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Abstract 
This dissertation explores frontline police officer’s perceptions towards organisational and operational stressors within South Wales Police and explores how these stressors impact mental wellbeing and retention. 
A thorough critical review of existing literature revealed that organisational stressors are typically more prominent across policing and strongly evidences that stressors can have a detrimental impact on wellbeing and organisational operations.  This study will focus on whether South Wales Police officers’ perceptions of these stressors support pre-existing data, and whether South Wales Police have any plans to tackle such issues.
An anonymous survey was created and distributed to 32 frontline South Wales Police officers and consisted of quantitative and qualitative questions, allowing participants to rank how often how often they were exposed to certain stressors, whilst allowing for further insight into personal experiences. This data has allowed for deeper insight into the knowledge of South Wales Police’s plans to tackle retention and the survey participants to give insight into whether they believe this will be effective in resolving retention. 
The overall findings suggest that South Wales Police should be implementing greater emphasis on tackling organisational stressors to better force-wide retention and maintain effective wellbeing of existing officers. 
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[bookmark: _Toc232594612]1.0 - Introduction
The purpose of this dissertation is to investigate whether frontline officers from South Wales Police perceive themselves to experience organisational and operational stressors, and the impact that these stressors have on mental wellbeing and retention. The dissertation also aims to establish how much officers know about whether South Wales Police are implementing any changes to tackle these issues and identify whether frontline officers believe that these changes will be effective. 

[bookmark: _Toc232594613]1.1 Background 
Purba and Demou (2019) have found that frontline policing is highly recognised as one of the most high-stress occupations, often due to the repeated exposure to traumatic incidents, the high workloads carried by officers and the unpredictability of the role. They found that these issues are categorised as ‘occupational stress’ and further established that this has a detrimental impact on officer wellbeing. Occupational stress is further categorised into both ‘organisational’ and ‘operational’ issues.
Operational stressors are directly linked to the everyday operations of policing, such as high-risk situations and exposure to trauma, whereas organisational stressors come from within the workplace and include excessive workloads, staffing shortages and lack of adequate support (Purba and Demou, 2019). 
The impact that both of these stressors have on officers has become a growing concern across the UK, and Police Care UK (2023) identified that at least one in five police officers have noted symptoms consistent with PTSD as a result of being exposed to traumatic incidents, and Davies et al. (2024) found that organisational stressors are often directly linked to officer burnout and poor mental wellbeing. 
Poor mental wellbeing within frontline policing has also been closely linked to workforce retention and has presented as a significant issue within South Wales Police specifically. TVP Federation (2024) highlighted that poor mental wellbeing was the main reason for police officers leaving their force in 2024 and they also noted that those who left stated that they would stay if there were welfare improvements and appropriate staffing levels.
TVP Federation (2024) found that as a result of workforce attrition, there are severe impacts on the remaining workforce and highlighted that there’s an increase of organisational stress: Existing research has indicated that mass attrition leads to increased workloads and more responsibility for the remaining workforce, further leading to poor mental wellbeing and further resignation (Fright, Davies and Richards, 2023), creating a cycle of organisational stressors negatively contributing to attrition. 
South Wales Police (SWP) recognise the importance of mental wellbeing and offer a number of internal support systems, such as occupational health and counselling services (South Wales Police, n.d). However, these are all reactive measures that are offered following officers being impacted by stressors, and there’s limited information available to suggest that any proactive prevention is taking place.
[bookmark: _Toc232594614]1.2 – Rationale
Existing literature consistently shows that organisational and operational stressors can have a detrimental impact on police officers, particularly to their mental wellbeing. While there is extensive research to highlight these stressors within policing itself, there’s limited research to explore the impact that these have within SWP. 
There’s also limited research that explores how attrition has a negative impact on those who remain within the workforce, and how these existing officers perceive themselves to experience the impact of this.
Additionally, a review of the literature revealed that there was a significant gap to suggest that South Wales Police are taking any proactive preventative measures to address the organisational stressors and retention. 
This study therefore looks to contribute to pre-existing research by exploring SWP officer’s perceptions of organisational and operational stressors, the impact this has on their mental wellbeing and retention and what further impact that retention has on the existing workforce. Additionally, the study aims to establish whether SWP officers are aware of any proactive preventative measures that are taking place to tackle these issues, in an attempt to bridge the gap within the literature. 

[bookmark: _Toc232594615]1.3 – Aims and Objectives
The aims and objectives of the research project are there to act as a guide to successfully explore SWP officer’s perceptions of organisational and operational stressors, to examine what impact these have on mental wellbeing and retention, and to establish the effect that the attrition has on the remaining workforce.
The objectives of this study are;
1. To explore whether officers are perceived to experience organisational and operational stressors.
2. If so, explore the perceived impacts on mental wellbeing and retention.
3. Identify whether there is a perceived large-scale attrition of officers, and what the perceived impacts are on those officers who remain.


[bookmark: _Toc232594616]1.4 – Research Structure
This dissertation is divided into five chapters in order to assist readers to fully understand the dissertation’s purpose.
Chapter one - Introduction: The introduction into the study, providing background information, the rationale for the research, the aims and objectives for the dissertation and the structure of the dissertation. 
Chapter two – Literature Review: The review of existing literature that relates to organisational and operational stressors, the impacts these have on mental wellbeing and the issue of workforce retention within policing as a result of those stressors. 
Chapter three - Methodology: The methodology that is used to design the research, the sampling strategy, ethical considerations and data collection and analysis methods.
Chapter four – Data Analysis and Findings: The presentation of findings of the online survey and the analysis of the results collected. 
Chapter five – Discussion and Conclusion: The discussion of the findings of the survey in relation to pre-existing literature, identifying limitations to the study and providing recommendations for future research. 

[bookmark: _Toc232594617]1.5 Conclusion
This chapter has introduced the topic of the dissertation project, whilst providing an overview of the background of the study and providing a rationale as to why this research is particularly important for South Wales Police.
The following chapter will review existing literature in great depth and identify any gaps that exist within the literature.














