4.0 – Introduction
This chapter analyses data which was collected from an online survey, aiming to explore the perceptions of organisational and operational stressors and their relationship with mental health and retention. The data was collected using a survey approach including both qualitative and quantitative information, and the quantitative information has been presented in graph, percentage and average forms. The primary aim of this chapter is to clearly examine how often frontline police officers perceive themselves to experience particular stressors, and to identify to which extent, these stressors have a direct impact on wellbeing and retention. 

4.2 – Demographic Overview
My sample consisted of 32 participants, all with varying lengths of service but all within the frontline policing role, of all these respondents, 40.6% of these had 0-3 years of service, followed by 4-7 years of service at 34.4% and the remainder having over 8 years’ service.Graph from question 3
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The majority of the sample were police constables but also consisted of management of frontline officers as well as specialist department officers.
Among the 32 participants, 12.5% were between the ages of 18-24, 43.8% between the ages of 25-35, closely followed by 37.5% between the ages of	 36-45 and the remainder of respondents were between the ages of 46-55. 
Both male and female participants were included in the sample, with the male respondents being 62.5% of participants and female respondents being the remaining 37.5%. The male views were more represented within the survey due to more men taking part. However, this is representative of South Wales Police’s male heavy workforce, as highlighted in a report published by South Wales Police (2025), of all its police officers, 62.2% are male and 37.8% are female.  
Having a varied sample has allowed for detail analysis across patterns of age groups and length of service and has helped establish whether particular stressors are experienced more amongst more established officers, or whether they are felt equally across those of all different lengths of service. 

4.3 – Operational Stressors
Participants were asked to rank their experience with the following operational stressors;
A. Exposure to traumatic incidents
B. Public scrutiny, including the media
C. Unpredictability of the role
D. High-risk situations
Participants were asked to rank their experience with specific operational stressors within their role using a Likert Scale, this ranged from 1-5, 1 being very rarely, and 5 being very often. 
Graph showing results from question 5Number of Respondents
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Of all stressors highlighted, the graph shows that 50% of the 32 respondents have noted that the ‘unpredictability of the frontline role’ is the most prominent stressor that they experience. ‘High-risk situations’ being the next stressor for frontline officers, with 43.7% of the 32 respondents reporting that they experience this very often. 
Of the total scores between 32 and 160, the lowest scoring operational stressor is the ‘exposure to traumatic incidents’, with a score totalling 118 overall. This is further supported within the gathered qualitative data as many respondents have reported that dealing with traumatic incidents is expected of them, which they knew when coming into the role. One respondent noted that dealing with traumatic incidents on a daily basis allows for resilience to be built. This normalisation of this particular stressor would naturally reduce the perceived impact of this on a frontline role due to the resilience that is built. 

4.4 –Organisational Stressors
Participants were again asked to rank their experience with specific organisational stressors within their role using the same Likert Scale, ranging from 1-5, 1 being very rarely, and 5 being very often. Participants were asked to rank their experience with the following organisational stressors;
A. High workload
B. Staff shortages on shift
C. Cancelled rest days
D. Insufficient support from manager

Graph showing results from question 6
[image: Forms response chart. Question title: 6. How often do you experience the following stressors within your role?. Number of responses: .]Number of Respondents


Visually, the results from question 5 showed a clear variation of responses, whereas the results from question 6, show an overwhelming majority response across the participants. 
Of all stressors highlighted, the graph shows that 84.3% of the 32 respondents have noted that staff shortages are the most prominent stressor that they perceive themselves to experience, with high workload closely following behind at 81.2%. 
The scores provided by respondents across these stressors indicate that staff shortages across shift is the most prominent stressor that frontline officers feel impacted by, with a total score of 153 out of 160. This is closely followed by high workloads at a score of 150.
Of the 6 respondents that stated that they experienced insufficient support from their line manager very often, 4 of these were of respondents within a more senior role, indicating that the lack of support comes from those within higher management, as opposed to direct line managers.
This data directly links back to Fright, Davies and Richards (2023) who found that high exit rates within policing has a detrimental impact on remaining officers through increased workload and increased responsibilities, which in turn, causes remaining officers to leave their position. 
Again, this is further supported within the qualitative data as the vast majority of respondents have reported that critical staff shortages are causing added pressures to their already high-pressured roles, leading to increased workloads and negative impact on wellbeing. One respondent noted that whilst these issues are widely known within the organisation, little is done to rectify this. 

4.5 – Comparative Impact of Stressors
Participants were asked to identify which stressor type, if any, had more of a negative impact on their mental wellbeing. 
Graph showing results from question 8
[image: Forms response chart. Question title: 8. Out of the stressors highlighted, would you say that your wellbeing is more impacted by:. Number of responses: 32 responses.]
Number of respondents

62.5% of respondents stated that organisational stressors had a larger impact on their mental wellbeing than operational stressors.
In terms of triangulation, the qualitative data (question 9) relating to the comparative impact of stressors supported the pattern demonstrated on the above graph. Respondents said;
“Staff shortages have a huge impact on the wellbeing of officers. [High workload] continues, yet officers are working with minimum numbers trying to keep the public safe. Officers are barely keeping their heads above water. Staff shortages means higher workload. Extra stress for officers to carry and take home”.
“I felt we expect that we will be dealing with traumatic incidents which more often than not we can deal with. However, when demand is so high due to being so short on shift the stress of that then makes you less able to process and manage the emotions as you’re just surviving each shift getting through, often without breaks”.
Some of those respondents who have indicated that they are equally impacted by both types of stressors have provided qualitative data that states;
“This job role is so varied, there has been an unfortunate amount of traumatic incidences lately, topped with the lack of resources, meaning that there is not time to heal from incidents before being exposed to another”.
“As a supervisor both impact in different ways but provide the same stress levels”.
Key literature has repeatedly found that whilst both organisational and operational stressors have an impact on frontline officer wellbeing, typically, organisational stressors have more of a detrimental impact and causes significant burnout, anxiety and emotional exhaustion (Davies et al., 2024; Purba and Demou, 2019)


