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1) [bookmark: _Toc221453986]Executive Summary 

This report defines culture, its importance to organisations and evaluates the benefits delivered through a positive culture. It introduces Schein’s model of three layers of organisational culture that identifies an organisation’s artefacts, espoused values and basic underlying assumptions. The model is used to critically analyse South Wales Police’s organisational culture and the extent to which the Force provides good work for its employees. 

	The briefing paper uses the CIPD Good Work Index (GWI) 2025 to benchmark and analyse whether South Wales Police (SWP) is sufficiently strategic in its approach to providing good work, specifically focusing on three elements outlined in the CIPD GWI, work-life balance, mental and physical health and fair reward. The report makes three recommendations for consideration by the senior management team to improve the provision of good work to its employees. These recommendations include, the set up of a project group to consider the feasibility of introducing a part time police officer entry route,  annual mental health resilience training for employees and creating a Financial Wellbeing Toolkit.
































2) [bookmark: _Toc221453987]Introduction

SWP is the largest police force in Wales, employing over 5000 officers and staff. Its mission is ‘to prevent crime, to serve our communities and provide a first class service to victims’ (SWP no date b). 

2.1) [bookmark: _Toc221453988]Importance of organisational culture

Organisational culture is hard to define, tough to measure and yet an important part of organisational life. Numerous academic definitions exist, including Schein’s three levels of organisational culture and Balogun and Johnson’s ‘it is the way things are done here’ (CIPD, 2025a).  Culture, as defined by Schein (2010), are the basic assumptions, learnt and developed over time and taught to those who join.  Szydlo and Grzes-Buklaho (2020) describe it as the social creation of shared beliefs maintained in an organisation. Whilst difficult, it is possible to change organisational culture. They observe culture can be influenced by the environment, organisational size, history and management style. They cite Hofstede’s research that suggests national environment impacts organisational culture, e.g. Sweden is often cited as an egalitarian nation, favouring flat hierarchy to vertical. Combining national and organisational culture can lead to a heightened work satisfaction and organisational effectiveness (Ruff, 2025). 

	When the values or experiences of an employee group differ from the organisation’s central culture, sub cultures may arise. For example, in policing, cultures may vary between officers and staff or ranks. It is vital that sub culture influence is not overlooked when analysing organisational culture (French and Rees, 2022).

2.2) [bookmark: _Toc221453989]Positive culture 

CIPD (2025b) categorises good work into seven dimensions and recognises its importance to wellbeing, a fair society, motivated and productive organisations and a robust economy. Understanding organisational culture is fundamental to delivering organisational strategy. Culture drives brand image, a positive culture can aid attraction, retention and steer employees to a common purpose, increasing competitive advantage (CIPD, no date). A positive culture contributes to good work, such as feeling valued, having a voice and a positive working environment (The Guardian, no date). This is reiterated by Culture Amp (2025) who highlight that connected employees, aligned to organisational values, are likely be loyal and do their best work. Hays (no date) states that organisational values guide employee behaviour, providing a cohesive vision and reminder of the preferred way to achieve outcomes and guide correct decision making. 




3. [bookmark: _Toc221453990]Schein’s three layers of organisational culture

Several models are designed to analyse organisational culture such as Charles Handy’s 1976 model which identifies four organisational culture types; Power culture, Task culture, Person culture, and finally Role culture, the most common workplace culture, where employees have clearly defined roles and power increases as their career advances (Personnel Today, 2023). Critics suggest the model needs modernising to reflect today’s flexible working environments (Francis, 2024). 