[bookmark: _Toc232594618]Chapter 2 – Literature Review
[bookmark: _Toc232594619]2.0- Introduction
The purpose of this chapter is to examine existing key literature on the perception of organisational and operational stressors and their impact on officer’s mental health and wellbeing, and how this directly impacts retention.
A literature review is crucial in highlighting the comprehension of a particular area of study as it allows for a broader familiarity of the academic literatures used and further allows for critical evaluations, supporting the successes and failures within the field (University of Illinois, 2022). The review will be completed using a variety of research methods such as the UWTSD library, Google Scholar and relevant policy documents.
[bookmark: _Toc232594620]2.1– What is Occupational Stress?
Frontline policing is notably recognised as a high-stress role due to the frequent exposure to traumatic situations, the responsibility of public protection and the heavy workload (Purba and Demou, 2019). Stress has been widely studied and theorised and so there is no one definition. However, the World Health Organisation (2023) have simplified this and said that stress can be looked at as an impermanent state of mental tension, often caused by a difficult situation. 
On the other hand, occupational stress is more easily defined, and The Information Resources Management Association (2019) have defined occupational stress as “stress that specifically stems from work-related activities”. Purba and Demou (2019), have established that occupational stressors are prevalent within policing work and this often has a detrimental impact on officer’s mental wellbeing. Occupational stress is often categorised into both operational and organisational stressors. 
[bookmark: _Toc232594621]2.2 – What are Organisational and Operational Stressors?
Organisational stressors tend to initiate from the workplace culture and structure. These may include, but are not limited to poor support network, poor working environment, bureaucracy and inadequate resources (Purba and Demou, 2019), often having a significant impact on officer well-being. They noted that organisational stressors are the great cause of stress and mental health issues for police officers, as they are typically perceived to be unnecessary, unavoidable and out of the control of the person that is impacted by them. 
On the other hand, operational stressors typically stem from the demands of being a frontline officer, which are often more frequently perceived and accepted by officers.  Again, these may include but are not limited to, exposure to job related violence, and trauma (Purba and Demou, 2019). These stressors are not limited to South Wales Police and are experienced within police forces across the world, as highlighted by Kostas, Vlastos and Theofilou (2024) who found that police officers in Greece were moderately impacted by occupational stress. 

[bookmark: _Toc232594622]2.3 –Impact on Mental Health
Organisational and operational stressors are identified to be a large strain on frontline officers’ mental wellbeing. The way that these stressors are perceived by officers could be viewed as crucial to the maintaining of positive mental well-being and staff turnover. 
Referring to operational stressors, consistent exposure to traumatic and distressing incidents is said to cause a significant breakdown in well-being over time leading to significant mental health conditions (College of Policing, 2018). A study carried out by Police Care UK (2023), found that “90% of police workers (…) had been exposed to trauma” and notably reported that because of this exposure, one in five had experienced symptoms in accordance with PTSD (Police Care UK, 2023)
There’s significant supporting evidence to link organisational stressors as the main cause in poor mental wellbeing. A review carried out by Purba and Demou (2019) found that organisational stressors were often perceived to be associated with the likes of burnout, anxiety and emotional exhaustion, more than operational stressors, highlighting how crucial it is that wellbeing comes from within an organisation. Davies et al. (2024) noted that the role of organisational stress has a direct and significant impact on officer burnout, depression and poor mental health, further supporting the argument that these perceived stressors have a detrimental impact on officer wellbeing. 
[bookmark: _Toc232594623]2.4 - Impact on Retention
Retention has become an increasingly growing concern across UK police forces. There is a significant amount of evidence that suggests that organisational and operational stressors are playing a big part in officer mental well-being and the decision to leave the force. 
Policing has been and remains a challenging and high-pressured working environment, but evidence suggests that operational stressors are typically not the primary cause of police leavers, but organisational stressors are, leading to people to decide to leave prior to reaching retirement age (TVP Federation, 2024). TVP Federation (2024) have reported that 59% of officers who left the job in 2024, did so due to the job’s impact on their psychological health, and Davies et al. (2024, p.9-10) noted that the main contributing factor to workforce attrition is the lack of job satisfaction. This indicates that stressors that come with policing can have a detrimental impact on officer well-being, further leading to early resignations of their role. 
A study from the Institute for Fiscal Studies (2016) shows that 27% of all resignations are voluntary. The study finds that these leavers are commonly those within the early stages of their career. In Wales specifically, the number of voluntary leavers can be seen as 4-5 per one hundred officers, which is less than the UK average (Crawford, Disney and Simpson, 2016). Statistics produced by The Home Office (2025) found that the total paid Police Workforce had a decrease of 0.2% between 2024 and 2025, with this decrease being driven by a fall in police officers. However, The Home Office (2025) did find that the voluntary leaving rate between March 2024, and March 2025 was slightly lower than the previous year. 
Evidence of officer perceptions on organisational and operational stressors reinforces this and TVP Federation (2024) found that of all leavers, they stated that changes to working environments, welfare improvements and appropriate staffing levels, would make them reconsider their decision. This further reinforces the argument that organisational stressors have a detrimental impact on retention. A study conducted by Fright, Davies and Richards (2023), further reinforced this and they found that the causes of high exit rates are organisational stressors such as high workload, poor management, and unsociable hours. This report also stated that “workload and responsibilities was cited among almost half of all police as having a major effect on their intention to leave” (Fright, Davies and Richards, 2023). 
Singh (2019) reports that while workforce attrition can have a negative impact, it does bring the ability for positive changes such as advantages of new knowledge and the ability to create a more innovative team, which is especially beneficial to a working police force.
[bookmark: _Toc232594624]2.5 – Retention Impacts on Remaining Police Officers
TVP Federation (2024) reports that efforts to improve police retention is necessary due to the multitude of negative impacts that will follow mass attrition. One of the main points highlighted is that mass attrition automatically places the remaining officers in a situation of increased pressures through both organisational and operational stressors, such as increased workloads and longer working hours. TVP Federation (2024) acknowledges that the remaining officers are then perceiving an increase of organisational stress, leading to burnout, stress and possible early resignation. Fright, Davies and Richards (2023) also highlight the importance of maintaining a positive workforce, as without it, retention is less likely to take place. Fright, Davies and Richards (2023) indicate that poor retention has a detrimental impact on public services as it leads to a decline in experienced staff and in turn, service quality. In addition, to that, they go on to highlight that poor retention creates a burnout cycle which exacerbates those remaining staff members due to the increase in workloads, leading to added stress, lower performance and increased absences – bringing it full circle to the next member of staff. 
Furthermore, TVP Federation (2024) have recognised that retention of officers is vital to continue to pursue an effective police force.
[bookmark: _Toc232594625]2.6 – Wellbeing support
South Wales Police (SWP) have made it priority to protect “the health, safety and wellbeing of its officers” (South Wales Police).  Yet while SWP have a number of internal supports, such as occupational health, counselling and trauma risk management (TRiM) to support officers who are perceived to be at risk of occupational stressors, there’s minimal information available to suggest that the organisation is tackling any proactive prevention towards organisational stressors and retention, which could in turn, increase the strain on the services available to them due to underlying issues not being effectively managed. 
The Home Office (2025) raised officer concerns that specifically highlighted that while forces have several wellbeing resources available to them, these resources remain inconsistent across forces. They also express the fact that there is a grave concern for officer’s welfare linked to their increasing workloads, as well as their inability to accessing wellbeing services due to the demand of their responsibilities, further reinforcing the link to perceived stressors and officer wellbeing. The Home Office (2025) noted that these issues are raised each year, leading to the question of whether organisational changes are being made, or whether they are simply ineffective. 
Davies et al. (2024) further reinforces this and goes onto state that the management “should pay close attention to the organisational culture and structure when trying to address issues of officer wellbeing and retention” (Davies et al., 2024, p.9). 
[bookmark: _Toc232594626]2.7 – Conclusion
Overall, the literature strongly indicates that organisational and operational impact force wellbeing and workforce retention. Organisational stressors are a large cause to officer’s poor mental wellbeing and the inability to retain staff, and there’s limited information available to indicate that policy documents question whether any preventative measures are being taken across police forces, although it is a known prevalent issue. 
Additionally, there appears to be limited information on how officers perceive the way that they are experiencing these stressors following attrition. 
The next chapter will seek to focus on the methodology of my study. This chapter will identify the most reasonable research approach to gaps identified within my literature review. The literature review failed to identify any proactive prevention that South Wales Police are taking to tackle stressors and retention, and I will look to identify whether this is the case within my next chapter. It also highlights that organisational stressors have more of a significant impact on police officers than operational stressors do, and I will seek to identify whether this is the case across South Wales Police officers.





















