high demanding decision-making, it can be very difficult to maintain a healthy balance between work and home life. The lines between work and home can be blurred by the ongoing need to be alert and prepared for incidents, which can result in chronic stress and burnout (Green, 2020).

This imbalance has a variety of effects on police officers' physical and mental well-being. Psychologically, police officers are more likely to suffer from anxiety, depression, and post-traumatic stress disorder (PTSD). This is made worse by the stigma associated with getting help in the community. The physical demands of the work can result in weariness, disturbed sleep, and other health problems linked to stress. These stressors have a cumulative effect that lowers officers' performance and well-being, which may have an impact on public safety and the efficiency of law enforcement (Houdmont et al, 2020).

Police officers face a great deal of stress due to organisational issues like performance targets, bureaucratic pressures, and understaffing. Officers may feel overworked and devalued at work as a result of these pressures, which makes it harder for them to strike a balance between their personal and professional obligations. Officers must manage the expectations and perceptions of the communities they serve while navigating public scrutiny and community relations, which can be particularly challenging given that they are frequently observed by the media and social media (Home Office, 2021).

A comprehensive strategy that includes social awareness of the difficulties faced by police personnel, organisational reform, and individual support is needed to address these problems. To help police with the psychological demands of their profession, better mental health care—including access to counselling and peer support programs—is crucial (Houdmont et al., 2020). Some of the operational stressors can be reduced by organisational changes such as improved personnel, acceptable workloads, and flexible work schedules (College of Policing, 2019). De-escalation, cultural competency, and communication training programs help improve community relations and lessen the stress that comes with interacting with people in public (HMICFRS, 2020).

Additionally, it is critical to cultivate an organisational culture that values officers' well-being and is helpful. This calls for policies that support officers in seeking assistance without fear of repercussions and leadership that exemplifies and encourages good work-life balance practices. It is feasible to establish a more sustainable and supportive environment for police officers, allowing them to carry out their essential responsibilities efficiently while maintaining their health and well-being, by addressing the complex nature of stress and work-life balance in policing. In the end, it is crucial for the communities that police officers serve and protect as well as for the officers themselves to ensure the welfare of these professionals.











Chapter 3 – Methodology 
3.0 – Introduction 
In the last chapter of the dissertation I look at the already existing information available regarding the lino between stress and front line policing. It also gave an incite into the work/life balance issues that come with front line policing which is ultimately objective one. This chapter of the dissertation looks to achieve objective two which is: To identify the most suitable research approach required to appropriately conduct the research project and the topic of stress in front line policing. 
Research is the methodical use of scientific methods to examine a specific issue or research subject, and to build an increased awareness and knowledge of that specific subject (QuestionPro, 2018). There are two main types of research typically used when looking for data, these are primary and secondary research. Research involving the collecting of original data relevant to a certain subject is referred to as primary research. Instead of depending on material found in databases and other publications, the researcher collects data directly from sources when conducting primary research (Research.com, 2024). Where by secondary research is the summarisation or synthesis of data and literature that has been arranged and published by others, whereas primary research entails the researcher's direct engagement. Researchers utilise and examine data from primary research sources when conducting secondary research (Research.com, 2024). There is plenty of information regarding the projects title, however primary research will be used to assist in answering the projects question. This chapter will be used to state the methodology being used and to give more information and understanding of the research process. 
3.1 – Research strategy 
In this project the researcher considered the ethical issues and implications that the data collection could have on the participants. The researcher submitted a proposal and a approved ethics from the University of Wales Trinity Saint Davide (UWTSD) which was signed off by the lecture before any research took place. In doing so this has protected the researcher as a current serving police officer, the participants and the university. There is always a potential of doing harm when conducting research, even if that harm isn't the intention. Establishing ethical guidelines and research proposal guarantees that there are rules for carrying out research to guarantee that it won't cause bodily or psychological harm to individuals (Libquides, 2023).
Confidentiality was ensured when conducting the research. No names, or other personal date was requested from the researcher. participants are more likely to answer questions honestly in an anonymous survey, anonymity leads to better data. Also, anonymity leads to more data because the assurance of anonymity can increase response rates (Diversity Atlas, 2023).
Participants to the research were given information prior to answering the questions that it would be an anonymous survey, and that no personal data would be shared with anyone other than the researcher. 
The survey included 14 questions based on stress and work/life balance when on response policing. The survey would take approximately 5 minutes to complete. Each question was a closed question with either a yes/no option, or on other occasions a -3 years/ +3 years option. Closed questions are designed to gather numerical data. They provide the respondent with a small number of options. Because quantitative data is simpler to analyse than qualitative data, they are often used (Smart Survey, 2022). An example of some of the questions in the survey are “Is response policing stressful?”, “Do you have a good work/life balance?” and “How often do you get cancelled to work each month?”. 
The researcher posted the form onto their team mobile phone group and specifically stated that it was to be filled out by current serving response police officers. Given the various different lengths of service, age and gender, it opted for a more diverse response aiding the overall research findings. 
The survey was voluntary and any participant that did not wish to complete the survey could withdraw or refuse to answer at any time. 
South Wales Police occupational health unit were also contacted to provide further information surrounding the availability of support methods regarding stress at work. Advice was provided to the researcher on specific pages available to police staff, as well as after care of officers who have been involved with a serious incident that could potentially leave lasting mental health problems.  