This report has selected to use Schein’s culture model to analyse the extent to which SWP provides good work. Whilst it is criticised as being too simplistic and not offering solutions for actionable change (Yilmaz, 2014; Alvesson and Sveningsson, 2015), it provides leaders with a behavioural psychology based model to understand the complexities of organisational culture (Freedman, 2025). This allows leaders to shape culture, align with strategic goals and identify gaps that may hinder the implementation of a good work environment (Sridharan, 2022). 
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Figure 1: (Veenis, 2018)


	Schein’s model splits culture into artefacts, values and assumptions. Artefacts communicate what the business values, visible aspects such as branding, uniform and policies (Geragthy, 2023). Espoused Values are below the water line and encompass the organisation’s mission, goals and values. ‘Espoused’ recognises potential discrepancies between official and actual values  (Yilmaz, 2014).  The third layer, basic underlying assumptions, are unconscious, taken for granted beliefs (Mamatha and Geetanjali, 2020). Schein maintains that underlying assumptions bring about espoused values, which form the organisational artefacts. Artefacts can be simple to change on the surface but underlying assumptions are the heart and soul of an organisation. Schein reasons  it is vital that organisations consider and align all three levels to target effective cultural change (Geragthy, 2023).


3.1) [bookmark: _Toc221453991]Artefacts

A prominent artefact in SWP is uniform. Officer uniform is distinct and their rank is worn on their shoulders. SWP’s presentation policy states to serve the public and  contribute to the public’s security confidence in policing, employees must present themselves as smart and professional (SWP, 2011). Formal addressing of senior officers (‘Ma’am’/‘Sir’) and standing up when a senior officer enters a room, reinforces the formal high standards of the organisation. Rowe et al. (2023) research shows uniform is linked positively to organisational identify, a sense of belonging to the policing family and an emotional connection built on solidarity. Uniform connects policing history and traditions with the wearer,  giving a sense of purpose and pride. In contrast, it conveys a formal organisation and is a constant reminder of rank structure reinforcing hierarchy, authority and length of service. It is important to be cognisant of the possible negative impact of a strong hierarchy that includes the risk to employees voice and open communication (Hart, 2022).
	CIPD GWI (2025b) findings suggest that in relation to the above points, SWP aligns with several good work dimensions. Employees with positive emotions who feel they belong, are less likely to quit. Porter and Lee (2024) support this and identified that officers felt closer to colleagues than to some family members, citing they felt only officers would understand what they go through, which creates a strong bond and feeling of belonging. CIPD (2025b) suggest being aware of career advancements can be linked to employees going the extra mile. Uniform is a constant reminder of rank structure and could therefore be considered as contributing to a dimension of good work, encouraging career progression and commitment to the organisation. 
3.2) [bookmark: _Toc221453992]Espoused Values

SWP’s vision is to be an outstanding police force, trusted by its communities. The Force’s key values are integrity, compassion and courage (SWP, 2025a). All police forces must follow the College of Policing (CoP) Code of Ethics which provides guiding principles for ethical policing such as honesty, courage and fairness (CoP, 2024a). Employees are encouraged to be ‘upstanders’ not ‘bystanders’ and to challenge inappropriate behaviour (SWP, 2024a). Employee voice is a key dimension in CIPD’s (2025b) GWI and findings evidence giving staff a meaningful voice in a safe environment can develop an open and supportive climate. SWP have established several avenues to give employees a voice, including annual employee feedback surveys which have high response rates such as, ‘you said, we did’ platform and roadshows where staff raise suggestions to the Chief Constable, aligning with good work as outlined in CIPD (2025b).  

3.3) [bookmark: _Toc221453993]Basic Underlying Assumptions

Forces are entrusted with powers and effective policing is built on public trust (CoP, 2024b). Therefore, a basic underlying assumption for SWP is that by being part of the profession, its employees are accountable to higher standards. Examples include   Baroness Casey’s review which called for a complete overhaul to restore public trust

and confidence in the Metropolitan Police (Casey, 2023). Further, Chief Constable Vaughan publicly declared SWP institutionally racist, to acknowledge the challenge and to build trust and confidence with communities (The Voice, 2023). Higher standards are enforced throughout the employment life cycle, e.g. recruitment and annual vetting reviews, misconduct outcomes publicised internally and dismissal  of those who fail to comply with the high bar. The underlying assumption is seen through the espoused values of the organisation’s policies and through artefacts such as a strict uniform code and formal language.