[bookmark: _Toc232594627]Chapter 3 – Methodology 
[bookmark: _Toc232594628]3.0 - Introduction
This study aims to examine three key objectives: whether officers perceive themselves to experience stressors, how these stressors impact wellbeing and retention, and whether large-scale attrition exists and if it affects those who remain in the force.
Research methodologies are typically used to provide a structured approach to analyse collected data that will aim to answer raised research questions (Sreekumar, 2023). While there was no significant gap highlighted within the literature review surrounding primary research, there is a gap highlighted within the literature in relation to South Wales Police’s response to tackling organisational stressors. In turn, primary research carried out amongst serving South Wales Police officer will ensure that objectives are met.

[bookmark: _Toc232594629]3.1 - Research Design
When establishing the research design, it was imperative to familiarise myself on the differences between quantitative and qualitative approaches. Quantitative data typically aims to gather numerical data and identify any patterns that this data may show. On the other hand, qualitative data typically uses open-ended questions in order to capture opinions and feelings of those participating (McLeod, 2025). 
For my research, I decided to create a survey, as this will allow me to identify clear patterns and opinions within officers’ perceptions of stressors and feelings towards wellbeing and retention. The quantitative data questions will seek responses through the use of The Likert-scale as this allowed for clear patterns to be highlighted, while also allowing for a more efficient comparison. Although the survey mainly uses quantitative data, qualitative data will be implemented in order to allow for participants to give reasoning behind some of the quantitative responses. The qualitative data also allows for more personal views surrounding stressors and the force’s ability to tackle these, as well as supporting statements for the quantitative data collected. 
The design of the survey will aim to follow cross-sectional research. Cross-sectional research is the way in which the study is carried out, typically from one specific point in time. Cross-sectional research does not allow to follow individuals and their responses over time (Wang and Cheng, 2020), which was the most suitable option for my survey due to the time scale of my dissertation.

[bookmark: _Toc232594630]3.2 - Participants and Sampling
The target group for this study will be serving frontline officers within SWP. The reason for targeting response officers only was deliberate due to the nature of the frontline role, often perceived to experience more organisational and operational stressors. 
There will be no exclusions implemented in relation to age, gender or length of service – only that they were frontline operational.
I intended to gather around 30 responses, as I felt as though this number of responses allowed for a clear analysis of any trends or patterns felt amongst frontline officers, whilst aligning with timeframe practicalities. 
In order to recruit participants, the use of internal Intranet, local Police WhatsApp groups and Email will be used. These methods were chosen as it allowed me to specifically target those in frontline roles, as opposed to any staff members or officers within departments.

[bookmark: _Toc232594631]3.3 - Data Collection Method
An online survey was created using Google forms and data would be gathered through anonymous responses. Anonymity was particularly important for me as I felt as though I would gain more beneficial qualitative data from respondents in assuring this. 
I chose this data collection method as Evans and Mathur (2026) found that online surveys have grown in popularity due to their convenience for the responder, the diversity of the questions that can be implemented and finally, the ease of data analysis following responses. I needed to gather a multitude of answers across different topics in order to target my objectives effectively, and in creating a survey, I was able to do so. The convenience element is particularly important as my target audience is officers on the frontline who are subject to shift work, meaning it needed to be accessible and convenient for all. 

[bookmark: _Toc232594632]3.4 - Survey Design
The development of my survey was closely linked to themes that were consistently highlighted within my literature review. 
Existing research showed that there was a clear link between organisational and operational stressors and their direct impact on officer wellbeing. The literature review was able to highlight that organisational stressors had a larger impact on officers than operational ones, so it was crucial to devise questions to highlight the contrasts between stressors and highlight the severity of the difference between them.
Existing literature also shows that retention is low within policing and that mass attrition has a further impact on officers that remain within the force. There was minimal information available to suggest that South Wales Police were taking a proactive approach to rectify retention and organisational stressors, and so all of these factors were able to directly shape my survey to ensure a clear consistency within research.

In light of this, the survey consisted of 17 questions, and targeted six specific areas:
1) Demographic Information – This included age, gender, job role and length of service.
2) Operational stressors – This section highlighted operational stressors, and a scale of how often the responder perceives to experience them individually.
3) Organisational stressors – This section highlighted organisational stressors, and a scale of how often the responder perceives that they experience them individually.
4) Wellbeing – This section establishes which stressor is perceived to have more of an impact on wellbeing and ability to carry out duties.
5) Retention / Attrition – This area looks to establish how attrition impacts those officers remaining in role.
6) Proactive Prevention towards highlighted themes – This section establishes whether respondents are aware of any proactive prevention taking place within the force, and whether they think this will have any positive impacts.

[bookmark: _Toc232594633]3.5 - Data Analysis
Data from the questions that used The Likert-scale would be exported into graphs where I could then analyse these further.
Within my literature review, Purba and Demou (2019) found that organisational stressors are typically the most influential factor on officer wellbeing, and TVP Federation (2024) found that organisational stressors are a leading cause in attrition. I am hoping that in working out scores across my data, I will be able to further support these claims.
 In using open-ended questions within my survey, I also intend to group the similar answers together in an attempt to establish any patterns or supporting statements toward the quantitative data, and to answer any gaps within my literature review.

