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Abstract 
This research examines the widespread issues of mental health within police officers in Gwent Police, exploring the key stressors and factors that directly impact officers and contribute to their poor mental wellbeing. From reviewing existing literature surrounding the topic of mental ill health among police officers and law enforcement, to analysing primary quantitative data obtained from Police officers currently serving in Gwent Police Constabulary, in the form of an anonymous questionnaire, this research seeks to clarify the multifaceted nature of mental health and where the key stressors arise, including operational, organisational, exposure to trauma and social stigmas. This research also explores the gap in available literature surrounding Police Officers entry route. By identifying key themes from Qualitative data, this research sets out to provide evidence-based recommendations to prevent unnecessary stress where avoidable, and to promote and foster an approach that can improve officer welfare, resilience and mental wellbeing.        
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Introduction
1.1) Background 
The prevalence of mental health within the UK general population is extremely high, for the period 29th September to the 23rd of October 2022, ONS (2022) found that 16% of adults reported they experience moderate to severe depressive symptoms. The prevalence of poor mental wellbeing is reflected in police officers and staff due to the physical and psychological challenges police officers face on duty. Johnson (2005) found from a study of 26 occupations that police, prison, ambulance were among the lowest scoring, identifying them as the most stressful regarding both physical and psychological well-being along with lowest job satisfaction grades. The topic of mental wellbeing and resilience has been chosen by the researcher as they have experienced the effects first hand and the effects of trauma, along with inefficient interventions and support systems in place to help manage the adverse effects trauma has. 

1.2) Objectives 
The research I will conduct will help establish the number of officers suffering with poor mental health within Gwent Police Constabulary. 
To explore the larger impact that officer poor mental health has on Gwent Police as an organisation.
To identify and categorise the stressors causing poor mental health, whether they are from the individual’s personal life, this will be done anonymously to ensure sensitive material is not shared and the source is protected, or, whether the stressors are from the role of police officer, both the role itself and organisational influences and factors.
I will aim to identify areas which need improvement and enable for recommendations to negate the negative impacts on officers’ mental wellbeing.      

1.3) Rationale 
Despite positive mental wellbeing being promoted both socially and in the work environment of the Police, along with efforts being made to eliminate the stigma that has been and is still arguably attached with mental health, figures show that more officers are now absent from work with mental health related issues. An article produced by the guardian using data obtained through the freedom of information act showed that in Scotland “Absences due to psychological disorders had nearly tripled among police staff” (Brooks, 2023) also, in the last 10 years “14 police officers and three police staff have killed themselves” (Brooks, 2023) Despite the progression in identifying and managing poor mental health, evidentially there is still massive room for improvement, identifying the causes is crucial for early intervention and minimising the impact.

1.4) Structure 
The research will be conducted by a survey which will be posted on the intranet of the Gwent police homepage for response officers to complete. I will also be reviewing other academic research and surveys that have already been conducted, this will then be compared to my findings and establish any corelation between both. 

1.5) Conclusion 
To conclude, the subject of mental health has been widely covered in many different forms, despite raising awareness socially and positive steps being taken to eliminate the social stigma attached to it, along with focus on officer resilience and trauma management, figures are in fact showing that mental health is deteriorating. This research will help identify the reasons why and ways to minimise the impact on officers and improving their welfare.


Literature review
This literature review will aim to explore the factors that contribute to police officers’ negative mental wellbeing, whether these factors are related to the role itself or organisational, along with the support systems in place currently and their effectiveness, by reviewing existing research and literature I aim to highlight areas that are main stressors and any interventions or implements that can mitigate these negative effects, thus improving officer wellbeing and resilience and overall performance as an organisation.    

2.1 Mental ill health, risk factors and its impact.   
The national institute of Health defines Mental ill health as “a health condition that changes a person thinking, feelings, or behaviour (or all three) and that causes the person distress and difficulty in functioning.” (NIH, 2007) Figures from WHO (2022) show one in eight people worldwide suffer with a mental disorder illustrating how serious and widespread mental ill health is globally. Common illnesses include anxiety, depression and post-traumatic stress disorder. Although there is no definite cause for mental ill health, there are risk factors associated that can place individuals more at risk of suffering the effects. Adverse childhood experiences (ACES) can have an adverse effect on both physical and metal health in the future, these include traumatic events and household challenges. (CDC 2023) This confirms that childhood experiences can later on impact one’s mental wellbeing and the cause may not be as easily identifiable. Mental Health Charity Mind (2017) listed other risk factors that could lead to mental ill health and they include; 
· Stress
· Trauma 
· Loneliness
· Work life balance 
· Drug or alcohol misuse 
· Bereavement 
· Long term health condition 
· Unemployment or losing as job 
Many of the listed risk factors could occur to anyone at any point and being aware and engaging in healthy coping strategies could reduce the risk of suffering adverse mental health effects. Job status and job role is another key area, some jobs are more likely to put the employee at risk of suffering with poor mental health. Habersaat, (2015) Found that Police are at increased risk of stress related psychological problems such as depression and physical illnesses such as insomnia and heart disease. In 2017 the police in the UK seen half of officers taking leave for mental health related illnesses for the last five-year period. Mental health disorders are detrimental to the organisation as they are the lead cause for long term sickness, Harvey et al, (2017) and can have severe consequences to the economy of the country as “productivity losses significantly outstripping the direct costs of care.” (WHO, 2024)         