3.2 – Data Collection
The researcher collected data from current servicing response police officers by using Google Forms. Each participant in the survey was assured that their knowledge and understanding was confirmed in regards to the data being used and collected. Each participant was given the guarantee that anonymity would be upheld as the survey did not require any personal or additional information from the participant, this included names, dates of birth, and given it was for current serving response police officers, the participants collar numbers. Additionally to this, to ensure that there were no data breaches, the participants information that was obtained, was kept on an encrypted laptop with only the researcher knowing the password. A breach of GDPR is any security event in which unauthorised parties gain access to private or sensitive data such as bank account numbers, medical records, and other personal information as well as corporate data, customer records, intellectual property, and financial information (IBM, 2024). 

3.3 -Data Analysis 
The thorough process of examining, cleaning, converting, and modelling data in order to find relevant information, make inferences, and aid in decision-making is known as data analysis. Interpreting data from diverse sources in a variety of forms is a complex process that involves a number of approaches and strategies (DataCamp.com, 2023). The information gathered from the participants will be broken down and analysed to provide evidence for the researcher’s conclusion. The data analysis will help confirm or deny if there is any connection between the already available data. The connection between the already available data, and the researchers’ findings from the participants answering the relevant questions on the survey should ultimately coincide with the research question. 


3.4 -Limitations
Due to the limitations in the overall number of responses to the survey itself, it would not be possible to do a complete analysis of the data for the whole of South Wales Police, this goes along with the nature of the survey and what it is based on. Requesting participants to complete the survey in their own time will have effects on the number of responses. A National Health Service guide to stress states that you should switch off from work and concentrate on personal time when away from work (NHS, 2024). This would show that people who are stressed may not want to answer a survey based on stress in their own free time. It also has to be taken into consideration that fact that some people might not have time to answer the survey or may rush to answer it and not read the questions fully, giving inaccurate results and findings. 

3.5 - Conclusion 
This chapter has stated and identified the most accurate and suitable means of methodology in which the data will be collected for this dissertation, and this data will help to achieve objective two of the dissertation. It has identified the issues surrounding the gathering of data and the implications that can occur. This chapter has laid out the fundamentals in keeping in line with the UWTSD ethical issues form, and the proposal for the overall dissertation. Following on from this chapter, the next dissertation chapter will look at the findings of the survey and analyse the data collected during the data collection phase of this research project. 


















Chapter 4 – Data analysis and result findings
4.0 – Introduction
The previous chapter to this one outlined the methodology and data gathering techniques for this research project. Initial data taken from wider available sources will be used, but the secondary data taken from the research using the participants answers will be shown in this chapter. The break down and analysis of the findings will help answer the following questions from the research proposal:
1. To see if there is an increased number of PTSD related sicknesses. 
2. To see if officers feel they have a good work/life balance
3. To see if there are sufficient coping methods available for officers suffering with stress. 
The next stage for the researcher was to break down the results from the survey. The survey was available to a total of twenty-one potential participants although as mentioned in the previous chapter, there was potential that not every person would answer the survey, and the survey was optional for the available participants. The survey looked at active response police officers within South Wales Police and the different experiences they had involving stress. Occupational health members were also spoken to by the researcher regarding the current coping methods used by South Wales Police, and available to its members. It was relayed that the survey was anonymous to all those who wished to participate, and that only the researcher would know any personal details. As a result, a total of fourteen responses were recorded which gave an approximate sixty-six percent response rate which is a good amount for the researcher to analyse the data. 
The response rate of participants for the survey will give the researcher the data required to compare with the initial findings and will allow for the proposed questions to be answered.
4.1 Data Analysis
Data analysis is the break down, organising and compiling of large amounts of data that has been gathered and then looks at the any regular themes or patterns within the data which is then made simpler and easier to understand. The analysis of this data is then put towards to overall research question to see if it potentially answers it. The analysis of the data throughout this chapter will help answer the questions put forward in the research proposal and determine if the question has been resolved. 
4.2 Method of Analysis
In order for the data to be analysed it was important that the researcher broke down the findings in a manner that was easy to understand. The 14 participants who answered all the questions using Google Forms, meaning that with each question that had a response there was a pie chart with the percentage of the findings. These findings showed a majority of participants all feeling the same way with regards to work related stress, and work/life balance. 