[bookmark: _Toc232594634]3.6 - Reliability and Validity
The reliability of data is in reference to the accuracy and consistency of the data (IBM, 2023). To ensure that the survey remained reliable, consistent formatting was used throughout in order to gather the most accuracy. 
Validity of data ensures that the research measures exactly what it intends to, and comes to a relevant conclusion (Andersson, Boateng and Abos, 2024). Due to validity being at risk from being undermined through closed questions (Adepoju, 2024), I ensured that the survey consisted of some open questions to that I was able to gain a deeper insight into the research.
[bookmark: _Toc232594635]3.7 - Ethics
Prior to any data collection being carried out, an ethical research form was submitted and approved by the UWTSD ethics committee, ensuring that the study took an ethical approach to research.
Participation was entirely voluntary and they had the right to withdraw or refuse participation at any point throughout the survey, prior to submission.
The participants were able to review an information section that highlighted the purpose of the study, as well as what was involved with participation. The participant of the survey had to electronically consent to complete the survey, prior to any other questions being answered.
Due to the sensitive nature of some of the themes highlighted, such as stress and mental health, participants were given direction to refer to the South Wales Police wellbeing pages, should they be impacted by anything within the survey. 
All data collected was stored securely in password protected files, in accordance with data protection, and will be destroyed following the completion of the research project. 
[bookmark: _Toc232594636]3.8 - Limitations
There are a number of limitations throughout this research project. 
The first limitation I anticipate, is that my target sampling is relatively small and only targets frontline officers. While this is the particular department that is perceived to experience stressors the most, I acknowledge that I am excluding a wider range of answer from officers who may now be on departments as a result of experiencing those stressors when they were frontline. A larger and more varied sample would have potentially provided me with more varied responses, and in turn, allowing for more noticeable patterns. 
Secondly, I anticipate that I may experience data bias throughout the survey responses. I have targeted a specific area of policing, one that is often at risk of experiencing poor mental wellbeing (Davies et. al, 2024). In doing this, those officers that choose to participate, are more likely to have stronger opinions in relation to stressors, wellbeing and retention, which could lead to overall biased findings. 
Furthermore, my survey is heavily reliant on self-perceptions and opinion. There’s a lot of potential influential factors to answering based on self-perception and opinion, and these could vary day-to-day. Due to using a cross-sectional method, self-perception and opinions could change, and I am unable to identify these changes over a prolonged period of time due to time constraints. 
Despite these limitations, the study is able to provide a suitable insight into the current perceptions that frontline officers have towards organisational stressors, their impact on wellbeing and attrition, and the impact that mass attrition has on those that remain in role. 

[bookmark: _Toc232594637]3.9 - Conclusion
This chapter has successfully outlined the methodology used for this study.
The next chapter of the dissertation will present the results and the analysis of the data that was collected throughout this process.




[bookmark: _Toc232594638]Chapter 4 – Data Analysis and Findings
[bookmark: _Toc232594639]4.0 – Introduction
This chapter analyses data which was collected from an online survey, aiming to explore the perceptions of organisational and operational stressors and their relationship with mental health and retention. The data was collected using a survey approach including both qualitative and quantitative information, and the quantitative information has been presented in graph, percentage and mean average forms. The primary aim of this chapter is to clearly examine how often frontline police officers perceive themselves to experience particular stressors, and to identify to which extent, these stressors have a direct impact on wellbeing and retention. 

[bookmark: _Toc232594640]4.2 – Demographic Overview
My sample consisted of 32 participants, all with varying lengths of service but all within the frontline policing role, of all these respondents, 40.6% of these had 0-3 years of service, followed by 4-7 years of service at 34.4% and the remainder having over 8 years’ service.Graph from question 3

[image: Forms response chart. Question title: 3. Demographics: How long have you been serving?. Number of responses: 32 responses.]





Responses


The majority of the sample were police constables but also consisted of management of frontline officers as well as specialist department officers.
Among the 32 participants, 12.5% were between the ages of 18-24, 43.8% between the ages of 25-35, closely followed by 37.5% between the ages of	 36-45 and the remainder of respondents were between the ages of 46-55, as highlighted in the below graph.
[image: Forms response chart. Question title: 1. Demographics: What is your age?. Number of responses: 32 responses.]Respondents
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Both male and female participants were included in the sample, with the male respondents being 62.5% of participants and female respondents being the remaining 37.5%. The male views were more represented within the survey due to more men taking part. However, this is representative of South Wales Police’s male heavy workforce, as highlighted in a report published by South Wales Police (2025), of all its police officers, 62.2% are male and 37.8% are female.  
Having a varied sample has allowed for detail analysis across patterns of age groups and length of service and has helped establish whether particular stressors are experienced more amongst more established officers, or whether they are felt equally across those of all different lengths of service. 

[bookmark: _Toc232594641]4.3 – Operational Stressors
Participants were asked to rank their experience with the following operational stressors;
A. Exposure to traumatic incidents
B. Public scrutiny, including the media
C. Unpredictability of the role
D. High-risk situations
Participants were asked to rank their experience with specific operational stressors within their role using a Likert Scale, this ranged from 1-5, 1 being very rarely, and 5 being very often (see graph key).
Graph showing results from question 5Number of Respondents

[image: Forms response chart. Question title: 5. How often do you experience the following stressors within your role?. Number of responses: .]
Of all stressors highlighted, the graph shows that 50% of the 32 respondents have noted that the ‘unpredictability of the frontline role’ is the most prominent stressor that they experience. ‘High-risk situations’ being the next stressor for frontline officers, with 43.7% of the 32 respondents reporting that they experience this very often. 
 Calculating the total scale scores for each stressor allows  quantitative comparison between the stressors. These totals would be minimum 32 and maximum 160. Of these, the lowest scoring operational stressor is the ‘exposure to traumatic incidents’, with a score totalling 118 overall. This is further supported within the gathered qualitative data as many respondents have reported that dealing with traumatic incidents is expected of them, which they knew when coming into the role. One respondent noted that dealing with traumatic incidents on a daily basis allows for resilience to be built. This normalisation of this particular stressor would naturally reduce the perceived impact of this on a frontline role due to the resilience that is built. 

[bookmark: _Toc232594642]4.4 –Organisational Stressors
Participants were again asked to rank their experience with specific organisational stressors within their role using the same Likert Scale, ranging from 1-5, 1 being very rarely, and 5 being very often. Participants were asked to rank their experience with the following organisational stressors;
A. High workload
B. Staff shortages on shift
C. Cancelled rest days
D. Insufficient support from manager

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


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

[bookmark: _Toc232594643]4.5 – Comparative Impact of Stressors
Participants were asked to identify which stressor type, if any, had more of a negative impact on their mental wellbeing. 
Graph showing results from question 8
[image: Forms response chart. Question title: 8. Out of the stressors highlighted, would you say that your wellbeing is more impacted by:. Number of responses: 32 responses.]
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62.5% of respondents stated that organisational stressors had a larger impact on their mental wellbeing than operational stressors.
In terms of triangulation, the qualitative data (question 9) relating to the comparative impact of stressors supported the pattern demonstrated on the above graph. Respondents said;
“Staff shortages have a huge impact on the wellbeing of officers. [High workload] continues, yet officers are working with minimum numbers trying to keep the public safe. Officers are barely keeping their heads above water. Staff shortages means higher workload. Extra stress for officers to carry and take home”.
“I felt we expect that we will be dealing with traumatic incidents which more often than not we can deal with. However, when demand is so high due to being so short on shift the stress of that then makes you less able to process and manage the emotions as you’re just surviving each shift getting through, often without breaks”.
Some of those respondents who have indicated that they are equally impacted by both types of stressors have provided qualitative data that states;
“This job role is so varied, there has been an unfortunate amount of traumatic incidences lately, topped with the lack of resources, meaning that there is not time to heal from incidents before being exposed to another”.
“As a supervisor both impact in different ways but provide the same stress levels”.
Key literature has repeatedly found that whilst both organisational and operational stressors have an impact on frontline officer wellbeing, typically, organisational stressors have more of a detrimental impact and causes significant burnout, anxiety and emotional exhaustion (Davies et al., 2024; Purba and Demou, 2019), this is heavily supported across my findings. 