2.2 Role of police officer and operational stressors     
The role of police officer is unique, and dynamic compared to most other professions, the college of policing (2023) outlines the core duties of police officers as protect life and property, preserve order and to prevent the commission of offences. This role inevitably requires officers to deal with conflict in often hostile and dynamic situations, responding to emergency scenarios and investigating incidents involving serious injuries, sexual offences, mental health issues and deaths, all of which are uncommon in most other professions and likely to have an adverse effect on police officers’ mental wellbeing. Policing has been identified as a hazardous and stressful occupation by many researchers (Purba & Demou, 2019, Tuckey et al, 2011, Cooper & Grimley, 1983). This has been evidenced by a nationwide survey that was conducted by a team of sociologists at the University of Cambridge called ‘The Job, The Life’ (2018) which identified almost one in five police participants in the UK have symptoms consistent with Post traumatic stress disorder (PTSD) or complex post-traumatic stress disorder. The rates of PTSD were also compared to that of the public and was measured as being almost five times as high as the general population in the UK. Not only does this impact the individual but the organisation and the reputation as ‘Officers’ poor mental wellbeing is harmful to the individual, can affect professionalism, organisational effectiveness, and public safety.’ (Purba, 2019) Police officers also “face an increased and anticipated risk of exposure to life-threatening and potentially traumatic events” (Skogstad, 2013) this highlights the level of risk officer take each day, the likelihood of attending incidents that directly put their own life at risk, it also identifies that stress is caused from waiting to attend these calls and the anticipation alone can have a negative impact on their mental wellbeing. Irizar (2021) notes that, according to the strain hypothesis of job demand-control (JDC), individuals experience the lowest wellbeing when working in a high strain job where the demand is high and ability to manage workload and deadlines is low. This is reflective in modern day policing as staffing levels are often low and general demand is always high. Over 18,000 police officers participated in ‘The Demand, Capacity and Welfare Survey 2018’ this highlighted many issues within policing in the UK, according to Elliott-Davies (2018) general demand was far too high for the number of officers working on shift and their workload was too high, alarmingly this has increased over 6% from the previous survey in 2016. According to Schaufeli (2007) Professional burnout occurs due to lack of control and continuous struggle with other people. This is often exacerbated in the police due to the lack of respect from the public due to current societal perceptions of the police. Burke (2020) notes other key stressors included high levels of public contact, lack of respect from the public and hostility. Public contact is unavoidable within the role and will always be a constant factor, public perception can however be influenced providing the police have resources and correct funding to provide a quality service to the public, which in turn can reduce hostility. The Office for National Statistics (2022) revealed almost 37,000 police officers were assaulted on duty in England and Wales for the year ending March 2021, this figure rose to approximately 41,000 in the year ending 2022 according to Sergeant Lee Johnson (2023) This shows the level of violence towards police officer is rising and will undoubtedly have a negative impact on their mental wellbeing. Police are often called to emergency calls that are not in their remit due to prolonged waiting times and the grading system of the ambulance service. Hunt (2023) noted that skilled ambulance service staff are leaving due to burnout from inadequate numbers and an unmanageable workload, labelling the service at a ‘critical tipping point’. Unlike most roles Emergency services are 24-hour services, where the shift patterns place a ‘considerable risk to social participation and health.’ (Greubel et al, 2016) this is applicable to both ambulance service and police. These calls often include members of the public suffering with their mental health when the police are not the appropriate service to deal with it. 

2.3 Organisational stressors  
Organisational stressors may appear unnecessary and unavoidable and sometimes oppressive and can be a greater stressor for frontline police officers according to Purba and Demou (2019) Ann-Marie Edwards (2020) conducted a study on to the stigma attached to mental health in policing in the UK, The findings from this study indicate that sources of psychological illness have more to do with the organisational culture and attitudes to mental health than the nature of the job itself. A study in 2007 regarding the key self-perceived stressors present in the Scottish police force were organisational stressors, including “officers' perceptions of staff shortages, inadequate resources, time pressures, lack of communication and work overload.” (Biggam, 2007) This study was carried out in Europe, North America, Africa and Asia, which will include cultural differences within the role and duties and potentially exaggerate or even minimise the impacts that are present within UK policing. The staff shortages can be linked directly to the massive budget cuts and staffing cuts in 2010, The Guardian (2019) noted this led to a 20,000-officer reduction. These cuts have seen a lot of experience leave the frontline and throughout the entire police in the UK, efforts have been made to rectify this with a massive recruitment drive in 2019 to address the current state of UK Policing known as the police uplift. However National Chair Steve Hartshorn has criticised the recruitment programme and labelled it a ‘Smokescreen’ adding “It is time policing and the safety of the public are prioritised by this Government in a meaningful way” (Hartshorn, 2023) Elliott-Davies (2018) also found from ‘The Demand, Capacity and Welfare Survey 2018’ that 69% of respondents claimed their shift had minimum staffing levels, and 27.6% stated minimum staffing levels are never or rarely met. This Is inevitably putting extra strain on the officers who are present on shift and increase the likelihood of officer burnout. Elliott-Davies (2018) also noted over half of those who participated were rarely able to use their full rest break entitlement, over 30% couldn’t take their annual leave entitlement, and over two thirds had two or more rest days cancelled, all within the last 12-month period. With staffing levels being so low, officers can’t take their entitled annual leave on the times they want which is likely for them to become demoralised and frustrated with the organisation. This can be reflected in the number of officers leaving, “leaver rate reached 9.6% in 2022/23, the highest level since at least 2007/08.” (Fright, 2023) Not only is the leaver rate hight the retention rate of new recruits appears to be concerning, Fright (2023) also found 30% of voluntary exits occur in the first year of service, 71% in the first 5 years. With dwindling numbers on shift, single crewing has become more popular and although there are many benefits including, more mobile police presence and better response times, “UK-based evidence indicates that officers that are frequently single-crewed also report higher rates of violent victimisation from the public.” (Elliott-Davies 2020) One finding from ‘The Job, The Life’ survey was that “Over half of our respondents said they had insufficient time to process incidents before being sent back out on the next call.” (Cambridge University 2018) this can reflect the lack of support from the organisation and supervisory roles, poor communication, poor interventions in place to help frontline officers manage dealing with trauma safely or indicate there is deeper cultural issues within policing regarding mental health. Burke (2020) identified other organisational stressors included Low wages, ineffective organisational structure and dealing with the criminal justice system. As previously mentioned, organisational stressors appear unavoidable and dealing with the Criminal Prosecution Service (CPS) in the UK is inevitable, the CPS (2022) is responsible for deciding which cases should be prosecuted and determines the charges this can lead to officers feeling additional stress when they have a case dismissed or a result that they believe to be too lenient. 

2.4 - Social Stigma and Coping Strategies 
Society views mental illness in a negative light and this is seen throughout workplaces too. Stigma has been described as “an attribute, behaviour, or reputation which is socially discrediting in a particular way,” (Goffman, 1963) A more recent study has concluded the term stigma is applied “when elements of labelling, stereotyping, separation, status loss, and discrimination co-occur in a power situation that allows the components of stigma to unfold.” (Link & Phelan, 2001) According to the University of Cambridge (2018) Despite two thirds of the respondents to “The Job, The Life” confirming they had a work-related mental health issue a staggering 93% reported they would go back to work as usual even if they were suffering with psychological issues such as stress and depression. This can be indicative of a culture within policing where officers are expected and even feel pressured by management to be present at work despite them potentially not being fit for work, which is set out by the College of Policing (2017) as a professional standard of behaviour that must be adhered to alongside the code of ethics, or it could be indicative that there is a stigma still attached to mental health with policing, or officers are engaging in maladaptive coping strategies instead such as increasing alcohol consumption (Syed et al, 2020) 45.1% of respondents to the PFEW Demand, Capacity and Welfare Survey 2018 agreed or strongly agreed that they are encouraged to openly talk about their wellbeing (Elliott-Davies, 2018) although this may not seem like a positive thing, this figure is 23.1% higher than two years prior, which indicates steps are being taken to eliminate the stigmatisation and culture of ‘Man up’ mentality and avoidance of trauma and mental health issue. A study conducted by Anne-Marie Edwards into the social stigma surrounding mental health within the police force in the UK identified “police culture and attitudes to mental health may contribute to the causes of psychological illness, rather than the nature of the job itself.” (Edwards, 2020) 
Edwards (2020) found that many police officers suffer in silence and resistant to seeking help due to the stigma attached, the culture of policing is one of masculinity and where one is always emotionally stable and in control, any deviance from this can be seen as a weakness. It was also found that it could hinder career progression and damage rapport with colleagues by taking sickness for mental health related issues. This study is very recent in comparison to others and is specific to policing in the UK. The only limitation found with this study was to be the sample size being smaller than they had liked. This study was conducted shortly after Covid 19 pandemic where policing changed due to demand and officers were likely to be directly impacted by the lockdown restrictions, removing potential coping strategies like holidays or breaks, going to the gym or other leisurely activities and socialising with family and friends. “The mitigation of psychological injury within policing requires that meaningful efforts be directed at challenging the cultural imperative towards emotional control and improving organization‐wide psychosocial care.” Tuckey et al (2012) 