4.3 – Results
The results from the survey will be shown in pie chart form and will present an indication to the reader of the overall feeling active front line police officers have regarding stress. The 14 participants make up one – hundred percent of the pie chart. 
Figure 1.0
[image: Forms response chart. Question title: Does SWP provide coping methods for stress?. Number of responses: 14 responses.]
As shown above, the majority of participants believe that South Wales Police do not provide officers with adequate coping methods for stress. 
Figure 1.1
[image: Forms response chart. Question title: Do you feel you have a good work/life balance?. Number of responses: 14 responses.]
The results from this question are more equal than the previous question, but still have a negative result in regards to work/life balance. 




Figure 1.2
[image: Forms response chart. Question title: Is Response policing stressful?. Number of responses: 14 responses.]
The overall majority of participants believe that response policing is stressful. 
Figure 1.3
[image: Forms response chart. Question title: Are you happy working on response?. Number of responses: 14 responses.]
Despite the majority of participants answering the previous question on the conclusion that response policing is stressful. It is clear from this data that most participants are happy working on response. 
4.4 – Result Findings
As shown in Figure 1.0 most participants felt they do not have good coping methods provided to them by South Wales Police. It is possible however to find a handout of coping methods to do with stress and South Wales Police internal intranet system. Despite this, there is still clear feelings that not enough is being done to aid front line police officers with coping methods. 

Figure 1.1 shows that there is a closer balance between the participants in the feelings or their work/life balance. There are a number of different factors that could possibly affect this answer, as some participants may not have children or could possibly have older children who are less dependant on the parents. Some participants may also enjoy work more than others and are happy to be in work. 
The results from Figure 1.2, it clearly show an overall majority bias towards response policing being stressful. Although there was one participant who selected that response policing was not stressful, this could be partially to do with the limitations spoken about in the previous chapter where the question has not been read correctly, or possibly that this particular participant in the survey simply does not find response policing stressful in the slightest. 
In Figure 1.3 it is a follow-on question from Figure 1.2 and shows that despite the majority of participants finding response policing stressful, it is still where most of the participants are happy working. This could be down to the feeling of being part of a team, or possibly that the participants enjoy the type of work that comes with response policing and the rewards that they receive following an incident. 
The results and findings gathered to give the data will be spoken about more in depth in the final conclusion chapter later on in this dissertation. 

Regarding the question:
1. To see if there is an increased number of PTSD related sicknesses. 
A less personal question was asked in the survey as there was a potential for participants not wanting to answer a question related to Post Traumatic Stress Disorder (PTSD) as it could possibly bring up some sort of memory of an incident that they did not wish to remember. This is in line with the approved ethics form the researcher filled out, stating that they did not wish to affect any participants physical or mental health. This was a choice made by the researcher when producing the survey questions. 
A more generic question was asked about participants experiencing stress related work whilst off duty as shown below. 
Figure 1.4
[image: Forms response chart. Question title: Do you stress about work while off duty?. Number of responses: 14 responses.]
Figure 1.4 shows again a more equal balance of answers from the participants. However, it still shows that a higher percentage of participants in the survey stress about work related issues whilst off duty. This sort of issue could be reflected from Figure 1.1 regarding participants work/life balance. 

4.5 – Conclusion 
The information and findings of the data in this chapter has been successfully presented. A brief overview of the findings has been provided, but a more detailed and in depth look at the results will be given in the next chapter. The overall goal of the dissertation was explained in the literature review. The next and final chapter of the dissertation will look at comparing the findings from the already available information, the data gathered from the survey and the questions set out at the start of the dissertation and will link all three together. A summary of the evidence will be explained, and any potential recommendations and implications looked at. The final chapter will also look at answering the following questions in more detail now that there is more data available. 
1. To see if there is an increased number of PTSD related sicknesses. 
2. To see if officers feel they have a good work/life balance
3. To see if there are sufficient coping methods available for officers suffering with stress. 