[bookmark: _Toc232594644]4.5.2 – Biggest Stressor(s) that impacts officers
Of the 32 respondents, 30 answered this open-ended item, suggesting the item provoked a strong response. 
From 30 responses, 19 of these stated that insufficient staffing was the main issue when considering stressor impact. In addition to this, there was frequent mention of high workload.
These findings further reinforce the argument posed by Fright et al. (2023) who highlighted that poor retention creates mass burnout and exacerbation of stress for the remaining police officers.

[bookmark: _Toc232594645]4.5.2 – Impact on ability to carry out duties
Of 32 respondents, 19 stated that they felt as though these stressors have had a direct impact on their ability to effectively carry out their duties. 10 respondents stated that they sometimes had an impact on their ability to effectively carry out their duties, whilst 3 stated that they have not had that impact. 
Graph showing results from question 10
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Of the three respondents who answered ‘no’, two of these respondents were of management roles. 
When asked to explain, one respondent reported that they are often operating on low quality sleep, and that the current working conditions for response officers is dangerous. Another respondent noted that they are often unable to deploy or answer calls due to insufficient staffing, leading to failures with safeguarding the public. Whereas another respondent has reported frequently crying at their desk and not wanting to take time off, leading to the inability to do their job effectively. 
These findings are important to highlight that not only do these stressors have a negative impact on mental wellbeing, but a significant impact on the effectiveness of the organisation and the officer’s abilities to effectively carry out their duties. 

[bookmark: _Toc232594646]4.6 – The negative impact that attrition has on remaining officers
Participants were asked to highlight their experiences with how attrition has directly impacted those officers who remain in their role, and patterns gathered from these responses.
Participants frequently noted that officers who leave are very rarely replaced within an appropriate time frame, or they noted that they are replaced with someone new to the role, leading to a decrease in experience across the team. Participants also noted that attrition causes a massive increase in remaining officer workload, leading to more stress and pressure being added to remaining officers they are essentially picking up the work of those who have left. This qualitative data further highlights that attrition has a direct link to officers feeling increased experience of organisational stressors.

[bookmark: _Toc232594647]4.7 – Organisational Responses
Participants were asked if they were aware of any proactive prevention measures that the organisation were taking towards these issues, and if they were, to highlight what these methods were. 
These findings indicate a generally negative response, providing minimal information to suggest that any proactive prevention has or is currently taking place. 
Of 30 responses to this, 17 respondents stated they do not see that the organisation are doing anything to tackle organisational stressors or retention, and 4 respondents stated that they were unsure. 
Of the remaining 9 respondents, they have made frequent reference to the Chief Constable intending to move officers within departments, back into frontline policing roles to assist with the current strain that response officers are facing. While these respondents notice that there are plans in place to tackle these issues, there seems to be a lot of apprehension surrounding this. One respondent in particular has stated that following 24 years’ service, they cannot see how these plans will fix the damage that has been caused to response in the last 10 years. 
These findings show a clear disconnect between the severity of stressors currently being experienced and the organisation’s plans to tackle this and support staff retention. 
My search of the literature found that there was a significant gap in existing research to suggest that South Wales Police were taking any proactive preventive measures towards tackling organisational stressors and the retention that follows this, leading to an increased strain on their existing services. 

[bookmark: _Toc232594648]4.7.2 – Organisational Responses: Will They Work?
Participants were asked to evaluate whether the organisation’s plans to tackle these issues would have any positive outcome on the issues raised.
32.3% of participants stated that they do not feel as though these actions would have any sort of positive impact, whilst 29% of participants stated that they were unsure. Furthermore, 25.8% of these participants indicated that they believed that these actions would have some sort of positive impact but would not solve the wider issues overall. 
Chart from Question 15
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[bookmark: _Toc232594649]4.7.3 – Organisational Responses: Returning Officers to Response Policing
Participants were asked, should non-operational officers be returned to response service, what effect would this have on particular issues that have been previously highlighted. These issues included staff shortages / cancelled rest days, high workloads, and the diversity of team experience. 
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The graph shows that most participants provided a somewhat positive opinion towards this, with the overwhelming response for each issue showed that participants felt as though this action would partially resolve the issues raised.
Three participants noted that non-operational officers being returned to response, would slightly worsen the issue in relation to diversifying team experience.
When expanding upon their answers, one participant noted that they believed that additional strain would be added if the duties of the newly vacated role were then allocated to response officers. Another participant also noted that non-operational officers typically have been away from the frontline for some time, so would essentially be a burden until they are re-trained on current response procedures. 
Another participant highlighted that additional officers would lessen the demand on existing officers but noted that issues still remain with the wider culture of policing. They went onto say that without improving frontline working conditions, there is the potential to lose the staff that are returned to the frontline due to the wider issues within the working environment.
[bookmark: _Toc232594650]5.0 – Conclusion
This chapter provided a thorough analysis which was able to demonstrate that while both organisational and operational stressors play a big part in officer wellbeing and retention, organisational stressors play a more central role. 
The findings show that there is a severe and persistent issue, typically regarding low staffing levels and high workloads, leading to mass attrition, further leading to poor mental wellbeing as a result of the increased strain on remaining officers, bringing the issues into a full cycle of officer’s leaving and stressors increasing with the remaining workforce. 
Despite this, participants were able to highlight that the organisation is starting to plan remediation through moving officers back into frontline roles but provided a lot of apprehension surrounding these changes, as highlighted within question 16.
These findings have highlighted that generally, all stressors are felt equally across those of different lengths of service but highlighted a clear difference in those in management roles feeling more impacted by insufficient support from their managers above them, than those in general policing roles. 