Methodology

3.1 Introduction 
The aim of this research Is to better understand the core reasons that are causing poor mental health with police officers, the nature of the role itself has already been described by many researchers and psychologists as a highly stressful role, (Purba & Demou, 2019, Tuckey et al, 2011, Cooper & Grimley, 1983) This research is aimed at identifying the current major stressors contributing to poor mental health within police officers in Gwent police and evaluating whether or not they can be eliminated or reducing the negative impact. Ann-Marie Edwards (2020) has indicated that despite the role being stressful the issues arise from the organisational factors as opposed to the role itself. This is a recent study conducted in the UK so this may be reflected in this study. On reflecting the literature available there are many studies into mental ill health and the role of police officers, many studies are globally which will have many variants, including the role of officer itself in regard to the duties along with legislation and the law of the country itself. There appears to be a gap in literature surrounding the entry route to policing at present and Fright (2023) highlights the high level of people leaving with the first year which is cause for concern and should be explored.   

3.2 Research Strategy
The research will be broken in to two separate categories, firstly and in-depth literature review assessing available studies that have already been conducted surrounding the topic of mental health on police officers, along with their findings and recommendations, and the gaps in the literature that is available that I believe to be a driving factor for a lot of stress related issues within the role. 
Secondly, I will collect empirical data from a sample group of response officers in Gwent police by conducting an online survey. I have chosen to do an online survey for numerous reasons, most importantly the participants answering will remain anonymous to negate any ethical issues surrounding the information they disclose. By conducting an anonymous online survey participants will more likely answer truthfully, despite there being scope to discredit Gwent Police in some areas. There are other benefits to this survey being conducted online that include cost effectiveness and more importantly the speed and efficiency in obtaining the required data. I believe this will be beneficial as I will obtain up to date results and the general theme and consensus of frontline policing to the current date, along with feedback on the process in managing mental health, along with current interventions in place and their effectiveness at reducing effects of trauma and poor mental health. 

3.3 Data collection 
For this study, the data I obtain will be both primary and secondary source data. The secondary data sources are that of previous studies on relevant topics that can be attributed to this study, mainly journals and textbooks, and most importantly company reports surrounding mental health, organisational stressors, stigma, and coping strategies. The Primary data I obtain will be that through an online survey to obtain quantitative data. The link to the survey will be posted on the Intranet, visible to all people in Gwent police, this method is my preferred choice as opposed to interviews as the officers that are on opposite shifts to me will not be taken in to account when analysing the data and the time it would take to interview the volume of participants I am aiming to achieve would be far too long. I will also look to submit a freedom of information request to obtain the data regarding number of days officers in Gwent Police are absent from work due to mental health issues, along with how many officers are currently absent due to work related stress and other mental health issues. 

3.4 Data Analysis
The Majority of the data will be illustrated as graphs as it predominantly quantitative data, the figures will reflect on areas such as scales of satisfaction, ranges of experience on shift and yes or no answers for short, closed questions. To prevent this survey being leading and coercing participants in to saying set things I have provided a few open questions, these are Q17, 32, 34 and 35 where the participants can prioritise their issues, list them or go in depth as there was no word limit, with these questions as the data is more of a qualitative nature, I will highlight any immersing themes that is present within the findings. I will also highlight any corelations that occur between certain data if it appears to suggest that specific data is impacted by the result of any antecedent data.

3.4 limitations and potential problems
I feel there will likely be some limitations in my research, firstly the force I work for is small in comparison to other forces, therefore the number of people replying in comparison to other force will be a lot less. Another issue I can foresee is that the amount of people being able to complete the survey on shift will be a lot less than intended due to the overwhelming demand on shift, officers will likely struggle to participate, and those who do may not answer as in depth as possible due to these time constraints. 
This research will not portray an accurate reflection of night life economy and the impact that has on police officers in other areas such as Cardiff, the Newport officers will be the only area to likely represent this, and the issues that arise from night life economy in city areas. 

Analysis of Results
With my survey being online and being emailed to numerous supervisory staff to delegate to shift direct, the responses were an underwhelming 57.  

The first question is asking the participant how old they are, to later establish if age is an influencing factor towards poor mental health. The graph below shows the age demographic of those who replied, with the highest response was that of 25-31 years old with 21 replies, followed by 25–31-year-olds with 19 replies, there was only 1 over 46 and nobody over 51.  
[image: ] 

The second question was to establish how long the participant had worked on response policing. For this section it is counting full years served, any half years will be rounded down as its not served. Below is a table of data and pie chart reflecting results as a percentage. 

	Years served at Gwent 
	1
	2
	3
	4
	5
	6
	7
	Over 10

	# of Respondents 
	5
	9
	10
	11
	10
	5
	5
	2




The third questions were Asking participants how long they have worked on response policing for. Below is a table of data and pie chart reflecting results as a percentage. 

	Years on Response  
	<1
	1
	2
	3
	4
	5
	6
	7
	Over 10

	# of Respondents 
	2
	5
	8
	12
	10
	8
	4
	4
	4






Question 4 Is surrounding the entry route the Participants took, out of 57 people, 26 and 14 were PCDA and DEHP entry routes respectively. The remaining 17 were any other. 
[image: ] 



The following 4 questions is in relation to the above 40 who are completing academic assignments. As previously mentioned, a concerningly high number of police leave within the first year. As there is a gap in literature covering the pressures of the academic element which comes with the role of police officer, I felt it necessary and important to explore this.
Question 5 asked if they feel it makes them a better police officer. All 40 said no.
[image: ]


Question 6 asked if they would opt out if optional. All 40 said yes. 
[image: ]



Question 7 is asking how they would rate the university for contact and support. Only 5 people (12%) selected satisfied or somewhat satisfied, whereas 32 (78%) selected unsatisfied or very unsatisfied. 16 people selected N/A. 




Question 8 asked if they felt additional pressure meeting academic deadlines and maintaining healthy work life balance. 39 of the 40 applicable have said yes. 

[image: ]





Question 9 asks what area they work. The majority were Blaenau Gwent with 24 responding.
[image: ]

Question 10 was asking how they rate their relationship with their supervisor. The average rating of above average, with 38 selecting either above average or excellent, 19 for each. 
[image: ]

Question 11 is asking if they had difficulty taking annual leave when they wanted. Almost 75% said yes.  
[image: ]

They were then asked if they have issues using their annual allowance. This was lower at slightly over half said yes. 
[image: ]

Question 13 asked how experienced the most senior officer on shift was. Only 1 person responded with 1-2 years. The responses were varied and 5 to 8 years were the highest segment.   
[image: ]

Question 14 was asking how they rate the Shift pattern. Only 12 showed dissatisfaction, 20 rated it average and 25 between above average to very good. 