4.6 – Conclusion 

Introduction
The previous chapters in this dissertation have outlined the already available information with online sources along with the results from the survey sent out to current serving front line police officers. This conclusion chapter will look at the findings from the survey in greater detail and further data analysis will be conducted. It will also look at the research proposal to see if the overall goal has been reached. 
The findings from the survey have been briefly analysed in the previous chapter, however a combination of the findings and the available online information will be used to fully answer the proposed questions from the research proposal. 

Figure 1.0:
[image: Forms response chart. Question title: Does SWP provide coping methods for stress?. Number of responses: 14 responses.]
This figure, as shown in the data analysis chapter gives a percentage from the number of participants from the survey on if South Wales Police (SWP) provide coping methods for stress. It shows that 21.4% of participants out of 14 overall responses don’t believe that SWP provide coping methods for stress. However, on SWP intranet there is a dedicated page to wellbeing with multiple different links, hints and tips on how to cope with stress. 
The Health and Safety Executive states, employers are required by law to conduct risk assessments and take appropriate action to protect employees from workplace stress. Similar to how you evaluate other work-related health and safety hazards, you should evaluate the risk of stress and its effects on mental and physical illness (HSE, 2019). This is why SWP have a legal obligation to provide its employees, for example front line response officers with the correct means and methods for dealing with stress in the workplace. Despite this Figure 1 would lead readers to believe that SWP is failing in providing adequate aid to its employees.

Figure 1.0 leads on to Figure 1.2 which looks at the results from a question in the survey ‘is response policing stressful?’. 

[image: Forms response chart. Question title: Is Response policing stressful?. Number of responses: 14 responses.]
As shown above, Figure 1.2 clearly shows the outcome that the majority of the participants believed that responding policing is stressful. In 2019 the Police Federation conducted a survey with various police forces in the United Kingdom and found that during the past 12 months, 79% of front-line officers report experiencing stress and anxiety, and 94% of those officers claim their jobs caused or exacerbated these issues (Police Federation, 2019). Following on from this of those surveyed, 43.9% said they considered their jobs to be very or extremely stressful. This is more than the percentage discovered in the 2016 Demand, Capacity and Welfare Survey results (38.6%), and it is nearly three times more than the percentage recorded in the general population by the HSE in 2010 (15%) and the Scottish Health Survey in 2017 (16%) (Police Federation,2019). 
This shows that there is a connection between front line police officers and stress. This can be affected by recent changes in police force numbers across the United Kingdom, which has led to a reduction in officers across the board. As a result of the government's ongoing efforts to reduce the number of officers, we currently have over 22,000 fewer police than we did in 2010. A service that is overworked and staffed by officers who are traumatised and under stress is the sad legacy of austerity. However, Westminster residents continuously deny the existence of the issue and take no action to address it (Police Federation,2019). The researcher has found that a lower number of officers working has led to an increase in stress within front line officers. 

Despite the clear findings regarding stress in front line policing, and the connection between stress and the number of officers working Figure 1.3 shows that officers are happy working on the front line.
[image: Forms response chart. Question title: Are you happy working on response?. Number of responses: 14 responses.]
Above is Figure 1.3, a result from the survey which asked the question ‘Are you happy working on response?’. The results show that almost three quarters of respondents are happy working on response. Comparing this to Figure 1.2 indicates that despite the high levels of stress, people are happy to carry on working under such stressful conditions. As the Police Federation the unrelenting exposure to trauma, the rush of adrenaline police officer’s get when responding to a violent call, even when they’ve just had to sit with a family to inform them that a loved one has passed away, the conflicting emotions that come and go when handling complicated situations, having to make life-saving decisions in an instant, and having to take someone's liberty when making an arrest has a cost (Police Federation, 2023). More officers are using self-medication as a coping mechanism, and on top of this are the stresses of home life, for which there is little respite as leave days are cancelled due to low officer numbers (Police Federation, 2023). It is no surprise that there is a sharp increase in mental illness and the ensuing sick leave. However, police officers continue to perform this work like no other every day (Police Federation, 2023). This could be the reason why so many of the response to the survey are happy working the response policing role. 