	Whilst there is a need to hold police employees to a higher standard, this assumption can affect SWP’s culture, for example, lengthy conduct investigations impact employee mental health, career pathway and family life, with a recent report illustrating a link between misconduct processes and suicide (Police Federation (PFEW), 2025a). Cooper and Neal’s (2025) analysis shows that high standards can threaten organisational culture if individuals under investigation feel they are being treated unfairly. This  leads to resentment and bitterness which can spread through the organisation, creating a negative culture. In minor examples, it is common for employees to be anxious of making honest mistakes when sharing social media posts on personal accounts due to the increased scrutiny (Evans, 2025).

	 CIPD (2025b) GWI revealed 63% of employees described their mental health as good, but 25% said work negatively impacts their mental health. Their research showed good employee mental health delivers benefits of commitment, innovation and lower turnover.  Policing mental health figures are considerably worse, with 81% citing difficulties in the last 12 months and 86% of those who resigned stating poor mental health and the government’s treatment as reasons for leaving (PFEW, 2025b). SWP should consider Blau’s (1964) social exchange theory and the external impacts on culture such as the Government. For example, if employees are going the extra mile to protect the public but the Government is not reciprocating with support, disengagement and dissatisfaction can arise. 

4. [bookmark: _Toc221453994]CIPD Good Work Index 2025

The following section will critically analyse SWP’s strategic approach to ensuring good work. The good work elements to be analysed are; work-life balance, physical and mental health and fair reward. 

4.1) [bookmark: _Toc221453995] Work-life balance

CIPD encourage organisations to offer a variety of flexible working arrangements as an important element of good work. Despite the introduction of flexible working request day one rights, formal arrangements are not available for all. 80% state flexible working arrangements have a positive impact on their quality of life. Informal flexibility, such as time to manage personal issues is linked with discretionary effort and a more fulfilling workplace (CIPD, 2025b).


	As a 24/7 emergency service, offering flexible working to allow for good work-life balance, can be challenging. Nevertheless, SWP promote themselves as a family-friendly employer, offering SMART working policies (SWP, no date). SWP People Strategy commitment  to support colleagues (SWP, 2025d) is demonstrated in its  Flexible Working policy which sets out to achieve work-life balance, building a committed and diverse workforce, reducing absenteeism and thus meeting force demands. Staff can submit a day-one flexible working request, officers can apply on completion of 39 weeks service tutorship (SWP, 2018). SWP has developed a flexible working portal to streamline the process, in accordance with ACAS guidance, having a positive impact on timeliness of implementing requests (SWP, 2025c). 
Despite SWP’s commitment to good work, SWP employees, in particular officers, struggle to maintain a healthy work-life balance. SWP’s Hive Survey responses shows 9% of employees are working on rest days to cope with workload and scored an average of 6.5/10 for being able to maintain a healthy work-life balance and able to take time out of work when needed (SWP, 2025b). SWP managers regularly work during annual leave. SWP should consider how this example trickles down through teams and creates a potential pressure to replicate. In Unison’s (2024) survey, 43% said their mental health deteriorated due to poor work-life balance. Wider research highlights that women are resigning from policing due to lack of flexibility and the challenges of balancing caring, non-work commitments alongside a policing career. The research highlights the need for policing to address retention issues, discouragement, inflexibility and bring about a fundamental shift in culture (School of Criminology and Criminal Justice, 2024). This is vital for SWP to achieve its mission to be diverse, representative of its communities, increasing public confidence and engagement which is essential to sustainability (SWP, 2023).
	CIPD (2025b) survey results reveal providing autonomy can positively impact the organisation and individual, with 54% saying they control their start and finish time. The Job Demands-Resources framework suggests a strong correlation between autonomy and manageable demands and increased employee engagement and wellbeing (Whitsed et al., 2025).  As a 24/7 organisation, it is not possible for officers to have complete autonomy over their working hours. The PFEW (2025b) survey revealed 32% feel pressure to work long hours and cancelled rest days to cover demand is contributing to exhaustion. CoP stress  people are key to policing’s delivery. By offering work-life balance through flexible working, forces can benefit from a more productive and motivated workforce. It allows individuals to be the best at home and in work and in turn, improves retention and diversity (CoP, no date). Whilst complete work-life balance is difficult to achieve, focusing on other good work aspects such as prioritising employee support, resilience and job satisfaction are essential for contributing to work-life balance and ability to cope with policing demands, creating a more resilient force (Sandhya, 2024).