[image: ]
Question 15 showed that a massive 78.9% of participants do not feel like they have time to manage their workload on shift. 
[image: ]

Question 16 asked if they feel like they have a healthy work life balance. A similar figure to previous with just over 75% claiming they do not. 
[image: ]

Question 17 was an open question, for those who chose no, asking why they believe this is the case. 
Upon reviewing the answers. Many people have stated the demand and workloads are too high, resulting in working unwanted overtime, running past their working set directly impacting the rest days. A large portion have stated they are too tired from working too many hours on rest days to do anything meaningful. The most reoccurring theme was that people using rest days to complete academic studies as opposed to resting and having a social life, saying they no longer have hobbies as a result and have less contact with family and friends as a result. 



[image: ]Participants were then asked to rate their job satisfaction. The Mode average here is Somewhat satisfied. However 28 people provided dissatisfaction answers.


Question 19 asked participants to rate their Salary. 4 people believed it to be above average, 13 average, 23 below average and 17 poor. 
[image: ]


Question 20 asked how often they worked overtime. With nobody saying never, 15 for each rarely, sometimes and often, 12 people said very often. 

[image: ]


Question 21 asked have they ever been assaulted in work. 52 out of 57 participants answer yes.
[image: ]


Question 22 asked if they believe single crewed policing is safe, only one person answer yes. 
[image: ]


Participants were then asked how often they are single crewed. The most common answer here was ‘often’ with 30. 
[image: ]
The following questions are specific to Trauma experienced at work and the aftercare received. 
Question 24 asked if they had ever been exposed to a traumatic event on shift. 52 out of 57 answered yes. 
[image: ] 

Question 25 asked how they rate Gwent’s immediate response to those experiencing trauma. The most common answer was Somewhat satisfied, the answers indicated more satisfied than not.  
[image: ]

Question 26 asked if they had experienced PTSD because of work. 17 people said yes. 
[image: ]

Question 27 asked how often participants felt stressed or overwhelmed in work. 
The results show that that the majority selected often, and very often, accounting for 73.6% of respondents. 
[image: ]

The following asked if respondents you ever sought professional help to manage work related stress or trauma. Approximately 25% answered yes. 
[image: ]

Question 29 asked participants if they sought help directly through Gwent Police. Less than 20% said yes. 
[image: ] 
The participants were then asked if they felt the support for mental health in Gwent Police was effective. Almost 44% said no, 28.1% said yes, the remaining was non applicable.
[image: ]  

Question 31 asked whether participants thought there was a stigma attached to poor mental health within the role, 47 out of 57 people believe there is. 

[image: ] 

Question 32 was an open question, the self-perceived issues contributing to burnout, stress and poor mental wellbeing. The responses to this were vast, the more common themes were low staffing levels, demand being too high, unmanageable and unrealistic expectations by management, pay being too low, lack of respect from other departments in Gwent police towards response officers, University deadlines and demands, attending calls that isn’t policing matters which we are not trained in dealing with and struggling to get worked overtime payment authorised.  



Question 33 asked participants if they noticed a negative change in their mental wellbeing since joining, 91.2% said yes. 
[image: ]

Question 34 was another open question asking those who have noticed a change why they believe this to be. The same themes emerged as question 32, with more focus on poor senior management, lack of support from Gwent Police as an organisation, inability to provide a quality service to the public. 

Question 35 asked participants what changes they would like to see to improve frontline officers wellbeing. The most common themes within the responses were relating to removing the degree or making it optional, pay rise for staff, more officers and better retention, streamline paperwork to make updates faster, another department for investigating so response officers simply respond. For Management to support officers and not be scared of upsetting people who may disagree.


Findings and Conclusion
5.1 Findings 
The aim of this research was to better understand the scale of poor mental health within Gwent police on Officers, along with the stressors and main contributing factors that lead to poor mental health. From reviewing the data received by participants of the survey, it is very clear that the role itself is very demanding as 43.3% stated they felt overwhelmed and stressed often, 30.3% said very often and 10.4 said all the time, equating to 84% of those who responded. Question 32 was an open question to the self-perceived stressors that contribute to officer burnout and poor wellbeing. The reoccurring issues that were mentioned were relating to demand being too high and staffing being too low, which is also reflected in 73.7% not being able to take annual leave when they want and 50.9 struggling to take their full annual entitlement. Other factors included pay being too low, with 40 participants rating pay as poor or below average, shift pattern leaving most fatigued, despite 45 outs of 57 saying the shift was either average or better, attending calls that aren’t policing matters and the university deadlines adding to stress and eliminating participants respite in between shifts, the results also highlighted effective leadership as 38 respondents rated their relationship with their supervisor as either excellent or above average. 
91.2 % of participants stated they had been assaulted in work, this event itself can be traumatic, the same figure confirmed to have been exposed to a traumatic incident, but it is unclear if they are referring to the assault. Alarmingly the same figure 91.2% also noticed a negative change in their mental wellbeing since joining the job. However, when asked open questions regarding the negative change in participants mental wellbeing, being assaulted on duty was not a common theme amongst the data received. The themes were more in relation to not feeling supported by the organisation and the previous themes mentioned above. Despite 91.2% of participants being exposed to a traumatic incident only 30% experienced symptoms of PTSD because of work, however, 82.5% believe there is still a stigma attached to poor mental health within the police, this could have impacted the participants answer and willingness to admitting to experiencing PTSD like symptoms. 
The most concerning finding was the impact the academic element has on individuals, in the open questions it frequently came up, more so than other organisational stressors and operational stressors. The participants were asked if they felt it made them a better police officer and 40 out of 40 who are currently working towards attaining or have completed the PEQF entry route had answered no, also stating they would all opt out if optional. This indicates that they feel it no benefit to themselves or the organisation in fulfilling their role and duties. As previously noted by Purba and Demou (2019) operational stressors appear unnecessary and unavoidable, out of the 40 participants who are PEFQ, 39 felt additional pressure in meeting deadlines and maintaining a healthy work life balance due to working additional hours on academic research. Afonso (2017) noted that longer work hours has a detrimental impact on mental health by increasing levels of depression and anxiety, along with contributing to sleep disturbances.  
The age demographic of the respondents appears to be much younger than that of the average age reported as of the “31 March 2023, over half (58.9%) of all police officers were aged 40 or under” (UK Government, 2024) this research shows 87.6% of respondents were under 38 years of age. 35 participants were all 5 years or under serving on response, showing the lack of experience, and supporting some participants claims in open questions that people want to get off response police as soon as possible. 

