The research survey sought to address the final objective of evaluating any variance in importance of factors relating to organisational commitment between age generations. It separated respondents into age categories of under 26, 26 to 40, and over 40, reflective of this. It then proceeded to separate feedback, support, cohesiveness, and involvement in decisions into categories. Feedback was further divided into feedback from Sergeant and feedback from higher ranks, and cohesiveness was divided into personal and professional relationships. Each category featured a question to evaluate its importance to the respondent, out of 5, and then a question to identify how it would impact on the relevant components of organisational commitment, per Mowday, Steers and Porter’s (1979) definition. 

The survey was sent to 95 response police officers, with 33 respondents, indicating a 35% response rate. Of the respondents, 30% were under 26, 61% were 26 to 40, and 9% were over 40. Table 1 summarises the findings of the questions relating to the importance of each category to respondents. 

	Category
	Under 26
	26 to 40
	Over 40
	Weighted Average

	Feedback from Sergeants
	4.5
	4.4
	4.67
	4.45

	Feedback from Higher Ranks
	4.2
	4
	4.67
	4.12

	Support
	4.7
	4.65
	5
	4.7

	Team Cohesiveness (Personal)
	4.6
	4.8
	4.67
	4.73

	Team Cohesiveness (Professional)
	4.9
	4.7
	5
	4.79

	Involvement in Decision-making
	4.4
	4.65
	4.67
	4.58

	(Table 1)



Within feedback from Sergeants, a variation of 0.27 was observed across the age categories. 80% of the under 26 category stated that feedback from their Sergeant would motivate them to work harder, and create a strong desire to stay in the police, with 75% of the 26 to 40 category agreeing that it would motivate them to work harder. 100% of the over 40 grouping stated that feedback from their sergeant would motivate them to work harder. One member of the 26 to 40 category commented that it would allow them to “grow confidence”, with another adding that it would “help mitigate any doubts”. A member of the under 26 category added that it would provide them with “confidence that I am doing okay”.

Regarding feedback from higher ranks, the variation increased to 0.67. Interestingly, motivation to work harder remained the same within the 26 to 40 and over 40 categories, however dropped to 70% for the under 26 group. There was also a drop in importance within the under 26 and 26 to 40 categories. One member of the under 26 group commented that this would “improve confidence”, whilst another noted that it would highlight that higher ranks had “seen the good work and not only when we do stuff wrong”. A member of the 26 to 40 category responded by adding that it shows that management “do care about various roles in force and recognition of good work”.

Mahmoud et al. (2021) noted that millennials exhibited introjected motivation, with a core element of avoiding punishment, and generation Z are “put off” by criticism. Similarly, Williams and Sondhi (2022) explain that younger officers have a reduced ability to receive criticism, and need to feel valued in the workplace. Positive feedback from both Sergeants and higher ranks may address these concerns by creating a desirable working environment in which criticism and punishment are minimal, offering explanation for the high level of importance to them observed in these reults. Further, younger generations rely heavily on praise (Williams and Sondhi, 2022; Bielinska-Dusa, 2022), and so it is perhaps unsurprising that both younger generations valued feedback with high importance. Mahmoud et al. (2021) explain that generation X value public recognition, which may account for why their affiliation to feedback from higher ranks remains constant with that of Sergeants, as this recognition is welcomed in any form.

The variance within support across the age categories was 0.35. Within the under 26 category, 80% felt that having support would help them to understand the goals of the organisation and feel part of this, with one respondent commenting that it “helps me develop and become better”. This aligns with the finding of Mahmoud et al. (2021) that generation Z require more direction and structure at work. Moreover, 75% of the 26 to 40 group agreed that support at work would motivate them to work harder. Gabrielova and Buchko (2021) highlight that millennials need to build self-esteem, which Mahmoud et al. (2021) attributes to introjected motivation. Therefore, it can be deduced that support within the workplace may be important as it can facilitate this, by offering guidance to young officers and addressing any needs that they may develop.

Bielinska-Dusa (2022) highlighted that social gatherings are more important to younger generations, however all generations value working in a well-coordinated team. This is reflected in this research, as professional and personal team cohesion were the highest categories in terms of importance and featured the lowest variance of only 0.2 and 0.13 respectively. They also had the most significant impact upon respondents wishing to stay in the organisation, particularly within the younger generations. Table 2 summarises these results.

	Category
	Under 26
	26 to 40
	Over 40

	Personal Relationships creating willingness to stay
	90%
	80%
	67%

	Professional Relationships creating willingness to stay
	90%
	75%
	67%

	(Table 2)



Mahmoud et al. (2021) explained that generation Z dislike conflict in the workplace, and so it is perhaps unsurprising that having both a good personal and professional relationship would greatly influence their willingness to remain part of the organisation. One member of this group raised that this created a “good support system”. Similarly, a member of the 26 to 40 category commented that “having a good team makes coming to work a lot better”. An interesting finding was that whilst cohesion was valued by the over 40 category, it did not have a significant impact on any of the elements of organisational commitment.

With regard to involvement in decision-making, there was a variance of 0.27 in importance across the age groups. Williams and Sondhi (2022) highlighted that millennials in particular need to feel valued in the workplace. This value may come from feeling heard within the organisation, which is reflected in the response of one member of the 26 to 40 category who voiced “anything that involves me personally I want a say in it”. However, the findings within this survey suggest that being involved in decision-making is important to all age groups, with a member of the under 26 category stating it “makes it seem like our opinions are listened to”. Nevertheless, the under 26 group had the lowest comparative value for importance of decision-making, suggesting that they are still reliant on structure and direction as noted by Mahmoud et al. (2021).