4.2) [bookmark: _Toc221453996] Physically and mentally healthy 
CIPD (2025b) GWI found 63% of respondents described their mental and physical health as good, whilst a quarter said work had a negative impact on mental health and 
physical health. Excessive workloads correlated with bad mental health, with 58% often feeling under excessive pressure. Health and wellbeing had the strongest correlation with job satisfaction, with those reporting poor mental health more likely to voluntarily quit and unlikely to recommend their employer. WHO (2024) findings show excessive workloads are a major risk to psychological health, harming the individual and productivity, with emergency workers carrying a higher risk of exposure to ill health due to the adverse events they experience.  CIPD (2025c)   explains that line manager training has a big impact on wellbeing, but only 29% of organisations train line managers in mental health and wellbeing support.  There is a clear business case to prioritise mental health as it benefits organisational reputation, discretionary effort, and lower turnover. Line managers define their team’s culture, they are often best placed to spot declining mental health and provide timely intervention (Norris, 2024).
SWP has seen the impact of the rise in poor mental health, with mental health remaining its highest sickness absence reason in 2025 and SWP currently ranked 41st out of 43 police forces for officer sickness. Policing as a whole has seen a rise in mental health sickness with 17,000 officers signed off in 2024/25, citing that Forces need to be better at putting in measures to prevent sickness initially (PFEW, 2025c). CIPD findings are strengthened through the PFEW Survey which stated 75% wouldn’t recommend joining the police (PFEW, 2025d). Research shows that in policing there is a ‘macho’ subculture which emphasises tough, masculinity that suppresses emotions which may contribute to poor mental health. The lack of support accessed leads to many officers suffering serious mental health illnesses  (Porter and Lee, 2024).
SWP People Plan (SWP, 2025e) outlines that improving health and safety is central to the organisation so our employees feel safe and supported to undertake their duties. The Strategy acknowledges the need to understand the causes of poor mental and physical health to minimise the impact. The Strategy recognises that managers are critical in building teams underpinned by the organisation’s values. To achieve this, SWP has a number of systems in place to provide timely information and support, such as a patient management system, injury on duty forms and occupational health services. The Force is committed to investing in wellbeing services and improving the quality of services and timeliness of supervisor support (SWP, 2025e). SWP could consider focusing on Seligman’s PERMA model to understand how its employees’ wellbeing can thrive, enhance resilience and satisfaction but also to predict and mitigate psychological distress (Madeson, 2017). 
	Police service employees are exposed to a significant level of trauma throughout their careers in order to protect the public, which can come at cost to their physical and mental health (PFEW, 2023). Mental health is a higher contributor to SWP sickness absence than physical injury. Therefore, it could be argued that SWP need to consider investing further to improve the mental health resilience of  officers and staff in order to be sufficiently strategic in providing good work. This good work factor is essential to SWP sustainability, with every 1% absence representing an additional £2 million annual cost, in addition to the impact on colleagues and service to the public (SWP, 2025d) which ultimately affects SWP’s mission to serve it’s communities (SWP, 2025a).