5.2 Issues and limitations 
The issues I encountered during this research was the lack of people who responded, as many of those who had replied stated the demand was too high and they felt overwhelmed very often, it is very plausible that officers just didn’t have time on shift to complete additional work such as student surveys as they are investigating crime. This resulted in a very underwhelming number of respondents for the survey. As a result, it is difficult to use these low figures to represent the force, a much a higher figure would have been needed to reflect the force. 
Another issue I had was the timeframe for the project, I did intend to initially request a freedom of information request to reflect the number of sick days taken by officers due to work related stress, and how many officers were absent from work as a result of work related stress and mental health issues related to work, this has not been complete as the deadlines would not permit it. 

5.3 Conclusion 
From analysing the data, it is very clear to see that the role of police officer can have a detrimental effect on the individual, with 91.2% confirming they have noticed a negative change in their mental health since joining. The reasons for this can vary for everyone, however the organisational stressors appear to contribute more than the role itself. This was identified to be true in the literature review, officers have voiced their frustrations with the lack of support from the organisation, poor retention rates resulting in staff shortages, inability to take annual leave when required and having trouble in taking their full entitlement. The immediate aftercare for those exposed to trauma provided by Gwent Police was found to be very effective, with 80% of applicants feeling somewhat satisfied, satisfied or very satisfied, the ongoing support thereafter appears to be where issues arise as when asked if they felt the support for mental health in Gwent Police was effective. Almost 44% answered no. This needs to be explore further in order to establish if this is a fair reflection of the service provided as opposed to officers self-perceived views and stigma attached to seeking help itself. The most reoccurring stressor was the entry route making a degree a mandatory requirement and the negative impacts this had on participants.

5.4 Recommendations
From the data received it is evident that the expectations of a response officer are far too high within the role itself with the current demand level. With many feelings overwhelmed and demoralised as they feel they are unable to provide a quality service and investigate crime in a timely manner, and public perception of police being at an all-time low. A recommendation for this would be to restructure the model of policing in Gwent, following a model like South Wales Police, where response officers respond to calls, dealing with the initial incident and enquiries available, then ongoing investigations would be managed by a separate department, offering an improved quality service to the public, and alleviate the pressure on response to progress ongoing investigations and manage demand effectively. This would also allow officers to proactively police more and increase visibility in public, improving the public confidence and influence a reduction in crime according to Drawve, (2014) and the Routine Activity Theory (RAT) where absence of a guardian increases the likelihood of crimes occurring. 
The main stressor that was found to cause burnout and negative mental health impact was the academic element alongside the job itself. A recommendation for this area would be to remove the requirement for a degree. Alternatively, implement a route that is more of a competency-based route with a set criterion. Where officers are required to complete workbooks evidencing their knowledge and skills, where incidents they attend are reviewed frequently by qualified assessors within the organisation, along with attending performance meetings by their sergeant and assessors, highlighting areas for improvement which can be addressed by completing attachments with other departments who specialised in these fields. Not only would this new route benefit the individual by drastically reducing stress and burnout from eliminating the additional work on officer’s rest days, it would also improve individuals mental wellbeing by allowing them to improve their work life balance and provide respite between shifts. 
There would also be numerous benefits to the organisation of Gwent Police by ensuring the standard of performance is increased, by working on individual’s weaknesses. It would improve numbers at work thus making demand proportionately easier to manage, due to protected learning time being removed, saving 160 hours of additional absence per officer. It could also positively influence retention rates by seeing a significant drop in individuals leaving due to additional pressures and demand. 
Additionally, it could also prevent any future candidates, who could bring valuable skillsets to the role, being deterred due to the requirement for a degree, as mentioned the age demographic on response appears to be getting younger and this recommendation could see older people with valuable life experience joining. The College of Policing (2024) estimates it costs up to £9,250 per year for officers to attain the degree. By eliminating the degree, the money saved could be invested into the Professional Development Unit to ensure the structure is suitable to adopt and implement this change along with a suitable and long overdue pay increase for officers.
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health.

Work demand asking us to work on has never been as bad as it is. Never finish on time, the expectation to come in early to get anytl
outside of answering the radios. The drop backs to help with workload make planning things almost impossible

The challenges of the job and having to constantly work overtime ruins family time/plans outside of work, including cancelled RD's and not
being able to take time off when required, as well ss managing stress due to high work load.

Onresponse | didn't as the hours were exhausting and had little motivation or time to do anything outside of work. However since moving
0 CID the hours are not as long or unsociable 50 | am not as exhausted on rest days.

Whilst completing the PCDA | di

not have a healthy work life balance

Fel tired and unhealthy from the demands of work and shift pattern. Diet has become poor. | have felt unwell much more since being 3
response officer - sore throats, headaches, coming down with the flu etc.

unsocial hours not compatible with raising a young family
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unsocial hours not compatible with raising a young family

N/A.

N/A

Getting a healthy work balance is more challenging as | need to be concerned about university and my family lifestyle.

As 3 sergeant there is a lot of extra work that comes with the role and on average | will work an extra 10 plus hours a set in order to stay on
top on the workload

Constantly working past scheduled duty time
Too many hours

Exhausted on first rest day, have to sleep early onlast rest day; fee! like i have 2 full days in every 10 and im burnt out from the job to enjoy.
myself

The shifts constantly changing makes sleep patterns harder to manage. If the shifts were consistent across a set for example 6 days, 4 off, &
afternoons, 4 off, 6 nights, 4 off, etc then | feel that sleep pattern would be better.

My partner works full time, | do not ive with her yet. So, 1 do not get to see her a lot. | play rugby and trian on set days, | have been dropped
from my current team due to not being able to commit to training. | struggle making any time outside of work with friends and family and |
donot feel | have backing in work to allow me to take leave when best for me, due to the demand on shift, with such short staffing.

Prefer not to say

Iind myself working overtime nearly every shift
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‘What do you believe to be the issues contributing to officer burnout, stress and poor mental wellbeing in Gwent Police?

Q32
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4daysago
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5days ago

5days ago
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Answers

Low staffing and 3 lack of time to manage anything other than in coming calls 35 3 result (eg. workload), unmanageable expectations from
rank and the control room to meet deadlines for calls without them having any context of what else we have to do within a shift or at a call,
lack of respect for response officers (from rank, fcr and MOP), having to argue to get paid overtime, dealing with things that are not a police
matter, feeling unprepared (Iack of training when dealing with children, sexul offences etc).

Shifts too short. Police being exploited by other agencies and emergency services constantly. Response are.
department and the senior officers.

LACK OF NUMBERS ON SHIFT.
Workoad too high and can't progress it, demand is too high and we attend calls that aren't a policing issue which we get ties up with for the

whole shift at times. Pay is now acceptable but it's taken 5 years to get this. Initially it is extremely difficult and | had to opt out of my pension
toaffordto live

- Lack of support from senior officers - Poor understanding of impact into officers mental health difficulties

Highworkloads. Low staffing. Low levels of experienced officers on shift. Inexperienced supervisors. Inconsistent supervisor decision
making.