Looking at Figure 1.0, Figure 1.2 and Figure 1.3 it shows that the participants are happy to work in response policing despite it being a stressful role with in the SWP organisation and other organisations throughout the United Kingdom, and that most of the participants didn’t believe that SWP provided appropriate coping methods to deal with the stresses of work life. This relates to the already available data to back up the findings from the survey. There were however some participants in the survey who felt differently from other participants and believed there were coping methods available from SWP regard to stress, didn’t wish to remain on response policing and did not find it stressful. These participants did not make up the majority however which answered the question:
3. To see if there are sufficient coping methods available for officers suffering with stress.
The results showed from the participants that the majority did not feel there were coping methods from SWP provided to them. However, after speaking to Ryan David From occupational health, advices was given and stated that after any serious incident which can include a traumatic incident, an incident where an officer has nearly lost their life or witnessed another officer nearly lose their life. An incident where an officer is personally affected by the event as well as other types of incidents which are deemed serious, a Post Incident Procedure (PIP) is conducted. The PIP occurs almost immediately after the incident has been dealt with and each person is in the correct place of care whether that means hospital or custody.  Included in the PIP is the Basic Command Unit commander, superintendent, a member of the Police Federation and a special crimes officer. These people come together with the officers involved in the incident to gather information regarding it, and to give advice to the officers as to what happens next. Counselling is offered to every officer involved which is called Traumer and Risk Incident Management (TRIM) which is paid for by SWP to give the involved officers a way of coping and talking about the incident they are involved in. Special leave is given to the officers involved as there is a risk that they may be unable to conduct their normal duties due to suffering from post-traumatic stress disorder (PTSD). A person's capacity to perform at work might be severely impacted by post-traumatic stress disorder (PTSD) (Our Mental Health, 2024). Chronic anxiety, hyperreactivity, fatigue, and depression are symptoms of PTSD that can affect an employee's ability to function and be productive at work. Emotional numbness, self-isolation, and trouble focussing are some of the symptoms of workplace PTSD that can make it difficult for those who are affected to do their jobs well (Our Mental Health, 2024).
Any incident that requires PIP is automatically referred to the Independent Officer for Police Conduct (IOPC). In England and Wales, the IOPC is in charge of the police complaints system and looks into the most serious cases involving police behaviour. In order for everyone to have faith and confidence in law enforcement, they also share what we have learnt about how to enhance police procedures (IOPC, 2023).
This shows that SWP are able to provide officers with counselling if they have been involved in a serious incident. This could be a reason why the participants in the survey do not believe there are suitable stress coping methods within SWP as they may not have been involved in a serious incident. 
Following on from this the researcher also asked questions to the participants regards work/life balance, as well as the participants thought on stress whilst off duty. 
Figure 1.1 is a result from the survey where the participants where asked ‘Do you feel you have a good work/life balance?’. 
[image: Forms response chart. Question title: Do you feel you have a good work/life balance?. Number of responses: 14 responses.]
Figure 1.1 shows that out of the 14 participants in the survey, over half of them felt that they did not have a good work life balance. 
Employee performance and job satisfaction are negatively impacted by occupational stress. The circumstances are associated with the notion of work/life balance, which posits that the equilibrium between an individual's personal and professional lives is also influenced by their work and home cultures (S, S.D., 2024). Being a police officer comes with a lot of stress, which has an impact on both job and personal life. The two main areas of a person's life are thought to be their family and their job. Police officers' job satisfaction is negatively impacted by high levels of stress and other unpleasant situations they encounter on the job (S, S.D., 2024). Support for work/life balance strategies inside organisations reduces the negative effects of work on employees, like how low levels of positive job elements and work support are linked to greater levels of stress and depression. Improving work/life balance, skill deployment, and employee productivity are all aided by improving work/life quality in businesses (S, S.D., 2024). This leads on to identify a connection between Figure 1.1 and Figure 1.4.
Figure 1.4 Asked the survey participants the question ‘Do you stress about work while off duty?’
[image: Forms response chart. Question title: Do you stress about work while off duty?. Number of responses: 14 responses.]
The results shown from Figure 1.4 indicate that over half the participants stress about work whilst off duty. This is a clear correlation to Figure 1.1 and builds a stronger argument regarding the link between stress, and response policing. 