[bookmark: _Toc232594651]Chapter 5 – Conclusion and Recommendations
[bookmark: _Toc232594652]5.0 Introduction
This chapter is to summarise the findings of the study and to conclude how officers within South Wales Police perceived themselves to experience organisational and operational stressors, and to establish to what extent these have a negative impact on wellbeing and retention. This section will present the key findings in accordance with the original aims and objectives. Furthermore, the chapter will offer several recommendations which are made based on the project’s data that have been identified throughout the project. Limitations that have arisen throughout will also be referred to, as well as recommendations for future research to be conducted.
[bookmark: _Toc232594653]5.1 – Achievement of Objectives
The research objectives were to identify whether officers perceive themselves to experience stressors, how these stressors impact wellbeing and retention, and whether large-scale attrition exists and if this impacts remaining officers.
The first objective was to establish whether officers perceive themselves to experience organisational and operational stressors. This objective was successfully met. The overall data clearly showed that all of the survey participants have perceived themselves to experience stressors within their job role. 
The second objective aimed to explore how these stressors impact officer wellbeing and retention. The second objective was also successfully met. While respondents noted that operational stressors are often experienced through high-risk situations and exposure to traumatic incidents, the qualitative data showed that this Is something that they expected when joining the police force and so they do not feel as impacted by this.  
The final objective sought to establish whether large-scale attrition exists and whether this affects those officers who remain in the force. Again, this objective was successfully achieved. Respondents frequently described attrition as having a large impact on remaining officers and noted that those who leave, are not immediately replaced, leading to their workload being shared out to remaining officers; further adding to an increase in them experiencing stressors.

[bookmark: _Toc232594654]5.2 – Main Findings
As mentioned in chapter four, many of the findings of the project support pre-existing research that was highlighted within chapter two.
One of the most prominent findings of this project is that officers feel that organisational stressors have a much larger impact on them than operational stressors do. As already mentioned, the sample recognised that a lot of operational stressors were expected prior to joining the job and so the impact that these have, is comparatively minimal. However, respondents noted that organisational stressors, particularly low staffing and high workloads have a more severe and prolonged impact on their wellbeing. This reinforces studies completed by Purba and Demou (2019) who found that organisational stressors are typically seen as more impactful due to officers viewing them as avoidable but out of their control. Davies et al. (2024) also identified  that organisational stressors have a larger impact on burnout and emotional exhaustion than operational stressors. My findings showed that of all respondents, 62.5% of them believed that organisational stressors have the largest impact on their wellbeing, supporting the conclusions mentioned above. The majority of respondents also noted that these stressors are having a significant impact on their ability to successfully carry out their duties.
Another significant finding indicates that staff shortages are the most prominent organisational stressor that is experienced by respondents. Respondents frequently mentioned that having low staff numbers, creates a mass of increased workloads and reduced chance for emotional recovery from traumatic incidents due to lack of time. This directly links both organisational and operational stressors together, as organisational stressors have the ability to worsen the impact of operational stressors if not dealt with appropriately. These findings closely supported conclusions drawn by Fright et al. (2023) who identified that poor retention creates exacerbation of stress for those officers who remain in post.
Finally, these findings have shown that attrition within South Wales Police directly impacts those officers who remain in post and are already at risk of experiencing stressors. Respondents noted that when officers leave, they are rarely replaced effectively, leading to workload being shared amongst those who remain and having a significant impact on the way they experience organisational stressors. 
Respondents also noted that they were unaware of whether South Wales Police were taking any preventative measures to rectify the organisational stressors and poor mental wellbeing. These findings reflect concerns raised by The Home Office (2025) who found that these same issues are being raised each year and so the question of whether organisational changes are being made or whether they’re ineffective is raised.
30% of respondents did however recognise that the Chief Constable intends to return non-operational constables back to frontline policing, however, these respondents remained apprehensive about this and how this will have any permanent impact on the issues that have been raised. 

[bookmark: _Toc232594655]5.3 – Recommendations
Based on the findings of this research project, several recommendations can be made for South Wales Police and other police forces alike.
Firstly, police forces need to do more to effectively improve their staffing levels across frontline roles. Staffing shortages were notably the highest stressor that impacts frontline officer’s wellbeing and retention. While there are said to be current plans in place across South Wales Police to rectify staffing shortages, data found that many respondents believe this to be temporary relief, and the wider issue of rectifying organisational issues would provide a long-term solution as attrition would lessen if the working environment was sustainable. 
Secondly, this is closely linked to the need of improving the distribution of workload across teams and relevant departments. While the workload would typically lessen with appropriate staffing levels, officers from South Wales Police have repeatedly reported that workloads are becoming unmanageable and have directly linked this to their ability to effectively work. South Wales Police need to review their expectations of what a manageable workload of a frontline officer should be and provide more realistic expectations in to how much workload an officer can carry, while effectively delegating incidents to other relevant frontline departments (CID, Neighbourhood Policing Teams). 
Thirdly, it stands to reason that South Wales Police need to implement more preventative measures to support wellbeing decline, as opposed to offering reactive measures. While the organisation allows for internal wellbeing services, such as trauma management, counselling and occupational health referrals, these are often reactive services which are offered following a state of burnout or exposure to trauma. Should South Wales Police direct their focus to more preventative measures, such as regular wellbeing reviews, counselling and wellbeing intervention, burnout and emotional exhaustion is less likely to occur. 
Finally, South Wales Police should aim to improve the relationship between senior members of management (SMT) and the frontline police force. Research showed that there was a lot of apprehension and uncertainty surrounding SMT and their plans to improve issues, which shows a level of disconnect and broken trust. Although constable’s direct line managers were generally viewed as supportive, those in sergeant roles reported that there was a significant lack of support from SMT, leading to a breakdown in communication and again a lack of trust. In improving these relationships through honesty and transparency, a stronger and more cohesive workforce can be built (Britts Editorial Team, 2025). 

[bookmark: _Toc232594656]5.4 – Future Research and Limitations
While this study has allowed for insight into the perceptions of frontline officers within South Wales Police, a number of limitations exist.
Firstly, the sample size was relatively small, but due to the time and work count constraints, this was all that was achievable. Future research may benefit from a larger sample of respondents as this would allow for greater analysis, pattern identification and diversity of experience. Additionally, it would be beneficial for future researchers to gather more responses from those in management roles to establish if the disconnect between frontline management and SMT is felt equally across multiple respondents, and to delve further into their specific issues.
Secondly, while this project’s sole aim was to identify frontline officer’s perceptions, this did exclude varying experiences across departments. Future research may benefit from including all departments so that perceptions of stressors can be compared against different roles.
Thirdly, this study specifically targeted frontline officers’ perceptions and relied heavy on opinion and perception. Respondents could respond differently depending on the current stressors that they experienced that week and their current emotional and wellbeing state. Future research would benefit from identifying whether perceptions change over time and look to gather survey responses by using a longitudinal design. Research could also seek to identify whether the South Wales Police plans to return officers back to frontline roles, have any impact on the current issues raised by the sample. 
[bookmark: _Toc232594657]5.5 – Conclusion
This dissertation has highlighted that frontline officers within policing, specifically South Wales Police, perceive themselves to experience both organisational and operational stressors, which have a significant impact on wellbeing and retention. Organisational stressors are repeatedly referred to as having the most detrimental impact on the workforce through staff shortages and high workloads in particular. 
The data also showed that there is a clear cycle of staffing shortages having significant impact on remaining officers, leading to a decrease in job efficiency, mental wellbeing and potential resignations from the force. Although South Wales Police are said to have started to take some proactive measures to address this, findings have shown that there are wider organisational issues that need to be rectified in order to see any real benefit from these changes. Without the organisation taking significant improvement measures to rectify this, there is a risk that the cycle will continue. 
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Stressors and their link to officer mental health and retention
Participation is voluntary.
Responses are given anonymously and will take roughly 10-15 minutes to complete. 
You are free to withdraw from participation at any point throughout the questions, but due to the anonymity, your responses cannot be withdrawn after submission.  