4.3) [bookmark: _Toc221453997] Fairly rewarded 
CIPD (2025b) GWI reveals that responders felt more able to keep up with bills than in 2024. Ensuring employees are fairly rewarded is beneficial for both employee wellbeing and SWP. When employees are financially comfortable, it links to better job satisfaction, performance and wellbeing. Only 52% of responders felt paid appropriately given their role responsibilities. CIPD recommend supporting employee financial wellbeing as a key priority. Rock’s (2008) SCARF theory explains that if any of the five domains of psychological safety, including fairness, are threatened, organisations should look for ways to reduce the impact. 
Alao (2025) states an organisation’s approach to reward and recognition plays a huge part in shaping organisational culture, with 51% stating recognition positively affected their engagement and tailoring benefit schemes to reflect the organisation culture is vital. Individuals who felt fairly recognised were more motivated and productive. In the 2025 survey, 85% of officers perceived they were not fairly compensated for the risks in policing (PFEW, 2025b). Similar results were identified in the Unison (2024) staff survey, citing pay negatively impacted moral and 86% stating pay influenced their decision to leave. ‘Copped Enough’ Campaign, launched by the PFEW encourages individuals to join an online picket line,  calling for urgent action to pay a fair wage. They advocate that police pay matters to all because if officers feel forced to leave due to poor pay, then public safety suffers (PFEW, 2025e).
It is important to note that officer pay is set by the Government, following advice of the Police Remuneration Review Body and police staff pay is set by the Police Staff Council. This means, SWP has little influence on this element of good work (SWP, 2024b) but publicised concerns about pay could affect SWP’s reputation and ability to recruit. The impact of not feeling fairly rewarded has impacted morale and coupled with the stressors of the job has affected retention levels, which could lead to an inexperienced workforce (PFEW, 2025f).
SWP People Strategy outlines its dedication to supporting the financial wellbeing of its employees, offering a range of financial support options. These include Wagestream platform allowing early access to a percentage of salary,  vehicle salary sacrifice scheme, and discount cards (SWP, no date a). Whilst SWP cannot increase pay, it has taken steps to mitigate some financial pressure. Recent survey results regarding perceptions of pay suggest SWP needs to do more to develop this area of good work. Morris (2025) states where organisations are unable to give pay rises, they should still strive to create a positive culture to retain staff. This may be by ensuring employees are treated fairly, have a voice, fostering healthy working relationships with colleagues and managers and providing flexible working practices, all of which are key components of good work outlined by CIPD. 
5. [bookmark: _Toc221453998] Conclusion 
Culture is integral to organisational strategy, as Asch (2024) identifies, they are inseparable. When strategy and culture are interlinked, this drives long term success. For example, Apple’s focus on innovation is embedded in its culture and its strategic 
decision making has led to the delivery of hugely successfully products, focused on quality and user experience. 
Poor organisational culture may result in increased turnover, reduced productivity, higher absenteeism, burnout and a negative brand image impacting on an organisation’s ability to deliver its strategy (Knight Frank, no date). Conversely,  employees aligned with a positive culture contributes to good work, and delivers organisational benefits such as productivity and loyalty (Culture Amp, 2025).
	Organisations can use culture models such as Schein’s to assist in analysing culture. These models reveal an organisation’s current position and can use this to move to where they want to be. This paper has analysed how suitably strategic SWP is in providing good work. The findings highlight that in some elements, SWP is strategic in providing good work. As an emergency service, the nature of SWP means its priority is to keep communities safe and respond to 24/7 demand and therefore for this reason, some elements of good work such as autonomy and minimisation of disruption to personal life are not possible. SWP should focus strategically on other good work elements in order to develop and sustain a productive and committed workforce and ensure our employees are resilient to cope with the demands of policing. The costs of a negative culture, such as increased recruitment costs due to high turnover, training staff and absenteeism should not be underestimated and SWP HR should build on existing strategies to minimise impact.
6. [bookmark: _Toc221453999] Recommendations
The recommendations of this report, in order of importance are:
1) Establish a project group to consider the feasibility of a part time entry route for police officers. Project group to include (Training officer, project manager, Legal, HR, Procurement) 

Estimated Costs: 

· Project group’s average salary cost x 2 month project: £33,286 (SWP, 2025e).