4.7 Main findings
The researcher has carried out research on already available data from various online sources as well as a survey where multiple participants were asked a different variety of questions regarding the 3 main objectives of the dissertation. This data has then been analysed and the findings compared against each other to find a possible connection between the two, or to identify discrepancies in the gather data from both sources.
It has been established that there is a connection between the data available, and the data collected from the survey participants. The researcher has found that stress within front line policing is extremely high and is having an impact on individual officers personal and work lives. Despite this, there is evidence to back up the theory that despite the stress individual officers are under, most are happy to work in the response police officer role. The data collected showed that the response police officer role was appealing due to its uncertainty in the types of calls an officer can attend, as well as the overall feeling of making a difference in the community. 
The overall consensus between the data collected shows that there is a lack in coping methods given to officers regarding stress. Despite the aftercare given to officers who have been involved in a more serious incident, there seems to be a lack of stress coping methods given to officers in a general manner. Excessive workloads for the individual officers play a major factor in this as it builds stress and anxiety.  Police officers face several difficulties, including exposure to traumatic events, verbal threats, and violence at work, despite their high degree of professionalism and dedication. Workload and other pressures are also causing the mental health of police officers to deteriorate, which in turn is causing burnout (Police Federation, 2024). 
The Policing Vision 2025 stated 'by 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements' (National Police Chief Council, NPCC, 2016: p. 8).  
The NPCC suggests developing data based on worker welfare in order to address the issue of stress in frontline police officers (NPCC, 2016). Change can help to support and value those who serve in law enforcement. recognising and promoting advancements and perspectives in police stress management and well-being (NPCC, 2016). The NPCC brought attention to inconsistencies in organisations and individual viewpoints. Police personnel' well-being and stress management are impacted by the outdated management structure and policies, which are out of step with contemporary norms which extremely intricate and varied demands that front-line police personnel face today. The well-being of officers must be integrated into an organisation. Individual and organisational viewpoints must coincide, and this includes a shared definition of success and well-being (NPCC, 2016). 


4.8 Recommendations
The following recommendations are based purely on the perspectives drawn from the various discoveries and findings made whilst conducting the research project and the survey results. 
To begin, South Wales Police need to do more for officer’s stress and mental wellbeing. The results from the data collected online, and from the survey shows that there is a lack of coping strategies readily available to officers. Despite the intranet pages available to officers and the major incident after care, most officers do not feel there is enough help and care available. Whether this help is given to officers in the form of online courses, or via face-to-face meeting with councillors there needs to be more information and backing from the organisation. 
Despite the majority of response officers acknowledging that they are happy working on response, the stress levels officers are experiencing is increasing which is having a determinative effect on officer’s work/life balance and their health. Given the data collected and analysed it is clear that there needs to be more done to increase officers’ wellbeing. 
Given that the data analysed from the survey showed that ninety percent of participants stated that response policing is stressful South Wale Police must give officers more support. Not only support with health and wellbeing, but with off duty issues and support for civilian life issues such as family and financial issues. 
Drop-in sessions regarding stress and mental health should be more accessible for individuals within the police organisation. Officers who do not need to, should be able to have wellbeing drop-in sessions organised around shift patterns. 

4.9 Limitations
The biggest limitations regarding this project was that some individuals might not want to answer questions regarding their current situations involving stress and mental wellbeing. Some individuals may feel pressured into answering questions based on what other persons have already answered or what other persons believe. Another limitation regarding this research project was the number of responses for the survey. A more available survey to a wider range of response officers would have probably given a higher response rate and been able to aid in a broader array in the answers to the questions from the survey. 
A higher number of responses could result in a different conclusion to the research project and show different types of data, although this would have different factors involved such as length of service, age, attitude towards the job and others. 


5.0 Future Research
If this research project was to be carried on, then a wider range of questions regarding the subject could be asked, along with the survey being made available to a higher number of response officers to give a larger amount of data which could then be analysed further. Potentially this research project could be made available to different force areas to see how stress levels throughout the United Kingdoms police forces change. Although there is information available online there could be discrepancies if compared to more police forces. South Wales Police have a different method of policing and individual officers workloads can be considerably higher than those in different force areas, which is why this research project could give different results if reviewed by different force areas. 
5.1 Final Conclusion
Overall this research project has answered the three main questions which were proposed at the beginning of this project. 
4. To see if there is an increased number of PTSD related sicknesses. 
5. To see if officers feel they have a good work/life balance
6. To see if there are sufficient coping methods available for officers suffering with stress. 
Question one was revised and mentioned in a previous chapter and was changed to ask participants in the survey about stress and thinking of work-related stress whilst on duty. The data for this question was analysed and proved that police officers do think about work whilst off duty which has an effect on their personal life. 
Question two was answered where participants and online data show that police officers struggle with maintaining a healthy work/life balance and require more support in work life. 
Question three was mainly answered by the participants in the survey, where the majority felt that South Wales Police did not provide sufficient coping methods to do with stress related issues. Despite this, there is information readily available to officers on the internal intranet which gives advice on how to maintain good mental wellbeing. As shown in previous chapters, there is also a post incident process which is given to officers involved in serious incident which have the potential to give the individuals post-traumatic stress disorder. However some proactive tools ahead of such incidents should be made available to negate the need to seek assistance post incidents and allow officers to take control of their wellbeing with the support of South Wales Police. 
This research project has identified a link between response policing and stress, including work/life balance issues, and has provided data which can be viewed by the reader to benefit their understanding on stress in front line policing.

























