(UWTSD, 2020)[image: ]












(Dyfed-Powys Police , 2020)
(Welsh Government , 2020)


[bookmark: _GoBack]How the Well-being of Future Generations Act of Wales 2015 is impacting the provisions of 
Dyfed-Powys Police

Written by
Rebecca Aston
1802671
BMSP6004
Dissertation

Date of submission:
In submitting this Dissertation, I confirm that:

· This work has not previously been accepted in substance for any degree and is not being concurrently submitted in candidature for any degree.

· This Dissertation is being submitted in partial fulfilment of the requirements for the degree of BA Business Management.

· This Dissertation is the result of my own independent work/investigation, except where otherwise stated.

· Other sources are acknowledged by footnotes giving explicit references.
A Bibliography is appended.

· I hereby give consent for my Dissertation, if accepted, to be deposited in the School Dissertation Library.

Name: Rebecca Aston
Date submitted:
Signature: Rebecca Aston





Acknowledgments

I would like to thank the lecturers within the Carmarthen Institute of Management and Health for their continuous support and guidance over the last two years of my study at UWTSD Carmarthen.  In particular, I would like to thank Dr Roisin Mullins who has supported me throughout this study, providing constant reassurance and support whenever it was required. 

I am thankful for my parents for always supporting me in my decisions and offering advice and guidance whenever I need it.

I thank my amazing partner, who without his love and support achieving my dreams would be impossible.

Lastly, I am thankful for my son for being my inspiration every day and being so well behaved, even when I cannot always play as much as he would like whilst I am studying.










Abstract

The research available relating to the Well-being of Future Generations Act of Wales 2015 is minimal, while research on relating toward Dyfed-Powys Police is negligible. With the lack of this research in this area, it is not currently possible to measure the success of this relatively new act of legislation. This study aims to uncover the influence this act has had on the provisions of Dyfed-Powys Police, inclusive of opinions of the force on the act and it’s successes and failures since implementation. Also studied is Dyfed-Powys Police’s motivation and leadership policies aiding in the implementation of the Act. 

This study is inclusive of an in-depth literature review relating to the minimal research already available on the Well-being of Future Generations Act of Wales 2015. This includes Governmental legislation, academic theory, reliable news sources as well as Policing policy. The objective of the qualitative interviews undertaken with ten participants is to identify the specific knowledge missing from prior research linking the Act and Dyfed-Powys Police together. 

A framework of recommendations for Dyfed-Powys Police, resulting from the data collected, has been compilated allowing for progress and advancements in Dyfed-Powys Police’s efforts of implementing the Well-being of Future Generations Act of Wales 2015 within their organisation and their communities. 
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1.0 Introduction 

In modern times, it is of utmost importance that all businesses operating in and for Wales consider the repercussions of their professional behaviour and how they can impact the communities they operate in and the wider environment. Although organisations may visualise themselves as being socially responsible, evaluation of their success in their communities is not legally governed or recognised. 

The Well-Being of Future Generations Act 2015 is legislation put in place by the Welsh Assembly Government to place a duty on public organisations to help guide their professional behaviour. This Act has only been recognisable since 2015 so evaluation of its success is crucial to determine if public sector organisations are operating correctly and whether or not the Act is achieving what it set out to achieve.  The Well-being of the Future Generations Act of Wales 2015 aims to improve the lives of people living in Wales now and in the future. With the rate of income related poverty at a high of 24% in Wales, there are obvious changes that need to be implemented to help individuals in need (Welsh Government, 2017). As well as this, the rate of race inequality has reportedly developed and increased by 57% between 2014-2017, this is as well of many other factors with in Wales (Welsh Government, 2017).  

It is clear that a study needs to be conducted analysing the success of this act, since rates rising in issues of poverty and race equality would not be expected in the time since the implementation of an act of this stature; hence this study in to the implementation and outcome of the act on Dyfed-Powys Police. 

1.1 Study Purpose 

The purpose of this study is to analyse how Dyfed-Powys Police are operating in conjuncture with the Well-being of Future Generations Act of Wales 2015 and how they have had to alter their provisions since its introduction. 
The research questions developed to target these are as follows:
1. What is your general understanding of the Well-being of Future Generations Act of Wales 2015?
2. Do you believe it to be influencing the ways Dyfed-Powys Police operates in its communities and internally within the organisation?
3. How are Dyfed-Powys Police responding to the Well-being of Future Generations Act 2015 goals that need to be achieved?
4. Do you believe the Well-being of Future Generations Act of Wales 2015 is having a positive/negative impact on the provisions of your organisation?
5. Do you believe organisational motivation to be a factor influencing implementation of the Well-being of Future Generations Act of Wales 2015 on Dyfed-Powys Police?
6. What do you believe is the biggest difference now to how Dyfed-Powys Police operate as oppose to how operations ran before the Well-being of Future Generations Act 2015 was implemented?
7. Do you believe the Well-being of Future Generations Act of Wales 2015 is fit for purpose in its mission to preserve Wales, in its best form, for current and future generations?


The Well-being of Future Generations Act in practice is an area with very little research already undertaken. There are many reasons for this occurrence; it is a relatively new piece of legislation, meaning to conduct a longitudinal study of results would not have yet been possible, as it hasn’t been in operation for a sufficient period of time. To study every organisation in Wales to ascertain how the Act is impacting their business could be financially restrictive and time consuming, but also not all organisations may have implemented the changes in procedures to abide by the Act as of yet.
The Well-being of Future Generations Act of Wales 2015 is also currently only enforced in public sector businesses that are highly outnumbered by private organisations in Wales leaving the amount of research to a minimum.
 Dyfed-Powys Police is the largest geographic police force in Wales and England and is only one of forty-nine public bodies with the Act placed upon them or have opted to abide by it (Dyfed-Powys Police, 2020). This research, as to how the Act is influencing a public organisation’s provisions, narrows the research and investigation to obtain a more in-depth knowledge of one organisation in West Wales. 

1.3 Study Overview

The literature review for this study will encompass all relevant current information available on the Well-being of Future Generations Act of Wales 2015 and how Dyfed-Powys Police has been impacted by it. As the Act is relatively new, there is increased difficulty in finding evidence of change of provisions so far within the organisation. I believe however, this allows a unique opportunity to gather new evidence for this study that can ultimately be utilised to benefit the local community in which Dyfed-Powys Police operate as well as the organisation themselves who can develop it in a reflective capacity. 

Primary research will continue on from the original secondary research literature review. The most efficient way to elicit the primary data needed for this research will be to conduct closed question interviews at Dyfed-Powys Police headquarters. The closed question interview will comprise of a set sequence of questions, where answers will be for only that specific question; no prompting for other unnecessary information. 

The sample that I shall be using for this study will be departmental leaders within Dyfed-Powys Police. It is my desire to interview a range of departmental leaders as I believe it would be advantageous to possess research from each individual department within the police force to compare for a final picture of how Dyfed-Powys police overall are performing.















2.0 Literature Review 

It is no secret that in today’s modern society, knowledge of world issues regarding environmental climate, cultural inequality, world poverty and health crises are at the forefront of public consciousness and can no longer simply be ignored by organisations. Individuals continue to become increasingly more aware of entitlement and their rights. With the development of the internet and easily accessible information, individuals are now more concerned with errors and assume unreliability from professionals which is obviously impacting organisations as reliability and trust can be broken as a result of negative publicity (Bury & Gabe, 2013). Addressing these issues in public sector organisations is of great importance as these are the services that are provided by Government funding and are what makes the UK operate in the way that it does. The legal system in the UK begins with the Police Service so if there is no adaptation by them to world issues then how can society be expected to acknowledge authority if their principles are not in line with that of society?

This literature review will holistically analyse The Well-being of Future Generations Act of Wales 2015 and its impact on modern society. Whilst appreciating it is a relatively new piece of legislature, expectations are controlled as to the amount of literature available on the topic; especially that available to its impact on Dyfed Powys Police. It is for this reason this study identifies the gap of knowledge for this topic as it will gain insight on an increasingly important issue which has not yet been identified or studied.  As well as this, motivational behaviour and motivational leadership shall be studied to identify its impact on the provisions of Dyfed-Powys Police and understand why they operate in the way that they do. 