The university work alongside the job el
staff, none of them agree with it and it just seems so pointless. The demand of the job is high and will cause burnout eventually | have no
doubt about that, but that is the state of the job at present and | am able to accept that.

inates any social life and massively restricts family time, from speaking to senior high ranking

Police are no longer respected by the public. We get the lecture in vantage point from senior officers about how it's our job to rectify this et
they are all caught up in racists and misogynistic group chats that are made public. This s reflected in every day life for most officers with
the hostility of the public when we are simply trying to help.

Officer workload is overwhelming. The force are trying to make everything  priority rather than concentrate on the basics of policing. The
force are sending officers to calls they should not be going to i.e mental health, social services issues. Every other agency seems to be sble to
shift their workload on to police officers who then have to make decisions with inadequate training. There are not enough experienced

jents down
of policing

officers on shift to teach new officers how to manage their workloads and supervisors are not making decisions on shutting
‘which have no realistic prospect of an outcome. | believe this s all due to the fact that people so far detached from the front.
arequick to criticise and put people through drawn out processes.
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- Too much pressure on Response officers to do everything. - S
break periods/no breaks at all. - Work demand too high. No time or support to progress investigations. - No experienced officers on shift to
support new staff.

ing priorities of SMT. - University work during rest periods. - No scheduled

Unable to take annual leave to have any break from work; having to work on but fight for pay, pay being lower than it should be,little
understanding for parents who may need to leave to be home with children.

1) Poor shift pattern 2.) Lack of annual leave and availability to take that annual leave due to low numbers on shift 3 Managing workload,
this is massive. Response does not feel like response and the hub is not really working. 4.) managing DV's, bail etc. 5. Constantly working
overtime to meet expectations and demand. Thi

‘able to manage my workload effectively. Officers should be given days where they can catch up with work like the hub if they are expected
to manage victim expectations.

id not do overtime i would not be

Workload and expectations

‘Shift pattern, low pay for risk and responsibility we carry every second on shift. Offenders get nothing for assaulting officers unless it's gbh,
the fines they get will be drip fed 50p a month instead. It's a joke and sends the message it's fine to doiit.

Single crewing is dangerous as any call can turn dangerous. Having less officers on shift on big patches means you are often isolated and
that's not nice for officers to have to deal with when assistance is needed.

More competency based probation period instead of  degree that is not beneficial to anyone on shift, or Gwent police as an organisation.
Officers are always off on PLT days when the numbers on the frontline are low and it doesn't make anyone better at the role or in the
interest of the public for people to have a degree when taking 3 statement for a shoplift. There is no doubt so many people who have left
because of this who would be great police officers and many more who wouldn't even apply due toit.

The demand is so high | am never able to progress my own workload. Control room are only concerned about clearing the call log, which s
.| have unhappy victims complaining because | am
always dealing with the same individuals that get 3 slap on the wrist or NFA outcomes. | joined to make a difference but it doesni't fesl like |
am at all as most end up retracting due to length of investigation

never going to be empty, we lost focus on providing genuine victims a proper ser

The entry route of having a degree is a joke. The older staff on shift who are the far better officers do not have degrees. It causes me so much
unnecessary stress | am looking for other employment. The general demand is too much for the number of staff we have on shift. We attend
the same repeat callers and often police are the wrong service. Mental health professional help say they won't do anything yet we have to
stay with them for hours. Pay is very poor until 7 years in despite nobody staying on response that long, you stil carry the same level of
ibility yet get paid solittle. People would tolerate more of they were paid better and could afford to pay for things other than their

Understaffed, poor senior management (don't looked after response enough) lack of resources/equipment/training, extremely poor pay,
way too much pressure and expectations put on response officer which is dangerous for the officers and public they serve.

Underpaid and overworked




image41.png
6daysago

Mar31

Mar31

Mar31

Mar31

Mar31

Mar31

Mar31

Mar 30

Mar 30

Mar 30

Mar 30

High workload, low staffing levels. Stressful deadlines. No praise for good jobs however very quick to critatsie. The general public do not like
police and are often abused even by the callers themselves.

workload, constant priorities, being told what you're doing isn't g00d enough, unable to take leave when required, senior officers have no
real idea of what its like on front line policing

Too few officers on the front line and too many in unnecessary roles that do not benefit the communities we serve. This then has 3 knock on
effect by officers regularly working unplanned overtime and having high workloads. By not having enough officers on shift, the burden of
dealing with call demand is always there, which means there is rarely time to conduct and complete my own investigations. This leaves the
victim dissatisfied and many then make complaints. | then have the stress of complaints hanging over my head on top of everything else. | do
wonder why we all do this job. There is not much experience on response any more, with the average service of the most experienced
officers being around 3/4 years. This shows that officers want to get off response s soon as possible and | can't blame them

Officers are encouraged to keep working through and that numbers will get better with officers working on shift, however, the demand is
higher and with lack of officers it s difficult to put aside your own stress and poor mental health

High intensive workloads coupled with a full time degree for new probationary officer (Hence the high drop out rate). The expectation to
continue to answer calls without dedicated time for your own work. The lack of empathy and sensitivity towards officers being seen more as
an expendsable number or robot than an actusl person behind the uniform. The sense that all negatives are addressed with little to no
‘appreciation for hard work or acknowledgement of good work.

Regularly get off late, struggle to get paid overtime. Pay is low. Low numbers on shift
Traumaticincidents, late finishes, difficult to get paid for the overtime, high demand, low staffing

Huge work load and demand on shift Cancelled rest days Constantly finishing late

Three reasons. 1) Poor Managenent. 2) Ineffective Training School Module including the PDU. 3) Awful recruitment with student officers
not having the credentials or skills to be an officer. They see it as more fashionable as oppose to wanting to actually help their communities

and contribute within their teams.

High workload, not enough staff, unrealistic expectations from senior management. Treating everything as  priority which means nothing is
3 prioirty

Numbers on response shifts and not having time to manage workload

Overwhelming worklozd, not enough time to progress own workload, response officers deal with everything first and then it gets passed to
the required department (rarely), expectation on response s too much especially with call volume and demand, with limited resources. The
number of ‘boots on the ground” has improved but nowhere near enough. And the standard and calibre of people being employed to do the.
role is far below what is needed. Adding increased workload and stress to the competent officers.
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The call demand versus the staff ratio s unrealist

. This means that officers are overworked and stressed.

High demand No staff Expected to do the role of everyone i the police

Quick turn around of response officers, means shifts cannot gain experience in numbers. Officers then leave response which results ina
higher workload for other officers and having lack of experienced officers means there is no one there to offer guidance and support to
newer officers. If response numbers were stabilized, this would allow officers to have a consistent amount of numbers on shift which would
reduce the amount of stress experienced in the role.

Completing the degree whist working full time.

g
workloads are hard to manage due to poor numbers on shift, this has a direct correlation to poor mental health
- Lack of support from management (sergeants are usually helpful to the extent they can be, however no support from Bronze or above) -

Highworkloads - High call demand - OT with no choice not to on a regular basis - Trauma nts - Regular assaults from children where
they are not being dealt with. | was recently kicked in the mouth and had dental work 3s a result of this, and the child went to YOS

Expectations on officers Demand vs resources Workload and time to progress Lack of support from SMT and the force in terms of backing
us and decision making

Not given enough time to progress workload/enquiries. Constantly having to work overtime due to not enough units to relive. Not being
able to take leave and cancelled RD's, 35 well as RRD's being allocated and decided by RMU. Not enough units to share the call demand. Lack
of experience on shift and having to act up when there is no coverign Sgt despite my own limited experience.