· Abstraction from members’ day job and the potential detriment to everyday business in order to prioritise this piece of work.

	SWP currently offers police staff flexible working as a day one right. Officers must complete 39 weeks initial training before applying. It is recommended SWP consider introducing a part-time entry route to provide further flexibility and work-life  balance to officers. British Transport Police (BTP) offer this entry route as a 30 training week programme, partly remote, 3 days a week (BTP, no date). BTP have realised benefits such as an increase in recruit diversity and improved accessibility to all (Moss, 2025). If SWP consider this a viable option, it is likely to positively contribute to the strategic equality aim of a 50/50 gender mix, to be reflective of our communities and drive an inclusive culture (SWP, 2024b).



2) Annual mental health resilience training for employees.

Estimated Costs: 

· 2 day mental health training provider: £380 per delegate x 20 people = £7600 per session (St John ambulance, no date)  

· Cost of abstraction for employees to attend the course. 


	It is recognised that mental and physical wellbeing is an important part of good work. Annual officer safety training courses are in place to ensure employees are upskilled in remaining physically safe. However, SWP does not have psychological wellbeing training courses. It is recommended that new recruits receive mental health training as part of initial training and is repeated annually to ensure employees remain mentally well in work. SWP could consider delivering this training in house via the occupational health team to reduce cost. The benefits of mental health training are increased resilience to policing demands which should reduce absenteeism and retention rates. Increasing mental health awareness may change the common ‘macho’ sub culture in policing which may have a detrimental effect on employees. PFEW are championing increased investment in mental health training. Providing further investment would demonstrate SWP’s commitment to create a supportive environment. 


3) Create a Financial Wellbeing Toolkit 

Estimated Costs:

· HR Advisor x 3 working days to create a Financial Wellbeing Toolkit: £387 (SWP, 2025f).

SWP have been proactive in finding alternative ways to support its employees’ financial wellbeing. However, many are  unaware of the range of support offerings. A user-friendly toolkit to compile the support options available, promoted on BOB, shared with departments and line managers to cascade out to individuals to increase awareness of support available.  











7. [bookmark: _Toc221454000]Task 2
Word count: 1086

Managing a Team?

The CIPD Good Work Index (GWI) explains the vital link between line managers and wellbeing and performance. Line management quality is closely connected with employees’ mental and physical health. Where line managers are considered open and approachable, employees  are likely to say work has a positive impact on their wellbeing. As a line manager, you are essential to ensuring your staff do not feel overworked or stressed and are able to voice concerns (CIPD, 2025b).

You play a pivotal role in communicating organisational vision to your staff and shaping a positive organisational culture. You are the first line of support, influence work-life balance and model expected behaviours (Cardinus, no date). 

Following the GWI findings, three recommendations have been proposed to SWP senior management to improve the provision of good work. The recommendations and your role in implementing them to drive a positive culture are explained below:

1) Be open to flexible working proposals 

South Wales Police (SWP) is committed to supporting a family-friendly, inclusive working environment that allows for a good work-life balance (SWP, 2018). It is recommended that SWP establish a project group to consider the feasibility of introducing a part-time police officer entry route. This will ensure the Force continues to be seen as a flexible working employer and to drive an inclusive culture, reflective of the communities we serve. 

Trust is increased when the Force is reflective of our communities and therefore  it is essential that the Force is representative of all community backgrounds and genders to effectively serve our communities (CoP, 2025).

As a line manager you have the opportunity to create a positive culture through your openness to flexible working requests. Having an open approach, considering requests fairly and in compliance with the Employment Rights Act, will give your team confidence to have meaningful conversations and make an evidence-based decision (ACAS, 2024). 