4.5.2 – Biggest Stressor(s) that impacts officers
Qualitative data was gathered to establish which stressor(s) are perceived to have the largest impact on frontline officers. Of the 32 respondents, 30 answered this open-ended item, suggesting the item provoked a strong response. 
From 30 responses, 19 of these stated that insufficient staffing was the main issue when considering stressor impact. In addition to this, there was frequent mention of high workload.
These findings further reinforce the argument posed by Fright et al. (2023) who highlighted that poor retention creates mass burnout and exacerbation of stress for the remaining police officers.

4.5.2 – Impact on ability to carry out duties
Of 32 respondents, 19 stated that they felt as though it has had a direct impact on their ability to effectively carry out their duties. 10 respondents stated that it sometimes had an impact on their ability to effectively carry out their duties, whilst 3 stated that they have not had that impact. 
Graph showing results from question 10
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Of the three respondents who answered ‘no’, two of these respondents were of management roles. 
When asked to explain, one respondent reported that they are often operating on low quality sleep, and that the current working conditions for response officers is dangerous. Another respondent noted that they are often unable to deploy or answer calls due to insufficient staffing, leading to failures with safeguarding the public. Whereas another respondent has reported frequently crying at their desk and not wanting to take time off, leading to the inability to do their job effectively. 
These findings are important to highlight that not only do these stressors have a negative impact on mental wellbeing, but a significant impact on the effectiveness of the organisation and the officer’s abilities to effectively carry out their duties. 

4.6 – The negative impact that attrition has on remaining officers
Participants were asked to highlight their experiences with how attrition has directly impacted those officers who remain in their role, and patterns gathered from these responses.
Participants frequently noted that officers who leave are very rarely replaced within an appropriate time frame, or they noted that they are replaced with someone new to the role, leading to a decrease in experience across the team. Participants also noted that attrition causes a massive increase in remaining officer workload, leading to more stress and pressure being added to remaining officers they are essentially picking up the work of those who have left. This qualitative data further highlights that attrition has a direct link to officers feeling increased experience of organisational stressors.

4.7 – Organisational Responses
Participants were asked if they were aware of any proactive prevention that the organisation were taking towards these issues, and if they were, to highlight what these methods were. 
These findings indicate a generally negative response, providing minimal information to suggest that any proactive prevention has or is currently taking place. 
Of 30 responses to this, 17 respondents stated they do not see that the organisation are doing anything to tackle organisational stressors or retention, and 4 respondents stated that they were unsure. 
Of the remaining 9 respondents, they have made frequent reference to the Chief Constable intending to move officers within departments, back into frontline policing roles to assist with the current strain that response officers are facing. While these respondents notice that there are plans in place to tackle these issues, there seems to be a lot of apprehension surrounding this and one respondent in particular has stated that following 24 years’ service, they cannot see how these plans will fix the damage that has been caused to response in the last 10 years. 
These findings show a clear disconnect between the severity of stressors currently being experienced and the organisation’s plans to tackle this and support staff retention. 
My search of the literature found that there was a significant gap in existing research to suggest that South Wales Police were taking any proactive preventive measures towards tackling organisational stressors and the retention that follows this, leading to an increased strain on their existing services. 

4.7.2 – Organisational Responses: Will They Work?
Participants were asked to evaluate whether the organisation’s plans to tackle these issues would have any positive outcome on the issues raised.
The majority of participants, at 32.3% stated that they do not feel as though these actions would have any sort of positive impact, whilst 29% of participants stated that they were unsure. Furthermore, 25.8% of these participants indicated that they believed that these actions would have some sort of positive impact, but would not solve the wider issues overall. 
Chart from Question 15
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4.7.3 – Organisational Responses: Returning Officers to Response Policing
Participants were asked, should non-operational officers be returned to response service, what effect would this have on particular issues that have been previously highlighted. These issues included staff shortages / cancelled rest days, high workloads, and the diversity of team experience. 
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The graph shows that most participants provided a somewhat positive opinion towards this, with the overwhelming response for each issue showed that participants felt as though this action would partially resolve the issues raised.
In relation to the diversity of team experience, three participants noted that non-operational officers being returned to response, would slightly worsen the issue. 
When expanding upon their answers, one participant noted that they believed that additional strain would be added if the duties of the newly vacated role were then allocated to response officers. Another participant also noted that non-operational officers typically have been away from the frontline for some time, so would essentially be a burden until they are re-trained on current response procedures. 
Another participant highlighted that additional officers would lessen the demand on existing officers but noted that issues still remains with the wider culture of policing. Without improving frontline working conditions, there is the potential to lose the staff that are returned to the frontline due to the wider issues within the working environment.
5.0 – Conclusion
This chapter provided a thorough analysis which was able to demonstrate that while both organisational and operational stressors play a big part in officer wellbeing and retention, organisational stressors play a more central role. 
The findings show that there is a severe and persistent issue, typically regarding low staffing levels and high workloads, leading to mass attrition, further leading to poor mental wellbeing as a result of the increased strain on remaining officers, bringing the issues into a full cycle.
Despite this, participants were able to highlight that the organisation is starting to plan remediation through moving officers back into frontline roles. 
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