The data collected will be used for academic research purposes only, as a part of an undergraduate dissertation, and will be stored securely in accordance with Data Protection Regulations.

If you feel impacted by any of the key themes highlighted within this survey, please visit MySWP > Wellbeing, for any additional support.

Key Words-
Retention - The ability to keep staff and reduce turnover
Attrition - The act of employees leaving 

[bookmark: _Toc232594662]Appendix B – Copy of survey and results
[image: Forms response chart. Question title: I consent to participate in the survey and I am aware that I can choose to withdraw my participation at any point before submission.. Number of responses: 32 responses.]
[image: Forms response chart. Question title: 1. Demographics: What is your age?. Number of responses: 32 responses.]
[image: Forms response chart. Question title: 2. Demographics: How do you identify your gender?. Number of responses: 32 responses.]
[image: Forms response chart. Question title: 3. Demographics: How long have you been serving?. Number of responses: 32 responses.]
[image: Forms response chart. Question title: 4. Demographics: What is your current role?. Number of responses: 32 responses.]
[image: Forms response chart. Question title: 5. How often do you experience the following stressors within your role?. Number of responses: .]
[image: Forms response chart. Question title: 6. How often do you experience the following stressors within your role?. Number of responses: .]
[image: ]
[image: Forms response chart. Question title: 8. Out of the stressors highlighted, would you say that your wellbeing is more impacted by:. Number of responses: 32 responses.]
[image: ]
[image: Forms response chart. Question title: 10. If you have experienced any of these stressors, has it directly impacted your ability to effectively carry out your duties?. Number of responses: 32 responses.]
[image: ]
[image: ]
[image: ]
[image: Forms response chart. Question title: 14. To the best of your knowledge, is your organisation taking any proactive prevention towards organisational stressors and retention? If so, what are they doing?. Number of responses: 30 responses.]
[image: Forms response chart. Question title: 15. In your opinion, do you think these actions will have a positive impact?. Number of responses: 32 responses.]
[image: Forms response chart. Question title: 16. If non-operational officers, who have experience of response service, were returned to response roles, what effect do you think this would have on;. Number of responses: .]
[image: ]















[bookmark: _Toc232594663]Appendix C – Application for ethical approval
[image: ]




























[image: ]


[image: ]




[image: ]



[image: ]



[image: ]


[image: ]


[image: ]
[image: ]


[image: ]

[image: ]

[image: ]

[image: ]



[image: ]



[image: ]
[bookmark: _Toc232594664]Appendix D – Research Proposal Sheet

[bookmark: _Toc303070346]
[image: ]

	
UNDERGRADUATE DISSERTATION
RESEARCH PROPOSAL FORM



 
Please complete the following research proposal and submit it to Turnitin. 

Which project option are you taking? Please tick:

8,000-word project:      
 
	NAME: Chelsea Jones

	STUDENT ID No.: 2319896

	DRAFT RESEARCH TITLE QUESTION: Perceptions of organisational and operational stressors and their link to officer mental health and retention

INTRODUCTION:

This is a topic that I feel very passionately about. Since joining, I have witnessed firsthand the pressures of organisational and operational stressors leading to a significant impact on retention, and I have also witnessed no rectification of this – leading to a larger scale of negative impact on officers’ mental health. 
I believe that this is worthy of consideration for an undergraduate dissertation as this is a very real and very prevalent issue among police forces across the country.

Within recent years, police officer’s mental health has been the forefront of many studies, and the majority of these studies have shown that wellbeing levels are unfortunately incredibly low, often caused by the stresses of operational and organisational duties (Police Federation, 2024a). 
The additional elements of operational and organisational stress often lead to a higher attrition rate. A police leavers’ survey found that around 65% of officers decided to leave their designated police force due to feeling as though they cannot carry out their organisational duties due to understaffing (Police Federation, 2024). This survey also found that there is a link between staff turnover and increased workload for remaining staff – leading again to higher attrition. This is further highlighted by Fright, Davies and Richards (2023) within an article that states that high leaving rates often worsen public performance due to additional workloads causing burnouts, leading to sickness and/or resignation (Fright et al. 2023). 

Both organisational and operational stressors are a main cause of poor mental health amongst police officers. Operational stressors see officers experiencing prolonged exposure to traumatic incidents, leading to a detrimental impact within their mental state. In addition to this, organisational stressors often include poor staffing levels, high attrition rates and workload increases; also having a detrimental impact on officer’s mental health (Obodovskiy, 2019). 

I will be looking to identify whether operational and organisational stressors are a main cause of a decline in officer wellbeing and the worsening of mental health, and how this can have a significant impact on operational performance and retention. 

I will be looking to identify the perceptions of organisational and operational stressors and explore their link to officer mental health and retention. 



	SUMMARY OF RESEARCH OBJECTIVES: 	

I will look to explore the perceptions of organisational and operational stressors on officers’ mental health and identify how this impacts retention.


1. Explore whether officers are perceived to experience organisational and operational stressors.
2. If so, explore the perceived impacts on mental wellbeing and retention.
3. Identify whether there is a large-scale attrition of officers, and what the perceived impacts are on those officers who remain.



	LITERATURE REVIEW:


The below report discusses the key issues regarding retention within Public Services.
Retention-in-public-services.pdf


This article also speaks about why retention is crucial, but it delves into statistics and reasoning behind officer resignation.
Why police officers are leaving and why retention is crucial - Thames Valley Police Federation


This article identifies the types of police stressors
Types of Police Stressors and Illnesses (and how to avoid them) | InTime


This article explores the correlation between organisational and operational stressors, and the mental wellbeing of police officers.
The relationship between organisational stressors and mental wellbeing within police officers: a systematic review | BMC Public Health | Full Text



This report looks into the retention and attrition of police officers in England and Wales.
bn191.pdf

This government report identifies statistics of the police workforce across England and Wales and highlights the retention increase.
Police workforce, England and Wales: 31 March 2025 (second edition) - GOV.UK

This journal identifies the influences upon attrition and retention within UK police forces.
What do we know about key influences on police attrition and retention rates? A literature review 2019–2023 | Policing: An International Journal | Emerald Publishing

This journal investigates the effect of employee attrition
(PDF) A Study on Employee Attrition : Effects and Causes

This article highlights the help available to serving officers within South Wales Police
what-support-is-provided-to-police-officers-and-staff-updated-31-01-2025.pdf






	SUMMARY OF RESEARCH –SURVEY METHOD: 

I will look to complete my research through the use of an anonymous survey. This will be completed amongst officers within South Wales Police and will seek to gain insight into whether perceptions of organisational and operational stressors are negatively impacting mental health, and if perceptions of attrition/retention are being affected because of this. I’ll look to use both open and closed questions within this survey. 