2.1 The Well-being of Future Generations Act of Wales 2015

To help tackle societal and environmental issues and secure a sustainable, prosperous future for Wales, The Wellbeing of New Generations Act of Wales 2015 aims to improve quality of life in Wales for today’s generation and the future generations to come. There are seven goals that the act aims to achieve to improve life in Wales, these being:
[image: 7 goals E]
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(Welsh Governement , 2020)

The purpose of the Act is to encourage public bodies in Wales to adapt their methods to become more culturally and ethically appropriate in their operations, as there is currently no legal legislature forcing businesses to operate in a certain way in any attempt to improve these issues. They must address all seven goals and approach them in the most sustainable method possible, as the purpose is to continuously improve Wales over a long period of time; this Act isn’t designed to be a quick fix. 

The Well-being of Future Generations Act of Wales 2015 defines the sustainable development of Wales as “The process of improving the economic, social, environmental and cultural well-being of Wales by taking action, in accordance with the sustainable development principle, aimed at achieving the well-being goals” (Wales, 2020).  To achieve this, as well as the seven goals already set out, the Future Generations Act set out five ways of working to make the intentions of the act achievable. These are namely;

[image: WFG goals]
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The public bodies that this legislation are applied to, are a variety of 44 public sector organisations including local health boards, emergency services, Welsh ministers, local authority schools/colleges and most importantly for this study, local police forces including Dyfed-Powys Police. 

The issue with the Well-being of Future Generations Act of Wales 2015 itself is that it is difficult to identify exactly what it wants organisations to do to help improve Wales. It tells of what it wants to be improved on, for example, a more equal Wales and how it can be achieved e.g. collaboration with other sources; however it doesn’t actually state what it wants organisations to do to ensure its success.  
While organisations and services are different, so the Act leaves itself relatively open to interpretation. Dyfed-Powys Police operates differently to the Welsh Fire Service however their principles are the same, this being to keep communities safe. Leaving itself open to interpretation, the Act itself may not actually achieve its desired outcome from the public bodies it applies to, as they themselves may be doing things that will only benefit their organisations and not Wales on a whole. 

Although organisations have to provide a well-being statement detailing what they are doing to achieve the Act’s goals and publish an annual report as to how they are achieving the goals; this will be analysed by the commissioner (Government, 2015). There is no correct answer as to if what they are doing is correct. There is also no way of knowing whether an organisation is actually truly fulfilling what they say, they are doing. It is all well and good collating a report, however the Act does not see the changes happening in action, only on paper, so it may very well be that nothing is being completed, therefore leading to no improvement to the life of Wales. The Well-being of Future Generations Act of Wales 2015 itself as a law can only project overall outcome desires as to what it wants to achieve, but itself cannot be used to measure its own success.




2.2 Dyfed-Powys Police and Crime Commissioner Police and Crime Plan 2017

Whilst stating the priorities of achievement and the values of Dyfed-Powys Police, the Police and Crime Commissioner- Daffydd Llewelyn, in the latest Police and Crime Plan 2017-2021 states the Well-being of Future Generations Act 2015 is included with discussion of what the objectives are and how the Dyfed-Powys Police are aiming to achieve them. In the first steps of achieving the goals of the act, it states how firstly evaluation of how the organisation itself operates questioning its position and vision but also ensuring it is fit for purpose. As with many public bodies, the values and vision of Dyfed-Powys Police lay in great similarity with that of the act itself. The vision and purpose of Dyfed- Powys police are as named:
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 (Llewelyn, 2017)


The vision of ‘safeguarding our communites together’ easily adapts to one of the 7 goals of the act itself, that of ‘a Wales of more cohesive communities’. While there is importance in fulfilling all 7 goals of the act themselves, the police and crime report highlights taking a broad approach moving forward on improving work practices and supporting the workforce in implementing changes needed to aid the Wellbeing of Future Generations Act 2015. To promote a practical method of these improvements, key steps have been laid out accordingly:
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While appreciating that the changes implemented throughout the workforce shall potentially improve the quality of living for the current and future generations, this plan very much is not expecting a quick fix for the issues in Wales and the changes implemented will take time and will require support; it is not something that can be instantly resolved. However, this is something that can be aided by working in a way in line with the acts initiatives i.e. working in collaboration with other agencies to achieve the seven goals. 

An issue with the police and crime report, similarly with the Act, is that it again does not actually mention coherently the actual methods it will put in place to clearly meet the goals set out. It is admirable to discuss the support that will be given to police officers to advance their skills, experience and abilities however, that does not explain how Dyfed-Powys Police  will fulfil goals as how to be a healthier Wales or a more equal Wales. 

In addition, the actual Acts mentioned in the police and crime report is very brief and fails to be expanded upon further in the report. As the Act is a legal requirement for public organisations, a deeper understanding and importance of dedication to its goals would be expected. However, Dyfed-Powys Police cannot be held completely responsible for this lack of understanding since there is limited guiding information available to them, or the general public, to fully understand how to implement suitable changes to adhere to the Act. 















2.3 What has the Future Generations Act done for Wales? BBC News 2018

There is evidence that there has already been some audit as to whether the Act is actually achieving what it wished to achieve (BBC News, 2018). The Wales Audit Office in 2018 reviewed the overall progress of the Act itself and determined that public bodies need to do far more to improve their resources and ambitions to improve long-term standards in Wales for future generations. It seems enthusiasm for the new law is not being met within the public sector and while they have found some examples of positive advances, they suggest for the Act to be applied more systematically in organisations, procedures are needed for it to make the improvements that need to be seen (New Generations Commissioner, 2018). 

It is evident in this literature however that although law enforces the Well-being Act, the Commissioner does not have a legal power to enforce any changes on organisations nor power to stop an organisation from making any decisions. Therefore this really questions how effective the Act itself is if it cannot really be enforced. The Commissioner has ‘name and shame powers’ meaning they can publicise if they don’t particularly agree with an organisation’s ideas in the hope of encouraging them to change their mind. It is not until judicial powers come into existence that review of organisations powers in court that the standard of this act can be reviewed. 







2.4 Law to protect future generations in Wales ‘useless’- BBC News 2019

In further support of the inability to prosecute using the Well-being of the Future Generations Act 2015,  it has also been found to not be successful for the exact cause it set out to support. There has been attempt to use the Well-being of Future Generations Act of 2015 in court to prevent a school closure, arguing that the closure of the school would negatively impact the local community. The presiding judge named the Act as ‘toothless’ and it failed in its attempt in court, further supporting that the act has no weight in power (BBC News, 2019). 

It is becoming increasingly obvious that there are issues with the Act and its application, which further supports the argument that it is hardly surprising that there is a minimal amount of evidence contained within the Police and Crime report surrounding the topic since it is littered with issues of application. 
 










2.5 Motivational Theory 

To further understand the reasoning as to how the Well-being of Future Generations Act of Wales 2015 is being implemented in Dyfed-Powys Police and its success within the organisation, it is essential to understand the organisations’ motivation behind if and why they are changing provisions to be in line with the Act.  Motivation of staff within an organisation is of utmost importance in order to assist attempts to achieve the best outcomes. With staff motivated to achieve goals and targets it allows them to experience a feeling of success when they are met and therefore strive for future successes. 

The three elements that form the theoretical construct of motivation are dedication to the process, intensity of hard work and persistence to the goal (Arnold et al, 1991). Motivation is described as goal-encouraged behaviour so operating on the assumption that workers in an organisation will be more dedicated to their work and work harder for a longer period of time if there were to be an incentive in it for them. Obviously, organisations’ motivational theories differ between companies as well as between public and private organisations, however the premise of what they aim to achieve is the same. The incentive offered differs between intrinsic and extrinsic methods; intrinsic motivation can be implemented with job enhancement and appraisals, whereas extrinsic methods are more personally enhancing i.e. a pay rise or promotion. 