Long hours, bouncing from call to call with ittle time to process or deal with incidents you have been to (especially traumatic ones). Lack of
staff meaning workloads become unmanageable and pressures from SMT.

Poor pay, PCDA route, Lack of officers, poor management.

Massive workload Demand from employer, other departments within force, and constant demand and abuse / misjudgement from members
of the public. | fee! high levels of management do not understand the volume of paperwork and are realistic with expectations. Stress of
being single crewed and opinion that officer safety and mental well being is overlooked. The fesling that other departments do not support
Response. Constant scrutiny. Misguided-ness and constant changing demands / practices do not provide confidence and makes the role
harder.

lack of trust in officers decision making, unrealistic expectations, lack of support from ancillary teams, isolation when single crewed,

Resourcing, demands from SMT and no support when complaints are made.

lack of numbers on shift
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I'am not sure

Alack of understanding from senior officers of the demands being placed on new officers, they have to juggle not only learing the role but
‘added with the university work thi
the degree to the actual role and there is no understanding of the pressures from senior officers.

3 totally unreslistic expectations being placed on officers. There a real disconnect from those who run

Too many expectations are being put on officers with regards to the volume of calls they answer, whilst still being expected to conduct
‘enquiries for their own workload and carry out proactive policing such as stop searches. Combined with the added stresses for student
officers having to complete 3 degree. This job can be demanding enough without those extra stresses.

High workloads Negative attitudes from management Negative press Officers frightened to breath in case they get investigated by PSD Too
many senior officers trying to feather there nest for the next rank Hated by a large section of the public as 3 result of bad press. Lots of other
things | could mention

Job demand and attending calls that aren't a policing matter Over scrutinised for actions that are out of our hands and the people we deal
with have zero accountability Paperwork has taken over the role Pay s terrible for the role we do Have to work a full hour extra before:

claiming any overtime, this would be llegal in any other job Not enough officers to manage demand and not enough time to update things
properly when staffing is below

imum

Lack of officers and budget.

Not having enough freedom as an individual.

Shift hours. no breaks

High workloads Lack of officers on shift Not fit for purpose initial training meaning new starters aren't at the level they should be Uni work
Too much unnecessary paperwork

‘Shift pattern Workload Paperwork - very repetitive no streamlined processes
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What do you believe the reason(s) for this negative change in your mental Wellbeing to be?

Answers

I was aware the job would be difficult so | don't think it's changed my wellbeing as a whole.

Stress and lack of support. Burnout owing to too many demands.

Stressful role inwhich | do not feel will ever change despite boots on the ground relaying the issues back to senior management

Lack of support Lack of understanding of impact on officers

N/A

Overwhelming demand, moreso from the university which is expected to be completed on days off as there is not enough time to do on
allocated days, and the days are sometimes given after deadlines whichis ridiculous. The role itself is stressful enough, when | go home |
want to unwind and relax not stress about pointless deadlines

Alot more stressed and less able to g0 to the gym as often and play golf and football s often which used to make me relax

Poor management, carrying too many crimes, dealing with non pol
custody.

sues. Not having the support from colleagues with

Work demands too high and unreslistic for response officers.

Burnout. Stress. Hard to "switch off". Constant battle of trying to jugsle homelife/worklife balance. Extremely low pay.

Stress of the job and lack of social life. Thinking of work outside work and not being able to switch of properly

Dealing with the same people everyday.

Being assaulted by an offender and then having to deal with him for a low level public order where someone swore at him. He expected me

to arrest this person and was very rude and verbally abusive again, when he did much worse and it went nowhere despite it being on bwv, it
feels like the organisation cares more about this type of person than it's own staff. Very demoralising

Dealing with mental health calls and trauma has definitely played on my mind. I'm less sociable as | was before and my personal life has
improved vastly so | have to contribute this towork
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Stressed from doing a degree | don't want nor do | think is beneficial. Workload is high, demand is high, pay is low, officer numbers are low.
ingle crewing is unsafe, staff assaults are high, management don't care about welfare it's just tick box exercise for them to send a teams
message here and there.

Not being able to provide 3 quality service and do the job | applied for, instead we are just keeping calls down and losing real victims and
public trust from providing appalling service.

See Question before last

‘Same answer s two questions ago. Poor SMT, understaffed etc.

Pressured for deadlines whilst still answering calls and trying to be proactive. Little support and poor pay

ots of small factors that mount up. Pay, workload, time constraints. Being off at deaths/suicides, RTCs etc.

stress workload lack of time off financial burdens

- Lack of support from hierarchy - Lack of time to complete investigations - Complaints - Lack of officers on shift - Too much expectation
from higher ranking officers that haven't got a clue what it's like on the front line - Uni Work

-Iack of staff - lack of support - lack of time to complete own workload - lack of time to complete uni assignments - lack of guidance if
‘assignments are failed - lack of teaching of the ‘real world whilst in training school

Under valued and under appreciated, Expected to just deal with my issues and move on as there is stigma in reporting it as being seen as 3
0 3sis the job does not have your back even in personal life.

Don't have money and spend more time in work than at home

Less of a worklife balance Worried about money Traumatic incidents

Constantly over tired Leaving work stressed Unable to keep on top of work

We are subject to traumatic incidents which are poorly supported by our superiors.

Exposure to the worst in society on a daily basis

Na

Become more distant and cold from family. Dealing with traumatic incidents on a daily basis makes a person somewhat detached.

Lack of support Overworked Unable to complete investigations in a timely manner due to heavy workload which results in a poor service for

</ witnecess | ack of

b <aticfactinn ac a recilt
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Lack of support Overworked Unable to complete inves
victims/ witnesses. Lack of job satisfaction as a result

igations in a timely manner due to heavy workload which results in a poor service for

Gwent police being a poor force to work for

Stress, burn out, compassion fatigue.

Worldu

lifer balance

g

shift pattern, workload, single crewed

Please see answers to previous question.

‘Same as previous question

Not enough support by the organisation

lack of sleep due to the long and unsociable hours at times. | definitely felt s a response officer | had little interest for things | previously.
enjoyed as | was 5o tired all of the time. Also fesl that with some supervisors, there is a mentality of just get on with it'

University workload Poor pay Forced overtime

Constant stress with job and this carries over into home life. Tiredness and unhealthiness has decreased my enersy levels, which cyclically.
has negatively effected my fitness.

stress of work life balance

Stress

stress and exposure to traumatic incidents

Don't Know

Pressure of work but also the trauma we experience, unreali

ic expectations form the public and very negative press coverage of the police

Not being supported properly when accused of assaulting someone, despite the CCTV contradicting the complainants statement. Still
having to go though the Standards process of being interviewed and a file being submitted to the CPS.