Bibliography:
· Bianchi, S. M., & Milkie, M. A. (2010). Work and family research in the first decade of the 21st century. Journal of Marriage and Family, 72(3), 705-725.
· Bouchrika, I. (2024). Primary Research Vs Secondary Research: Definitions, Differences, and Examples. [online] Research.com. Available at: https://research.com/research/primary-research-vs-secondary-research [Accessed 20 Nov. 2024].
· Bowers-Joseph, N. (2023). LibGuides: Dissertations - Skills Guide: Ethics Form. [online] libguides.derby.ac.uk. Available at: https://libguides.derby.ac.uk/c.php?g=690330&p=4944392 [Accessed 20 Nov. 2024].
· Carnevale, J. B., & Hatak, I. (2020). Employee adjustment and well-being in the era of COVID-19: Implications for human resource management. Journal of Business Research, 116, 183-187.
· Cartwright, A. (2021). Validate User. [online] academic.oup.com. Available at: https://academic.oup.com/policing/article-abstract/15/2/1326/5864637?login=false.
· College of Policing (2020). Looking after your health and wellbeing. [online] College of Policing. Available at: https://www.college.police.uk/article/wellbeing-cpd-in-focus.
· College of Policing. (2019). Workforce Resilience: Supporting our People through Change.
· Crabtree, M. and Nehme, A. (2023). What is Data Analysis? An Expert Guide With Examples. [online] Datacamp.com. Available at: https://www.datacamp.com/blog/what-is-data-analysis-expert-guide [Accessed 20 Nov. 2024].
· Elliot-Davies, M. (2018). PFEW Demand, Capacity and Welfare Survey 2018 Headline Statistics December 2018.
· Fleetwood, D. (2018). What is Research- Definition, Types, Methods & Examples. [online] QuestionPro. Available at: https://www.questionpro.com/blog/what-is-research/ [Accessed 20 Nov. 2024].
· GOV.UK. (2021). Home Office Outcome Delivery Plan: 2021 to 2022. [online] Available at: https://www.gov.uk/government/publications/home-office-outcome-delivery-plan/home-office-outcome-delivery-plan-2021-to-2022.
· Green, R. (2020). PTSD in UK police officers: The role of trauma and organizational culture. Journal of Occupational Health Psychology, 25(2), 163-175.
· Green, R. (2020). PTSD in UK police officers: The role of trauma and organizational culture. Journal of Occupational Health Psychology, 25(2), 163-175.
· Greenhaus, J. H., & Allen, T. D. (2011). Work–family balance: A review and extension of the literature. Handbook of occupational health psychology, 2, 165-183.
· HALL, Q. (2023). Is Survey Anonymity Good or Bad? | Diversity Atlas. [online] diversityatlas.io. Available at: https://diversityatlas.io/is-survey-anonymity-good-or-bad/ [Accessed 20 Nov. 2024].
· Health and Safety Executive (2019). Stress at work - Stress risk assessment - HSE. [online] Hse.gov.uk. Available at: https://www.hse.gov.uk/stress/risk-assessment.htm [Accessed 20 Nov. 2024].
· Henderson, D. J. (2022). The impact of work-life balance on job satisfaction and productivity. International Journal of Human Resource Studies, 12(1), 45-60.
· His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services. (2021). State of Policing: The Annual Assessment of Policing in England and Wales 2020. [online] Available at: https://hmicfrs.justiceinspectorates.gov.uk/publications/state-of-policing-the-annual-assessment-of-policing-in-england-and-wales-2020/.
· HMICFRS. (2020). State of Policing: The Annual Assessment of Policing in England and Wales.
· Home Office. (2021). Policing for the Future: A Review of the Challenges and Opportunities.
· Houdmont, J., Elliott-Davies, M., & Donnelly, J. (2020). Peer support in UK         policing: A qualitative study. Policing and Society, 30(5), 597-612.