2.6 Maslow’s Hierarchy of Needs

Maslow’s Hierarchy of Needs conceptualises workers motivation to achieve the things needed to survive. This operates under the assumption that workers will work as hard as they need to achieve their hierarchy of needs. 
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Critically this model is of concern for the matter of fact that once a person has achieved their ‘needs’ will they stop working as hard since they would not benefit as a result of working harder. Also, the model itself, as a pyramid, does not truly reflect real life conditions i.e. someone living in poverty with no fixed shelter can feel love and belonging even though that is higher up the pyramid for them. 



2.7 Herzberg’s Motivation and Hygiene Factors

An extension of Maslow’s Hierarchy of Needs is Frederick Herzberg’s Motivation and Hygiene Factors. Herzberg’s theory identifies that Maslow’s 5-step to motivation is not as clean cut at is it portrays. While these needs are important and will motivate to an extent, they are short lived. Once an individual has achieved the needs in the pyramid, the satisfaction wears off and it is onto the next. Herzberg identified that individuals are always striding for more, so it is not just purely down to these needs which will equate satisfaction and motivation ,there are other factors such as namely; achievement, responsibility and personal growth. 
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(Expert Program Management , 2020)


Herzberg’s two Factor Theory can also be questioned. It simplifies human behaviour to a few factors, which are not all as seen. There are many other variables that can affect job satisfaction which Herzberg did not consider i.e. job pay. In a society where the price of goods is consistently on the rise and the rate of wage is not, it is very difficult to apply this theory to modern day operations. Individuals in 2020 need a significantly higher wage than they did in 1959 when the theory was adapted, with the average wage being £35,000 (Scott, 2019 ) and the average cost to buy a house is £233,000 (Statista , 2019 ). 
8.3 million individuals in the UK are suggested to be in some sort of consumer debt with 22% of all individuals having less than £100 savings and are resorting to living pay cheque to pay cheque, or taking out further credit to make ends meet (Money Advice Service , 2019). For these reasons, it is very difficult to implement Herzberg’s theory on today’s work environment. 




















2.8 Pink’s Motivational Theory 

Pink’s motivational theory provides a more modern approach of Maslow’s Hierarchy of Needs breaking it down into six criteria;
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It has been ascertained that on average for a full time operative, 13 years and 2 months equivalent is spent in work in any lifetime (PayScale, 2018). In order to maintain momentum and motivation over that period, workers must now be able to be more flexible in how they work to achieve the best results. Focus being on getting the set work completed rather than the amount of hours contracted. Permitting employees to choose their own technique rather than being scheduled to corporate hours and allowing creative ideas to be praised and adapting work methods rather than following generic guidelines. If organisations implemented Pink’s theory, the aim to increase productivity and motivation amongst the organisation would in turn improve the organisation’s productivity. 

This theory operates on a different understanding to that of Maslow. Rather than focus on bare survival needs it focuses on mental stimulation and satisfaction to make those survival needs more worthwhile. A recent study at Manchester University concluded that operating IN a job you hate is worse for your mental health than not working at all (Chandola, 2018). With mental health issues being on the rise for adults and young adults in 2019, an increase of 71% (Rosenberg, 2019), it is essential that businesses adapt their provisions to increase workplace motivation in whichever ways necessary and not ignore the wellbeing of their staff. 

As with any theory, Pink’s theory has its setbacks. Working on the premise of a perfect reality where workers who are trusted to complete work in their own timely fashion, in the way they desire, are successful and improve their motivation. A theory like Pink’s could be implemented in particular organisations over others or just partially in a way that will improve work motivation and well-being but also having control over work. 







2.9 Leadership Theory 

Another factor of motivation affecting how Dyfed-Powys Police are operating the new provisions set out by the Well-being of Future Generations Act of Wales 2015 is leadership behaviour. The way a senior supervisory officer, warranted or civilian support staff, directs their team can be very impactful on the motivation of the individuals. Blanchard and Hersey developed a four-step strategy of how successful leadership should be managed; this is inclusive of directing, coaching, supporting and delegating (Hersey & Blanchard, 2001). There are both intrinsic and extrinsic theories of leadership that can be addressed in this study, particularly behaviourist theory, looking at the external learnt ideas of leadership and trait theory; the internally inherited skills of leadership. Whilst there are numerous theories of leadership to develop an understanding of motivation, for this study these are of most relevance since they offer a two-sided approach to understanding behaviour; allowing for a well-informed understanding of how leaders operate in the most efficient and productive way possible. 








2.10 Behaviourist Theory 

Behaviourist motivational theory dictates that the behaviour of the ‘leader’, in this instance the Police and Crime Commissioner, Chief Constable of Dyfed-Powys Police or department heads, directly impacts the behaviour and method of those that they supervise and lead. Behaviourist theory operates on the assumption that leadership skills are developed and adapted in a situation and with practice gain confidence and success for the leader and individuals being directed. This theory encourages and appreciates collaboration of individuals to achieve the best results (Harrison, 2018). In this instance, this theory would dictate that if the ‘leader’, in this instance the Police and Crime Commissioner, promotes a positive example of using the Future Generations Act of Wales 2015, then those beneath will also incorporate it into their daily operations without hesitation. 

This theory however only is applicable in perfect conditions. Factors like environment, work group, energy, time and attention as well as many other factors can impact how a leader can operate on a given day (Gillespie, 2004). This theory really only takes into account success on those ‘perfect’ days which within the police force can easily be compromised as ‘Keeping communities safe’ is one of the forces key priorities. Therefore if there is a matter which impacts the safety then that obviously takes priority over implementation of the plan. 

This theory indicates that leadership and action can be learnt by practical application rather than inherent from birth, which other leadership motivation theories believe i.e Trait theory, believing that some individuals are born leaders and that is why they are successful. 


2.11 Trait Theory 

The traits that “trait theory” rely on, are a variety of different factors and skills that are accordingly inherited  and that only those with the ‘traits’ can become the most successful leaders (Norvikova, 2013).
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The most impactful way for the New Generations Act of Wales 2015 to be implemented is for it to be handled by an individual with these desired traits that will not always be the person in charge. It is not uncommon for organisations to be held back from maximum success due to factors like poor management and leadership; failing leaders can cause failing business (Myatt, 2012). While Dyfed-Powys Police service is a public service essential to the successful balance of society, it would never be disbanded as a private cooperation could be due to failing leadership.  However, a massive overhaul of management techniques can be costly and extremely time consuming; time which could be spent benefitting the communities. 

Similarly, to the behaviourist approach to leadership, the trait theory model only operates within perfect conditions. Even a ‘perfect’ leader can be impacted by external factors which can change the way they operate, triggering the ‘fight or flight’ response causing destructive leadership which can ultimately impact the organisation negatively (Webster, Daly , & Brough, 2014). People are not robotic and when faced with problematic issues cannot just switch off emotions to make the best-informed decision. 

Leadership and motivation theory alone cannot be used to fully explain the matter of success of an organisation. These theories, whilst being very informative, are more realistic on paper than they are in action, as there are always external factors that will affect the success of occurrences in a business; it cannot just be down to academic theory. 

With identifying motivational theories, it can suggest some obvious issues with the implementation of the New Generations Act of Wales 2015 in that there is no incentive as a direct consequence of them implementing it. As it reads, it is more work and amendments to their processes for no organisational gain. While the aim of the Act is to benefit Wales on a whole it is not taking in to account the sacrifices organisations such as Dyfed-Powys Police are having to make to accommodate these changes. 







3.0 Methodology

The main aim of this study is to develop an understanding of how the Future Generations Act of Wales 2015 is influencing the provisions undertaken by Dyfed-Powys Police in their organisation and within regulations of public sector organisations. Secondary to this there is also interest in understanding whether organisational motivation is playing a part in influencing the commencement of the Act’s provision within Dyfed-Powys Police. 