Findings show that flexible working has helped reduce employee burnout, increase productivity, promoted diversity and retain staff they would have otherwise lost. For example, when Zurich identified a lack of females in senior roles, they launched flexible working which led to a 66% increase in applications (Campbell, 2024). 

So, be open to requests, become well-versed in your knowledge of procedures to assist staff making applications, be informed about Force policies and champion flexible working as a role model (CMI, 2020). 



2) Mental health resilience training 

Being mentally and physically healthy is an important element of good work (CIPD, 2025b). SWP’s personal safety training has been rolled out to over 2800 officers (SWP, 2025d) and to improve mental health resilience, it is recommended that SWP employees receive mental health resilience training annually. 

CIPD (2022) outline your vital role in identifying poor mental health, through compassionate conversations. SWP is committed to supporting employees, encouraging a safe environment to discuss mental health and to ensure our line managers are equipped to aid their teams and signpost to support (Oscar Kilo, no date).

SWP offers a wide range of support resources and we encourage you to educate yourselves about the various support available. These include wellness action plans, blue light champions, counselling services and new courses such as mental health resilience training which supports staying mentally well in work. You are strongly encouraged to  attend these sessions to help break down mental health stigma and ‘macho’ cultures and improve conversations about mental health. Research shows trained mental health managers are associated with better sickness absence, recruitment, retention and performance (Hassard, et al., 2024).

As a line manager, you are often best positioned to first spot poor mental health and therefore being equipped with the right skills can be vital in knowing what action to take before individuals reach breaking point. NHS England (no date) encourage line managers to get to know their team members individually in order to connect, whilst respecting how much individuals wish to share. These conversations assist in creating a psychologically safe setting where individuals feel listened too, seen and cared for, fostering better wellbeing in your teams. 

Management Today (no date) findings show your actions have direct impact on wellbeing. A good line manager should nurture safe working environments and act as a ‘gatekeeper’ to risks that present threat to mental wellbeing and champion positive mental health. Your role is critical in creating happier, more engaged, productive teams and providing them with good work. The Force recognises that being a line manager can be stressful and bring mental health stresses of your own. Therefore lead with compassion for your team but use the Force’s support tools and your own line manager for additional guidance and your own support (MHFA England, 2023).  


3) Financial Wellbeing toolkit

The latest Police Federation survey revealed concerning insights into the financial wellbeing of police employees, with over 45% reporting financial concerns. The pressures are driven by wage increases below inflation levels, increased bills and other financial worries. Financial concerns have huge implications on the sustainability of policing, impacting recruitment, retention, absence and morale (PFEW, 2025g).



SWP has a range of financial wellbeing offerings and helpful material. To supplement this, it is recommended that a Financial Wellbeing toolkit is created to collate the support options available. As a line manager you are encouraged to promote, share and to raise awareness of the financial support available to your teams. This could be in your regular team meetings, 1-1s or if one of your team members raises concerns. 

A key element of good work is that employees are fairly rewarded. There is a strong link between pay satisfaction, increased performance and  job satisfaction (CIPD, 2025b). As SWP has little influence over salaries, it is important that employees are 
aware of other financial benefits that can offset the financial burden. Examples include salary sacrifice options, Wagestream and private medical intervention. CIPD state managers have a key role  to play in reminding their teams of the existing benefits and how to access them (CIPD, 2025d). 


UK engagement levels reveal only 10% of workers feel engaged in their work, with poor communication and absence of manager engagement as a key disengagement driver, leading to feelings of sadness and being undervalued. The report highlights that as managers you often have the hardest role and can feel under pressure to improve organisational performance (Mayne, 2025). Therefore, utilise the support available to support your teams but equally, yourselves and strive for a positive workplace culture that provides work which is both fulfilling and engaging for your team and yourselves.  

For further information on these recommendations, visit the HR BOB page.
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