· Houdmont, J., Elliott-Davies, M., & Donnelly, J. (2020). Peer support in UK policing: A qualitative study. Policing and Society, 30(5), 597-612.
· IOPC (2023). About us | Independent Office for Police Conduct (IOPC). [online] www.policeconduct.gov.uk. Available at: https://www.policeconduct.gov.uk/about-us [Accessed 23 Nov. 2024].
· Job, A. (2024). A Job Like No Other. [online] Polfed.org. Available at: https://www.polfed.org/news/blogs/2023/a-job-like-no-other/ [Accessed 22 Nov. 2024].
· Kosinski, M. (2024). What Is a Data Breach? [online] IBM. Available at: https://www.ibm.com/topics/data-breach [Accessed 20 Nov. 2024].
· Kossek, E. E., Lewis, S., & Hammer, L. B. (2011). Work-life initiatives and organizational change: Overcoming mixed messages to move from the margin to the mainstream. Human Relations, 63(1), 3-19.
· Mental Health Foundation (2021). Work-life balance. [online] www.mentalhealth.org.uk. Available at: https://www.mentalhealth.org.uk/explore-mental-health/a-z-topics/work-life-balance.
· nhs.uk. (2023). Work-related stress. [online] Available at: https://www.nhs.uk/every-mind-matters/lifes-challenges/work-related-stress/#top-tips [Accessed 20 Nov. 2024].
· NPCC (2016). Police Chiefs and PCCs Set out a Vision for Policing in 2025. [online] Police.uk. Available at: https://news.npcc.police.uk/releases/police-chiefs-and-pccs-set-out-a-vision-for-policing-in-2025 [Accessed 25 Nov. 2024].
· Police Federation (2019). Government must face facts - extreme stress in policing is real. [online] www.polfed.org. Available at: https://www.polfed.org/news/latest-news/2019/government-must-face-facts-extreme-stress-in-policing-is-real/ [Accessed 20 Nov. 2024].
· Police Federation (2024). Challenges faced by police demand urgent attention and reform. [online] www.polfed.org. Available at: https://www.polfed.org/news/latest-news/2024/challenges-faced-by-police-demand-urgent-attention-and-reform/ [Accessed 23 Nov. 2024].
· S, S.D. (2024). A conceptual framework for the work–life balance of police officers: a post-COVID-19 perspective. Cogent Business & Management, 11(1). doi:https://doi.org/10.1080/23311975.2024.2304429.
· SmartSurvey (2022). Closed Questions Explained. [online] SmartSurvey. Available at: https://www.smartsurvey.co.uk/articles/closed-questions [Accessed 20 Nov. 2024].
· Steel, C., Tehrani, N., Lewis, G. and Billings, J. (2021). Risk factors for complex posttraumatic stress disorder in UK police. Occupational Medicine, 71(8). doi:https://doi.org/10.1093/occmed/kqab114.
· Stotland, E. and Pendleton, M. (1989). Workload, Stress, and Strain among Police Officers. Behavioral Medicine, 15(1), pp.5–17. doi:https://doi.org/10.1080/08964289.1989.9935146.
· Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). Achieving effective remote working during the COVID-19 pandemic: A work design perspective. Applied Psychology, 70(1), 16-59.
· Work (2024). Our Mental Health. [online] Our Mental Health. Available at: https://www.ourmental.health/trauma/navigating-the-workplace-with-post-traumatic-stress-disorder [Accessed 22 Nov. 2024].

2

image3.png
Does SWP provide coping methods for stress?
14 responses

@ Yes
® No





image4.png
Do you feel you have a good work/life balance?
14 responses

@ Yes
® No





image5.png
Is Response policing stressful?
14 responses

@ Yes
® No

_ )





image6.png
Are you happy working on response?
14 responses

@ Yes
® No





image7.png
Do you stress about work while off duty?
14 responses

@ Yes
® No





image1.png
PRIFYSGOL CYMRU
Y Drindod Dewi Sant

UNIVERSITY OF WALES
\ Trinity Saint David

SWANSEA - ABERTAWE





image2.png
PRIFYSGOL CYMRU

Y Drindod Dewi Sant
UNIVERSITY OF WALES
Trinity Saint David

SWANSEA - ABERTAWE