The objectives of this study are: 
· Assess what information is already available on Dyfed-Powys Police’s understanding of the New Generations Act of Wales 2015 and what is being done to align the organisation with the Act. 
· Identify departmental understanding and opinions on the New Generations Act of Wales 2015 and the ways in which Dyfed-Powys Police are altering their provisions in their communities and organisation as a result of the passing of the Act.
· Consider which departments within the organisation have responded most effectively to the changes ensued by the Act.
· Determine the success of Dyfed-Powys Police in what they are already doing to implement change. Furthermore, develop understanding as to what additionally they can do to implement further changes in a proactive method. 
· Uncover the motivation and leadership practices undertaken by Dyfed-Powys Police and identify how they have developed and changed since the implementation of the Act.
· Explore how to develop these motivational and leadership advancements within the organisation in a successful method. 
· Propose a framework for Dyfed-Powys Police to utilise and initiate change within their organisation to adhere and become more in line with the New Generations Act of Wales 2015.


3.1 Project Planning
In order to help complete research and produce a viable study, a dissertation proposal was drafted to develop a consistent writing routine and ensure fluent and concrete aims and objectives (Single, 2010). A GANTT chart was developed at the commencement of the study to ensure time management was analysed correctly and tasks were broken down into manageable sections to be completed by set dates (Rebiere & Rebiere, 2017 ). A version of the GANTT chart used is included in Appendix A. 

3.2 Research Paradigm
Prior to any research taking place, the researcher first constructs a research paradigm. A social research construct developed combining ontological and epistemological beliefs (Kuhn, 2012). Once established a guideline can be established to develop a research methodology, fit to complete research in the most valid and reliable way possible with the best fitting methods of collection (Reading Craze, 2017). This research focusses on the qualitative assumptions that human behaviour cannot be fully determined by defined constructs. The idea that neither behaviourist nor trait theory is fully reliable, since the situations they are found in are interchangeable. Operating an interpretivist paradigm is in the best interest of the researcher for this study, as it allows for study of human behaviour in a natural setting rather than controlled, allowing for more study on natural free behaviour rather than behaviour forced to fit a construct that would be with positivism paradigms (Rehman, 2016).

3.3 Research Design 
In order to help achieve the best quality research, careful consideration must be taken when deciding on research type and design. A faulty research design will produce untrustworthy results (Gray, 2004).  Developed from (Mason, 2002) the theory of qualitative research approaches, the research process undertaken in this study is a case study method.

In the words of (Thomas G. , 2011) a case study is ‘the analysis of projects, policies and organisations studied holistically’. In this case, it is the analysis of policies of Dyfed-Powys Police (organisation). This research is that of a key study where the researcher has interest in the case or the circumstances surrounding it (Thomas, et al., 2019). The already lack of research into the topic of the Future Generations Act of Wales 2015 is the interest for the study to truly understand the success of its implementation within Dyfed-Powys Police. 

An illustrative study being descriptive in nature will offer in-depth insight to a situation and the processes embedded in them; in this case the provisions of Dyfed-Powys Police and the process of implementing the Future Generations Act of 2015 to them (Crossman, 2019). 

With any research strategy, it is not without its limitations. Obviously, this research is independent to a singular police force in Wales so the results will not be conclusive to the wider location. There are three other police forces operating in Wales; Gwent Police, South- Wales Police and North Wales Police however this study purely focuses on Dyfed-Powys Police so the results are not applied to all forces, only the one in study (Zainal, 2007). 

3.4 Research Method
The primary research method chosen for this study was a qualitative one with face-to-face interviews. Chosen as they allow for the most personable and in-depth method of collecting needed findings (Opdenakker, 2006). Seven questions were drafted, reflecting the aims of the study in order for the responses to be qualitatively analysed and develop an understanding of the impact of the implementation of the Future Generations Act of Wales 2015.The interview questions were developed as a continuation of the research objectives, inclusive of topics relating to understanding and impact of the New Generations Act of Wales 2015 as well as motivational and leadership methods and success. The interview questions can be found in Appendix B. 

 A structured interviewing style was initially chosen to ensure the best chance to collect only useful information for analysis (Zojceska, 2018) however after conducting a number of pilot studies it became apparent the structure was too rigid to collect the most useful data, so a semi-structured approach was then undertaken which worked more effectively. 

3.5 Sampling 
The sampling method used for this research was purposive sampling. A group of specifically chosen willing participants chosen from Dyfed-Powys Police. Purposive sampling was chosen, as the researcher had to ensure the most representative sample was chosen from the organisation i.e. senior staff within the organisation from Human Resources, Business Support Unit leaders to Chief of Staff of the Police Commissioner and Frontline Chief Constable. While there is awareness that purposive sampling can be prone to researcher bias it was crucial for this study to allow for a variety of different participants, something which could not have been guaranteed if another sampling method was used (Sharma, 2017). Eleven senior managers were specifically chosen from an array of different departments within Dyfed-Powys Police, a mix of those involved in front-line management, civilian management and overall organisation management. It was of the researcher’s intention to gather a larger group of participants however due to the current COVID-19 scare sweeping the globe; unessential events are now discouraged within the organisation. The researcher approached these chosen individuals using internal personal links after obtaining the Chief Constable’s permission. Each participant was provided with an email containing a general explanation of the study, purpose of study and consent form to be understood and completed prior to  the interview being undertaken.

3.6 Ethics
As with any research study, there are ethical considerations to identify before research is undertaken. These ethical considerations are essential to be addressed prior to research as if they are not ,they can have a detrimental impact to the individuals/organisation involved as well as making the research invalid and morally unjustifiable (Farrimond, 2013). As Dyfed-Powys Police is public facing legal organisation, it was of the utmost importance that permission was granted from the Chief Constable to allow the study to proceed and for the organisation to be named in the study when published. To address this a meeting was undertaken with the Chief Constable prior to any research taking place. He agreed the research with Dyfed-Powys Police named could go ahead as planned. As the individuals taking part in the research are of a rank of seniority, both warranted and in civilian capacity, and are expressing individual and sometimes controversial opinions, confidentiality is of the utmost importance. For this, the researcher has ensured that anonymity is guaranteed in the publication by presenting no names only a statement reading ‘a senior member of ……. Department’. Other ethical considerations taken into account are ensuring recordings of interviews are retained in encrypted format on a secure platform and that withdrawal from the study can be agreed at any time requested by the participant. All of the above considerations were explained in the ethics form agreed to and completed before study commencement as well as in the consent form given to the participants before the interviews were undertaken. 

3.7 Situational Ethics
Since the researcher in this case has personal links within Dyfed-Powys Police, there may be the chance that situational ethical issues may become apparent. Situational ethics present themselves independently depending on the situation the respondent is in, creating new concept of right or wrong (Fletcher & Montgomery, 1999). This research has been undertaken with an emic approach as the researcher is very much ‘inside’ the culture of the organisation and has been for at least a decade. This emic approach allows for the potential for more in-depth research to be gathered as targeting organisation specific procedure and methodology is possible as the researcher is aware of it where as an ‘outsider’ may not be (Stevens, 2010).  It may be however that the respondents in this study are previously aware to the fact that the researcher has links within senior ranks of the organisation and may tailor their responses in favour of the fact that they will be seen in the most desirable light potentially to figures higher in positions of rank and management than themselves. 
In an effort to combat this potential issue, the researcher has ensured to not mention specifically any internal links/relationships within the organisation in an attempt to maintain personal anonymity to the organisation even though the researcher’s name is apparent, the connection to the organisation is not.

3.8 Validity
With qualitative research, there is the matter of researcher bias that can influence the reliability of the results gained. This is the issue when respondents answer the research questions in a way favoured by the researcher to achieve acceptance and social desirability. In an effort to combat this, anonymity of the participant is ensured in an effort to reduce the need to gain social acceptance as the research will never link back to them (Maxwell, 2005). 