Lots of negative change in the 24 years  have been in the police

Attending 3 hanging and being told f could do better despite this being nonsense as the responsibility would have been with hospital not
police. Gwent police are too easy to appease public when they are clearly in the wrong and we are treated as a number rather than a valued
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Not being able to o things outside of work, e.g rugby.

prefernottosay
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What changes would youlike to see in Gwent police to improve Front line officers’ mental Wellbeing?

Answers

PLT days and rest days not being cancelled 5o often, staff being shared more evenly so that there are enough officers for workloads to be
manageable.

Need to massively overhaul the way we police. Response is a joke. Too many other departments.

For issues raised in these surveys to actually get addressed. The majority of surveys always have negative feedback yet will be interpreted
5 3 positive in some manner and posted on the intranet when Gwent police post them. For the degree to be scrapped and we will have more
officers in work rather than taking days off to do a degree. So many officers posting surveys about issues that never get addressed or will

change seems. /& waste of time, money and resources

Better accommodation for issues and time to process incidents before being sent to other incidents.

Greater officer retention.

Don't force people to complete a degree they don't want or will never need for the role. Have the university staff come on to response for a
day to see the reality of it,the late finishes, the exhaustion and then let them feedback how the expectations for staff is far to high, especially
for the wage. Pay increase, people are leaving to be train conductors and are starting on a higher salary than what police officers with 5
years experience are on

Make the degree entry route optional. Improve working conditions for staff. Cut down on paperwork and improve custody waiting times.

f things don't change, the force will see 3 huge loss in officers as the negative mindset within the force will spread rapidly. Officers need to
carry less of a workload by being given time to carry out their enquiries and not be sent to incidents which are non police related.

- Separate work|oad investigations from responding to calls. One team for Responding to calls and proactive policing, another for
progressing investigations.

Let officers take AL and book holidays. Everyone needs a break and works hard for it. Less of "Cl

and stressful and parents need all the help that they can get.

ildcare is no excuse”. Childcare is expensi

Better hours and shifts. More days off. 5 on 5 off. More officers double crewed - safety is sometimes neglected in gwent. Low workload - this
oneis massive and would help well-being and make the job more enjoyable.
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More officers

Trest officers like they are important and not being so caring for the violent offenders. Custody is like a 4 star hotel and there is no
consideration for officers on 2 to 1 observations, they put prisoners on them for simply saying they Il harm themselves, yet when they say.
they won't, they ignore it and keep officers there.

Pay increments shouldn't take as many to reach full pay. Starting wage should be a ot higher and top end should have scaled up to match
inflation. Police shouldn't be scrutinized as intensely as other organisations are not, if there is points for learning then fair enough, but these
are often given by someone who is sat down with all the facts after the incident has concluded.

Scrap the degree entry route and open up to people of all backgrounds who may not apply as a result of this. Increase pay and entice more.
people tojoin and stay to improve numbers

igher pay would be better. It's tough the first few years and not great until you been in for 8 years or so. Officers to be given time to
progress their own workload, or have response respond and a separate team to investigate after golden hour enquiries. Perks such as free
health care and dental, more incentive for officers to stay on response to maintain some numbers and experience

Pay increase most definitely Scrap the university entry route For officers to be used for policing and not ambulance and mental health calls.
Paperwork to not be so long and duj every night and not at risk

sted for things such as mispers that are

Less pressure, other departments, smt etc take ownership for failings within the job instead of pushing it on to response. Sgts and inspectors
lity and pressure given

0 be seen fighting cases for response officers, leading from the front opposed to giving in and more jobs/responsil
to response officers.

The previous issues.

Uplift of staffing. And an uplift of officers capability.

less emphasis on stats/ data more concern regarding officers work load

Support from above ranks, to show that the appreciation for the work that front line officers complete

Dedicated time for officers to have a break from work, not just a guess as to when they can or cant take it before being placed into the next
callwith by a dispatcher who have no idea what officers see or deal with. Allocation of more well being days instead of just one a year. More
diverse and teams to support front line officers in their workload, |.e. dedicated write teams, dedicated response teams, dedicated interview
teams. Each role to remain separate.

More numbers on shift More consideration for officers home life Higher pay

More officers Incentives to specialise Higher pay
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Allocated days to deal with work load More consideration with leave embargos Finish times to be stuck to

Abetter recruitment modul over quantity”

More backbone from management

Lees pressure being put on officers to attend as many incidents s possible. More time to deal with workloads and manage expectations

More competent officers, departments taking ownership of calls within their realm, more support from occupation health after dealing with
idents and an increase in pay.

Addressing the issues that cause demand Regular meetings to ensure staff can raise any issues and this will in turn mitigate stress

Al highlighted issues

For response specifically, make response Policing 3 mandatory 5 years. This would allow shifts to gain experienced officers on shift and this
would reduce the overall desire for people to leave response. This would result in a decresse in stress and burnout as officers wouldnit feel
they had no one to turn to on shift for advice and investigations / workload would be more spread out between 3 higher amount of officers. |
think this would encourage to stay on response rather than feel the need to jump ship as soon as possible.

More money for officers, Scrap the degree

g

shift number improvements, more time to deal with our own jobs, improved support from uni

- More officers on response - Managers (inspectors and above) who actually support and praise staff - More regular workload reviews -
Consideration for the PEQF to be reviewed - does not assist officers in their role, and adds immense stress to officers who are already

dealing with being new

More resources, less pressures from above, more understanding around individua! officer's efforts and needs, narrower scope for response.
officers, more support from other departments/organisations (NPT etc)

Allocated state 8 days to allow crimes to be progressed More units to assist with call demand Change shift pattern from 6 on 4 off to 4on 4.
off and merge shifts to allow more units and 3 healthier work-life balance.

Officers given the time to actually process and deal with traumatic incidents. Regular support from Mental Health services if needed.
Occupational health waitinglists are very long which puts people off reaching out for the support they need s well as NHS

Increase officers on response Scrap the university Improve pay.

Help officers by understanding the demands of paperwork Streamline paperwork - such as misper reports / ppns No need for
idents are of no complaint or not being investigated - CAD Log'

do as a record of actions
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simplify the procedure for gaining toil when working on, ability to finish on days when afternoon come in

More support from SMT and resourcing.

More officers

To get rid of the university as it adds extra pressure.

Greater support for officers to manage workloads Priori
officers There needs to be more filters in place on what work i
investigations and the risk that comes with certain types of crimes.

front line policing, Gwent has a very negative attitude towards uniform police
in terms of crimes officer carry Better training around

allocate

More time given to officers to carry out enquiries which will result in lower workloads, thus reducing the stress put upon them.

Areview of the current demand against resourcing and resources appropriate to reflect the demand

Streamline paperwork Pay rise to reflect the role we do incresse staffing and remove the many officers hiding from doing the job. Be given
time and resources to process trauma Not be dragged over the coals when someone does something we have no control over simply
because a family member rang us 3t some point

Days where people are able to spend for sport.

unknown

More officers No uni work Cut down on paper work
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