3.9 Reliability 
As well as research bias, confirmation bias could also potentially impact this research. In providing answers that favour the research question and ignoring matters which don’t, the research can become unreliable. In an effort to combat this, continual evaluation of respondents and further development of responses will be undertaken in order to challenge t
their way of thinking and uncover the unfavourable answers they are less likely to disclose.
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5.0 Discussion
This chapter of the study will focus on analysing and discussion of the themes generated in the previous chapter. As well as this, the data collected can be further analysed in connection with the pre-existing understanding developed in the literature review of this study. 

The method of qualitative data analysis used in this study is thematic analysis. This method of analysis allows for a flexible and accessible approach to research, allowing patterns and theme to emerge from the study, which can then aid to discussion, relation and conclusion of factual data obtained (Braun & Clark, 2003).

5.1 Understanding of Act
Upon conducting the thematic analysis, there is an overwhelming sense of uncertainty within the organisation in this subject area. The knowledge the individuals within the organisation had on and about the Future Generations Act of Wales, varied from a strong, certain understanding to ones of complete confusion and even some of no knowledge whatsoever. Of the ten interviewees, only three had a strong understanding of the act, in that they knew more than just the fact is was put in place by the Welsh Government to prolong the life of Wales and that of its Future Generations (Welsh Governement , 2020). One of the interviewees with a deep understanding, a member of staff within the office of the Police and Crime Commissioner, highlighted the importance of the Act and the intention to include it with all seven well-being goals in the newest form of the Police and Crime Plan. This gives potential future hope to Dyfed-Powys Police for implementing the Act throughout the organisation directly from the Police and Crime Plan. This should translate the seven well-being goals directed by the act into something in line with police protocol making it easier to implement. This would allow for the success of the Act within Dyfed-Powys Police to be far more likely in that it would no longer be something separate to their ethos and code of conduct. After all, as an organisation Dyfed-Powys Police have an abundance of legislation and conduct to adhere to, therefore applying an indirect Act upon them, with no guidance, there is no surprise therefore that its implementation success is currently low.  

The literature surrounding the operations of the Future Generations of Wales Act is limited to say the least. While there is literature of the goals and improvement methods of the Act, evidence of it in practice is hard to come by. Furthermore, to this, the literature referring the Act to Dyfed-Powys Police is of even less prominence. For this reason, it is of no real surprise that the majority of the interviewees were uncertain of the Act or had not even heard of it within the organisation. If there is no guidance for Dyfed-Powys Police on the implementation, then how can they be expected to have developed a cohesive knowledge on the Act alongside the other important roles they hold, influence and enact within society? 
A member of staff in the HR department quoted that as the Act does not directly apply to Dyfed-Powys Police, there is potential that the lack of understanding of the Act within the organisation could be for that reason.  As Dyfed-Powys Police opted into the Act rather than it be applied upon them, the force does not publicise it, as they do not statutorily have to. This may explain why some officers and staff have not heard about it either in depth or at all. 

Also, focusing on the ‘Future Generations’ part of the Act, it was disappointing to learn that the department responsible for the training of new recruitment within the force had never heard of the Act before. With the potential to train and influence the new officers of the future, if there was implementation of the act in that specific area, then the chances of spreading knowledge into the future would be far more impactive. Officers would be aware of the Future Generations Act from the commencement of their careers within policing which would then influence them over the next 35 years of their careers. Those new recruits are the future of Dyfed-Powys Police, so a learning opportunity is being missed, since trainers have not been made aware of new legislation. 

These explanations uphold a theory developed within the literature review stating there is a lack of implementation of the Act within Dyfed-Powys Police and that the New Generations Commissioner has little enforcement of the Act on the organisation  since the Act does not statutorily apply to the police. These findings only reinforce the idea generated in the literature review that the effectiveness of the Act is not as it would be expected that if any organisation were to adhere completely to a legal act then it would be an organisation who themselves operate in the legal sector every day. 


5.2 Change
Upon conducting thematic analysis, there is most definitely evidence of change within the organisation, both internal and external. 

Many of the interviewees hinted toward change in the attitudes toward staff wellbeing within the organisation. The force now values the importance of staff wellbeing far more than it did in previous years, making productive changes internally to accommodate different needs of staff. These changes are organisation-wide, including signposting more crucial services in the occupational health department to target mental health wellbeing as well as making improvements to the sports facilities across the force thereby targeting physical wellbeing. A member of staff from the Police and Crime Commissioner’s office quoted that these improvements and advancements in areas of wellbeing are crucial in understanding work as part of their overall lifestyle rather than separate entities. These internal changes can be directly linked to the Future Generations Act of Wales in aiding to fulfil its goal of ‘A healthier Wales’.

Internal change that is also mentioned heavily in the interviews undertaken, is that of sustainability efforts. Dyfed-Powys Police is making a constant effort to improve its stance in environmental sustainability. Changes in energy used in police stations as well as fuel considerations in police vehicles. A member of staff in Research and Development department noted that Dyfed-Powys Police themselves now have a Sustainability Board to aid and advise efforts to improve the force’s stance on environmental sustainability. As well as these changes, a member of staff in the Business Support Unit also quoted that the force is now encouraging agile working practices force-wide in an effort to combat unnecessary travel and physical resources, which in turn relieves some pressure off the natural environment by operating mainly electronically. These environmental changes in turn coincide with the Wellbeing of Future Generations Act of Wales goal of ‘a resilient Wales’.

External change, which is highlighted in the interviewees conducted, refer to the work undertaken within their communities. Dyfed-Powys Police are making ever adapting changes with how they approach and work within their communities. A member of staff in the Chief Constable’s office highlighted how they are adapting their methods of communication within the community thereby accommodating all members of their community, targeting the younger and future generations through social media platforms, something which did not happen prior to these changes. They highlight the importance of involving future generations by utilising local charities and organisations within their training process of new recruits. A member of the Learning and Development department stressed the importance of the inclusion of community as it aids not only the new recruits’ knowledge but also allows the community member to feel valued and motivated to support themselves and the police. These changes coincide with the Act’s goal of ‘cohesive communities. 

The changes mentioned in the interviews undertaken successfully fulfil the aim to identify changes within Dyfed-Powys Police operations in an internal and external fashion. It is difficult however to conclude that these changes are directly linked with the Future Generations Act of Wales 2015. As mentioned in the literature review, there is no ‘correct’ way to adhere to the seven wellbeing goals and no guideline to what changes need to be implemented so it cannot be concluded that all the changes made by Dyfed-Powys Police are as a direct result of the Act’s implementation. As the majority of those interviewed had very little understanding of the Act, is would be difficult to assume the connection if they weren’t even sure in some cases of the Act’s existence. As stressed by many members of staff, Dyfed-Powys Police’s ethos and code of conduct is one of many needs, so it is more likely that the changes are more in line with those than anything else. 

5.3 Motivation and Leadership 

During the interviews undertaken for this study, it was important to identify motivation and leadership methods used within the organisation to aid achieving a positive, proactive work force. 

In terms of methods of motivation, it seems the force diversifies between workplace-advantageous motivation and lifestyle-advantageous motivation. A member of staff based in Carmarthen Police Station highlighted the importance of time flexibility in working practices for officers and flexible working techniques to allow for the best outcomes in motivating the staff. It is quoted that there is an increase in work ethic and motivation when relaxing these procedures, as the workers are able to coincide their personal lifestyle alongside their professional life rather than prioritising one or the other. This supports Pink’s theory of motivation mentioned in the literature review as it promotes specifically the ‘time’ and ‘technique’ criteria of the methodology in how it operates to enhance motivation within departments. By allowing staff to operate in a manner such as this, it can enhance not only work-lifestyle balance but also a level of trust and support from their senior members of staff. They will know someone cares for them and wants them to achieve their most productive life which supports Maslow’s Hierarchy of Needs level of ‘Love and Belonging’ in maintaining motivation. 

In terms of workplace-advantageous motivation, there were many different methods of enhancing workplace motivation mentioned in the interviews undertaken. It was recurring amongst interviews that Dyfed-Powys Police force-widely encourage a professionalising prospect course for all Sergeants and staff equivalent within the organisation, allowing for personal development in the workplace to enhance skills and accreditations. This motivates in the respect that it is fulfilling individual purpose, placing an importance on the purpose of staff and officers and allowing them to excel within their role and potentially increase their career prospects, even if and when they chose to leave the organisation. This is further supportive of Pink’s theory of motivation in fulfilling purpose in their work. 

In the office of the Police and Crime Commissioner, they initiate an independent method of work-place motivation in encouraging their staff to conduct field visits to go out into the community to see the changes their work is making. This develops a sense of self-actualisation and boosts esteem to achieve their utmost in work to ensure they remain having a positive impact on their community. This is further proving Maslow’s hierarchy of needs factors in promoting motivation. 

In terms of leadership within Dyfed-Powys Police, it is apparent that there is a force-wide training initiative to ensure effective leadership. Many interviewees mentioned the ‘transformational leadership course’ they operate aiming to ensure their training practices are in-line with national procedure and also to give their leaders the support and reassurance they need to ‘lead’ in the most effective way. While no interviewees drew upon their individual leadership qualities, the fact that the force itself operates a continuous leadership training program, it puts the behaviourist and trait theory mentioned in the literature review of this study in jeopardy. The reason for this jeopardy is that if leaders are determined by behaviour and innate traits, then there would be no reason for this particular course. This promotes the point that its leadership theory may not be as realistic as is stated; it may be more for a combination of behaviour/traits and correct training and guidance.  


5.4 Impact of Act
While there was varying understanding of the Future Generations Act of Wales 2015 amongst the interviewees, many had something to say regarding the impact or rather lack of impact the Act has on their work within the force and Dyfed-Powys Police in general. 

An opinion of the impact of the Act is that to quote, ‘it's a toothless tiger’. Although it is an act governed by law to improve and prolong Wales, it has not fully impacted provisions set out by Dyfed-Powys Police alone or achieved its dominance in the public sector since if it had, more workers would be aware of it. The fact that only three out of the ten interviewees had direct knowledge of what the Act set out to achieve, is a clear indicator that not enough has been done to embed the act within Dyfed-Powys Police as of yet. This is further supported within the literature review by the high standing judge even stating that the act has no weight in power referring to it as “toothless.” 

The overwhelming consensus generated on the impact of the Act on Dyfed-Powys Police is that within the force so long as change is being made where necessary and that the force’ ethos and code of conduct is being upheld to the highest manner, then it isn’t essential that the Act is known about or directly implemented. A member of staff within the department of Human Resources stated they prioritised maintaining positive change and achieving priorities; then that is more important than officers being aware of the Act itself. Other interviewees highlighted their concern that such an act even had to be created. Why is it that a legal document had to be created to re-ribbon an already professional ethos and conduct? A member of staff in the Occupational Health Unit states that it seems the act is more in line with a ‘tick box exercise’ as the work it wants the force to adhere to is work which they have been carrying out indefinitely. 

In terms of how they look to proceed, embedding the Act within Dyfed-Powys police in the future was highlighted during an interview with a member of staff from the Police and Crime Commissioners office. The idea of ‘translating’ the Future Generations Act of Wales into policing protocol in a way officers understand it and can productively operate it, may be the most productive way of achieving the seven wellbeing goals. As police officers and staff have very demanding jobs, it can be considered too much to expect them to independently influence their work with the needs of the Act. If these changes and priorities were embedded in their training processes, there may be a better chance for success as adhering to the Act would be part of their everyday work rather than something extra for them to do. This matter further supports the idea in the literature review of this study that not enough is being done by the government to generate methods and structure as to how they want the Act implemented in public bodies. If this does not change then as has been proven with Dyfed-Powys Police, the majority of staff and officers will not even be aware of the Act let alone adhere to it. 




















6.0 Conclusion 
6.1 The Research
Upon conducting this research project, the outcomes of the objectives originally set out can now be identified clearly. Information has been successfully sourced and analysed upon the understanding of the Act within provisions of Dyfed-Powys Police prior to the interviews taking place. While there was a minimal amount of research available prior to this study, it was important to source and understand it prior to developing it as gaps in the prior research could then be filled during this study. 

Departmental understanding and opinions were identified during interviews with the conclusions drawn that there is a clear lack of awareness and understanding of the Act within the force. This lack of deeper understanding will obviously hinder the organisation’s attempts to relate the Act to their work and ultimately then not fulfil the aims of The Well-being of Future Generations Act of Wales 2015 unless procedure changes. This conclusion is very much in agreement with that of the literature gained of the Act in the literature review as if the Act was operating as successfully as it has set out to, then awareness would be much greater. The Act itself has been deemed ‘toothless’ by more than one source which is very telling and accurate in this case, it’s like of assertation is influencing the lack of success. 

 It can now be identified that there are certain departments within Dyfed-Powys Police that have made the utmost changes since the Act’s implementation in particular those of Occupational Health placing a focus on staff well-being and Human Resources focusing on environmental factors. However, it can also be understood that there are also departments which have not implemented change at all . While this concludes change has been made, it is clear to identify that not all seven well-being goals are being addressed fully within the force and that further work is needed to address this.

Understanding of motivation and leadership practices within Dyfed-Powys Police has also been uncovered and highlights learning-based approaches to leadership and motivation as well as procedural differences between departments within the organisation. Dyfed-Powys Police practice of leadership disagrees with trait and behaviourist theories as it operates on the assumption it can be taught to leaders within the force rather than the leaders having the underlying behaviour/traits alone to be successful. The force’s methods of motivation however are very much in agreement with the models enforced in the literature review in that they highlight the importance of work-based motivation methods supporting Pink’s theory as well as those of lifestyle-based motivation which supports Hertzberg’s and Maslow’s models.

The objectives of motivational and leadership development will be addressed in the framework included aiming to initiate change within Dyfed-Powys Police to allow for adaptations to be made for the implementation of The Well-being of Future Generations Act 2015.















6.2  The Study
Upon conclusion of this study it can be determined that is has generated a large amount of useful data which before was unknown. This study has allowed for a deeper understanding of Dyfed-Powys Police in relation to The Well-being of Future Generations Act of Wales 2015.  The presiding limitation to this study is the unfortunate lockdown circumstances associated with the global pandemic of COVID-19. These circumstances affected the interviews which were undertaken and halted the progress of any more than ten interviews. It was the intention to complete additional interviews and study a focus group to generate more data, however this was not possible in these circumstances. 

If this research were to be developed further in the future, it would be ensured that a different interview approach would be utilised to collect data since the closed question approach in this study had to be very quickly adapted, as it was not fit for purpose. As the understanding of The Well-being of Future Generations Act of Wales 2015 was extremely limited by the participants chosen for this study, the original questions chosen were not suitable and were altered during interview. As well as this, if this study were to be developed it would be beneficial to gather data from the Future Generations Commissioner’s perspective to identify the reasons as to why in their opinion the Act is not achieving what it has set out to achieve, and how organisations like Dyfed-Powys Police are expected to adhere to it. 























7.1 Recommendations 
The purpose of this study is to identify The Well-being of Future Generations Act of 2015 impact on the provisions of Dyfed-Powys Police. Upon the initial literature review as well as the interviews undertaken, a recommendations framework has been developed and is as below:
1. The Well-being of Future Generations Act of 2015
· Awareness- There is currently a lack of awareness to this government legislation. Force wide awareness needs to be undertaken aiding in achieving the Act’s goals. ‘Translating’ the Act into policing literature during training and recruitment periods will allow for direct influence of the act on policing. It is suggested that training is given to the recruitment and development trainers within the organisation of the Act’s importance and how it is to be implemented throughout the force, these departments can then subsequently during their recruitment and development training ensure all members of the organisation are aware of the Act and how to implement it successfully. This advancement in training will allow Dyfed-Powys Police to become more in-line with the Well-being of Future Generations Act of Wales 2015. 

· Achieving the seven well-being goals- There is currently an imbalance in achieving the seven well-being goals set out by the act. While the goals of cohesive communities, a healthier Wales, a resilient Wales, a Wales of vibrant culture and thriving Welsh language were highly evidenced in this research there are still three remaining goals that were not. 
· A Prosperous Wales- To continue investing in their officers and staffs’ education allowing for a prosperous and wealthy economy. This investment in education can be used in benefit of the Act stated as it allows for proficient knowledge of the Act to be transferred. 
· A More Equal Wales- Continue working with partnerships and external agencies to create a diversified workforce equal to the community they operate in. There is potential to identify new external agencies to engage with in the community i.e age diverse groups would be ideally chosen in ensuring the needs of the Act are met. If Dyfed-Powys Police were to engage with more young-people groups/agencies that allows them an opportunity for a new perspective on initiatives from a young person perspective as those are essentially the groups of individuals they will be operating for in the future. In allowing this engagement it is allowing for the benefiting of Future Generations. 
· A Globally Responsible Wales- To consider the global consequences that will occur as a result of departmental and force-wide actions and decisions; taking in to account social, cultural, economic and environmental factors. A suggestion would be to minimise the use of paper resources in front-line staff i.e using electronic devices rather than pocket books. While this is an idea that has been implemented in neighbouring forces it is one that will aid in consideration of environmental factors. 
· A Healthier Wales-Continue to advance the physical and mental health and well-being services within Dyfed-Powys Police for staff and officers as well as offering services to the public where suitable. A suggestion on this objective is to continue being reactive to culture and personal changes for staff and officers and adapt to them i.e as a result of the COVID-19 pandemic anxieties may be heightened, it is important to have extra support in place for staff if so required. 
· A Wales of vibrant culture and thriving Welsh language-Continue to offer Welsh language services to staff and officers as well as promoting the language within communities where possible. A suggestion would be to promote the use of the Welsh-language with the younger staff/officers to encourage younger members of the community to learn/continue to learn the Welsh language as it has less prominence in the younger community as appose to the older community. 
· A Resilient Wales-Increase where possible the use of technology in place of physical resources with policing in the communities as well as minimising the use of police vehicles where a pollution-free alternative can be used i.e cycling or walking. A suggestion would be to encourage more walking and cycling for officers in smaller town police stations where a driving isn’t necessary and where is safe to do so.
· A Wales of Cohesive Communities-Continue to increase methods of targeting attention of younger generations in their communities with use of social media, community initiatives and volunteering schemes. A suggestion would be to increase community events where members of the community are able to converse with their local policing team on issues they feel important. This allows communities to feel valued and safer on the issues they may have previously had.

2. Motivation and Leadership Development
· Motivation- While there are departments within Dyfed-Powys Police that are enforcing varying methods of motivation practices; a more consistent approach would be beneficial to the organisation. A motivationally driven initiative run within the organisation would help excel work productivity and work-live balance for all staff and officers. This approach to motivation may run differently in different departments however, the goal of motivating staff and officers would be consistent. The suggestion drawn from the motivation methods used within the office of the Police and Crime Commissioner would be to encourage staff and officers to go out into the community to see first hand the impact they are making in their community. This will motivate staff in the respect that they will be encouraged to continue their hard work as they can see first hand the positive effect they are having. As well as the positive impact this will have on motivation it will allow Dyfed-Powys Police to fall in line with the Well-being of Future Generations Act as it is focussing on the cohesion of communities and the well-being of those communities.

· Leadership- Dyfed-Powys Police have a very strong stance in leadership development already so the objective would be to continue running the transformational leadership programs within the force as frequently as necessary to aim for the best level of leadership available. It is suggested to continue the high level of leadership development and of course if there are any changes in procedure then that they are implemented as quickly as possible. 
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9.0 Appendices
9.1 [image: ]Appendix A- GANTT Chart of progress 











9.2 Appendix B- Interview Questions 

What is your general understanding of the Wellbeing of Future Generations Act of Wales 2015?
Do you believe they are influencing the way Dyfed-Powys Police operates as an organisation too?
Do you believe it be influencing the ways Dyfed-Powys Police operates in its communities? 
How are Dyfed-Powys police are responding to the Wellbeing of Future Generations Act 2015 goals that need to be achieved?
Do you believe the Future Generations Act of Wales 2015 is having a positive/negative impact on the way the organisation is run?
Do you think organisational/leadership motivation to be a factor impacting implementation of the Future Generations Act of Wales 2015 on Dyfed-Powys Police?
What do you believe is the biggest difference now to how Dyfed-Powys police operate as oppose to how operations ran before the Future Generations Act 2015 was implemented? Is there any department which stands out in you mind to have made the most difference/ least difference. 
Do you believe the Future Generations Act of Wales 2015 is fit for purpose in it’s mission to preserve Wales in it’s best form for current and future generations?
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The importance of balancing short-term needs with the need to safeguard the
ability to also meet long-term needs.

How acting to prevent problems occurring or getting worse may help public
bodies meet their objectives.

Considering how the public body’s well-being objectives may impact upon
each of the well-being goals, on their other objectives, or on the objectives of
other public bodies.

Acting in collaboration with any other person (or different parts of the body
itself) that could help the body to meet its well-being objectives.

The importance of involving people with an interest in achieving the well-being
goals, and ensuring that those people reflect the diversity of the area which
the body serves.
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TIME

Focus more in the output, rather than the time or schedule, allowing employees to have
flexibility over when they can complete tasks.

TECHNIQUE

Don't dictate how employees should complete their tasks. Provide initial guidance and then
allow them to tackle the project in the way they see fit, rather than having to follow a strict
procedure.

TEAM

This can be one of the hardest forms of autonomy to embrace: allowing employees some.
choice over who they work with. By providing open-source projects and tasks, they have the
ability to assemble their own teams.

TASK

Allow employees to have regular creative days where they can work on any project or problem
that they wish. Evidence shows that many new initiatives are generated through creative free
time.
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Create an environment where mastery is possible. To foster an envrironment of learning and
development, four essentials are required:

Autonomy
Clear godls

Immediate feedback

Goldilocks tasks - not too difficult, and not too simple

PURPOSE

Place equal emphasis on purpose maximisation as you do on profit maximisation. The
attainment of profit goals has no positive impact on a person’s wellbeing, and can actually
have the opposite effect! Organisational and individual goals should focus on purpose as well
as profit. Many successful companies are now using profit as the catalyst to pursuing purpose,
rather than the objective.
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Knowledge

of Act

“Basically I don’t know much about
itself but I know it’s about the well-
being about our officers staff
communities the public in general
because we serve the public that is
what we’re here for and just to make
sure work there measures in place
because I know you can’t be all things
to all people and of course you can’t
treat everybody the same because

everyone’s needs are different”

“Welsh Governments legislative
attempt to require statutory bodies to
plan and implement policies to make
Wales a better place to life in the
fiturer Well the fact it doesn’t stat
apply to us so we can’t publicise it as

applying to the force”.

“I know a bit about it.....it is my

intention to develop a new police and

Basic understanding of Act, lack
of in-depth knowledge of the 7

well-being goals.

A more direct understanding of
the Act in itself and what it is

looking to achieve.
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crime plan next year and my intention
is to develop it using those 7
strands...I think all of the strands are
relevant from resilience to healthier

Wales it just makes sense to do that.”

“To be perfectly honest until you made
reference to it, I can honestly say |
haven’t of it at all... not until the
question was posed to me by yourself
in your initial consultation had I heard

ofit.”

“Well I think I have heard of it to be
honest... I see of it mentioned in
emails but me myself personally if I

have an idea of it, well probably not.”

“I know it is the duty on public bodies
so not the police force but certainly

welsh ministers, local authorities

A proactive approach at
understanding the Act and
utilising and implementing it

policing policy.

No understanding of the Act

itself existing.

Awareness of Act but no

understanding of it's purpose.
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there's a long list on the act but that
sort of body then public function and
the focus being on the sustainability
and development of wellbeing so

social economic factors of Wales.”

“Very limited understanding... trying
to make a sustainable Wales and
looking after the wellbeing of like
people who live in Wales particularly
around mental health and

psychological side of things.”

“Well I know it was kind of it, my
knowledge is basic I’ll warn you now
but I know that the in section came
into the force in 2015...1I think it’s
really kind of to get kind of
organizations within Wales to kind of
like look at the longer term impact

communities from a social economic

kind of like wellbeing perspective.

In-depth understanding of the
Act itself and it’s function in

Wales

Minimal knowledge of the Act
itself and specifically what it is

attempting go achieve

A proactive approach at
understanding the Act and
utilising and implementing it

policing policy.
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we do things out there looking at our
public, our community, it is an ageing
community and I think because we are
an ageing community we always look
at that but now we really started
looking at the younger generations in
our community because they are
actually the future... I have definitely
seen a shift in how we try and
communicate with the public as well
you know we are using social media a
lot lately now.... proactively improved
our occupational health as part of our
HR in the services..... think we have
done a lot internally and externally

within the organisation.”

“A link with sustainability is that there
is now a force sustainability board and
we are looking at our efforts to help

save the environment .... there is a

A development of areas of focus
for the force bot externally and
internally which indirectly is
aiding in the progression of the

Act.
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direct link there we are able to
evidence there exactly that what we
are achieving there what the act says
we should be doing it and the Police
Commissioner alongside the Chief
Constable are very keen in driving that
agenda of reducing the amount of fuel
we use in police cars and reducing the
amount of energy wasted in police
stations...2 sides to the force, to better
understand the health and wellbeing of
our customers-the public and our
officers. ... understanding what the
issues with the public may be helps us
support the victims better there have
been changings with how we deal with
victims which is then having positive
effects on how we provide out
service.... resilience training for staff
is evolving so we are looking to deal
with issues they deal with every day,
looking at demand on staff so if the
demand on staff can we reduced or

stopped.”

Focus on change both inside the
organisation and within the

community which further aids to
achieving the goal of a cohesive

community.
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“We have made strides especially in
areas like wellbeing of individuals,
occupational health, signposting of
services. .. years ago it was nothing for
to work a 23 hour shift but now
working time directives are impacting
how we investigate. So now one of the
first things I ask now at a major crime
scene is where are the facilities for
staff? Who is feeding them? Standing
down periods in between cases.... I am
susceptible to change and we have
been changing since the day we were
born but I more modern thinking in
getting teams in to electronics and
technical policing....You have
departments like Goleudy and Victims
Rights to Appeal,

all of this stuff is new and it never
existed but now you can actually call

and make contact with people.”

“Particularly the wellbeing element

there is so much more awareness in the

Vast changes within the
organisation in working practices
and changes in the community
contact with police, again
indirectly linking with well-being

goals.
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importance of having the ability that
the work is part of their overall
lifestyle and they are not seen as two
separate elements... in terms of the
general public they seem to be far
more informed than they have been
and more of a desire to be informed
that the difference I'm seeing in that
they don’t want just a tick box

CXELOISOM

“We have had a new process of
training new officers it is called the
police education and qualification
framework, police have always been
trained to a very high standard but
what we have always been cognisant
of is that our colleagues and staff were
not able to identify how professional
they were in the capacity of their
training so this has come now as a
result of the PQF..... we have a unique
resilience course currently being

offered in line with our occupational

Focus on well-being changes
both internally and externally
which individually indirectly link

to the Act.
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health department also the resilience
they are bale to portray out on the front
line to ensure every individual they
deal with is resilient to be able to deal
with the issue they feel like they have
to report to the police.... people are
now far more likely to accept that
support there for them and they won’t
think it will affect their working and
acceptance of others but now people
are so open and willing to say that they

will kept the help that is on offer.”

“Wellbeing go your staff for
leadership for basically their welfare
comes first now whereas years ago it
probably didn’t.... There was big
change probable maybe 5 years ago
now the new chief message was about
victims, communities, caring rather
than before all enforcement we’ve
come away from that now so rather
than lock them up all the time it’s like
what services can we put them in to

stop them reoffending you know so

Internal changes focusing on
staff well-being job

enhancement.
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yeah it has changed a lot from what it
was years ago....years ago you just
didn’t ask your shifts were your shifts
and anything in your if had to fall
around those and it was kind of the
mentality because of the organisation
we are in but we’ve had to come away

from that as.”

“There has been a change towards you
know ensuring that we maintain the
mental health of general public and
staff... now particularly recently
you’ve got a lot of social media
covering the facts it’s okay not to be
okay ....we’ll probably see more again
coming forward and the you know I

would say the last 5 years alone.”

“There probably has been a changes in
that regard of course but yes I think in
those areas you would definitely see
the changes and how we do things you
know like working more remotely,

using less paper you know email

More of a focus now on
changing how staff work and
their well-being as well as the

well-being of the community.

Big focus on change in mental
health services both internally

and externally.
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communications that sort of things you
know.... we are changing to be
greener and more efficient and more
sustainable etc but that’s putting more
pressure on and taking people away
from our natural environments where
everything is so electronic like you’ve
got skype meetings, telephone based
meetings people themselves are getting
up and going out and about and

attending and things.”

Focus on the environmental goal
of the Act internally within the

organisation.
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Opinion of

impact

“It’s a bit of a toothless tiger isn’t it,
for me it’s more of a guidance
document really isn’t it because you
know with any act if you go against
that act it’s either unlawful or illegal
isn’t it but with this one it’s a bit hey-
ho isn’t it when it says it’s more of an

act it’s more of a guidance document.”

The Act itself has not had it’s
desired impact as it doesn’t hold
any precedent- the Act itself
should be more of a guidance

document than an act of law.
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“I think if we are making the changes
and contribute to the priorities it
doesn’t really matter to be if they don’t
know that they are as well applying
positively to the regulations of the
act..... they (officers) don’t know
actions implements the regulation of
act I don’t think particularly means too
much...If they didn’t know we were
making changes to aid sustainability
then that would be a concern to me or
if they thought we weren’t doing
anything to ensure the wellbeing of
people I would again be concerned but

they do know what we are doing.

“If we directly link it (the act) to
something in their world like we
intend to do..... my intention is
definitely that, I think maybe if we
translate it to their speak they may see
the relevance a bit more but it is

critical.”

It is not essential that officers
and staff know about the Act
only that they are making
changes within the organisation

in-line with legislation.

Where police officers and staff
are unaware of the Act, if the Act
was adapted in to their working
protocol it may have been more
impactful to the organisation as it

would then have more relevance.
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“After been made aware of the act I
wonder why they felt it was necessary
to re-ribbon it when the ethos and
professionalism of our organisation
does already exist....I would say the
ethos of the act is obviously part of the
core of our training program and has
been for a number of years and the
initial police learning development
program which was the IDLDP was
then amended and updated in the new
training program the PQF which is
aiming to professionalise the police

service.”

“It's so broad isn’t it it's saying it's this
is the duty an it's covering all the
topics environmental, social,
economic....it's such a broad topic it's
got to be broken down hasn’t it in
terms of it's operation...how it actually
feeds into the responsibility for an
actual statement each year I'm not sure

how that actually pans out.”

The force in it’s function and
ethos has been fulfilling the
needs of the Act for many years
and there is questioning as to
why it has to be formatted as a
legal document to ensure public
services are achieving what they

have always sought to achieve.

The Act itself has not been
applied and broken down in a
proactive method so it is difficult
to understand how and where
within the organisation the Act is

implemented.
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“I would possibly say it was probably
because he’s the lead chief constable
regarding these things (occupational
mental health services) so it’s
something that he possibly would have
been more mindful of not taking
actions specifically because of the

”

act.

“Perfectly honest on the one hand we
should care for our staff so if we’re
emphasising that we are doing this
because of this it’s going to take away
and it would be more of a tick box
exercise so I can see that it would have
a negative connotation while they are
only introducing this because they

know by law got to.”

It is more important that the
changes and advancements are
taking place within the
organisation however not

specifically because of the act.

If the organisation was only seen
to be making changes in caring
for their staff because they were
legally entitled to do so then it
would reflect negatively on them
and as though they are more
concerned on ‘ticking a box’ than

caring for their staff.
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