	SUMMARY OF SAMPLING FRAMEWORK: 

I will be using an anonymous survey to gather data for my research task. Within this survey, I will be targeting serving officers of South Wales Police, including those within officer management roles who will be able to give more informed answers to attrition and retention. I will do this by using networks available to me through work channels, such as our force internet page and work group chats.

There is a vast majority of ages that will be taking part within this survey and can vary from age 18 onwards. I am aiming for 30 respondents within my survey. 

This is the best sample for my research task as these are the people that are directly impact by the issues that will be highlighted throughout. 




	ETHICAL ISSUES:

I intend to design an anonymous survey and so I am unlikely to encounter any ethical issues with this, but I will ensure to review any data collected prior to analysing, just to ensure that this is the case. Participants will be provided with information prior to the survey that will inform them that their answers will be used for the purpose of the dissertation and will not be shared beyond that and will allow them to provide consent prior to answering any questions. 

The participation is voluntary and is all completed online, so no physical dangers will be faced when undertaking this survey. 



	TIME SCALE:

My ethics form and research proposal is to be completed by mid-November 2025. 

My literature review will remain as a work in progress and will be completed by January 2026.

My survey and data gathering will begin in the new year and will be fully completed and disseminated by April 2026. 

My overall findings and conclusion will be completed by the beginning June 2026.

Final dissertation will be completed by the end of June 2026. 
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5. How often do you experience the following stressors within your role?
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6. How often do you experience the following stressors within your role?
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8. Out of the stressors highlighted, would you say that your wellbeing is more impacted by:
32 responses

Stressors that come from the
demands of being a frontline of...

Stressors that come from the

o
wider workplace culture and str.... 20 (62.5%)

Both

Neither|

Prefer not to say|—0 (0%)
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10. If you have experienced any of these stressors, has it directly impacted your ability to effectively

carry out your duties?

32 responses

® Yes

® No

© Sometimes

® NA

@ Prefer not to say




image8.png
15. In your opinion, do you think these actions will have a
positive impact?

Yes
12.9%

They will have some p...
25.8%

| don't know
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32.3%
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16. If non-operational officers, who have experience of response service, were returned to response
roles, what effect do you think this would have on;

30
B Would resolve the iss... [l Would partially resolv... Bl Would slightly worse... [l Would completely wo...
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| consent to participate in the survey and | am aware that | can choose to withdraw my participation

at any point before submission.
32 responses

| consent 32 (100%)
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1. Demographics: What is your age?

32 responses

18-24 4(12.5%)

25-35 14 (43.8%)

36-45 12 (37.5%)
46-55

56+

Prefer not to say
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2. Demographics: How do you identify your gender?
32 responses

Male 20 (62.5%)
Female

Other

Prefer not to say
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3. Demographics: How long have you been serving?

32 responses

0-3 years

4-7 years

8-11 years

12+ years

Prefer not to say

13 (40.6%)

11 (34.4%)

5 (15.6%)
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4. Demographics: What is your current role?
32 responses

Management of frontline officers
(sergeant or above)

Response constable

Other frontline role (specialist
departments)

Prefer not to say[—0 (0%)
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5. How often do you experience the following stressors within your role?
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6. How often do you experience the following stressors within your role?
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Insufficient support from line
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7. Do you feel that every administrative task is of equal importance? Why?

29 responses

We need to write up every incident that is reported to us to have a clear understanding of the
circumstances and highlight our actions based off the information at the time

no. | believe a lot of the adminstrative things we do are arse covering.

No, there is way too much paperwork and complicated on times.

Clearly different tasks have varying importance and are prioritised on a risk basis.
No, dependent of risk and requirements of the specific incident

No - Some tasks are of higher importance than others

No. Many tasks or paperwork related tasks are pointless or are for minimal benefit with a lot of work, such
as a stat form. We also complete a lot of irrelevant paperwork for the CPS so they don't have to read it.

No. A lot of it is duplicate workload. For example IMD and then placing an update in the OEL
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9. In relation to above, please explain the reasoning behind your answer.

29 responses

The workplace culture is incredibly difficult to navigate. The staff shortages and high workload are widely
known, but nothing ever gets done to rectify this - other than cancel already exhausted officers. The
support from SMT is almost non-existent from my experience.

High workload, no breaks, cancelled rest days

When | was working on response we were often running on low numbers which made the workload
unmanageable

There is a critical lack of officers within the key response roles and there is no sign of improvement,
despite project RAMPS clear recognising the issue. Other departments, noteably custody continue to
offload their own risk and demand to response, exacerbated by continual failure of partner agencies to
deliver RCRP

Resources are very low at this moment which is adding more street to working officers taking on
workloads from officer on sick due to stress
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11. In relation to above, please explain the reasoning behind your answer.

28 responses

I've had to take absence from work due to being in such intense burnout, | was no longer physically able to
manage.

Stressed on my rest days
Yes, | found that being so stressed in work with a high workload it impacted my wotklife and homeli

The level of demand is such that | am unable to take breaks or eat at approximately recognised meals
times. | am constantly tired and operating on broken and low quality sleep. The current working conditions
for response officers is frankly dangerous.

Amount of workload officers are sometimes carrying is unatainable
As above

| cannot deploy officers to calls or to answer calls for service as | do not have sufficient staffing. | cannot
safeguard the public effectively with limited or no staff. | cannot conduct an efficient investigation or
safeguard people without staff. Not to mention the unsafe working environments that staff have to deal
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12. In your opinion, what is the biggest stressor(s) that impacts response officers?

30 responses

Lack of staff on shift.
Workload
High workloads low staff numbers

Lack of staff. We have not reached our Desired Staffing Levels at any time since the introduction of the
Neighbourhood promise.

Staff shortage and workload

Lack of resources and high workload

Lack of staff and too much work to do, without the staff.

Demand from all angle. No one is singing on the same hymn sheet

uncarina and unsvmbathetic leadershio from SMT/HO
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13. In your experience, how has officer attrition affected officers who remain in the role?

25 responses

When officers leave, they are not replaced. Their workload is shared out, which is great... but when you're
the only person on the team, you're the only person for this to be dished out to.. meaning that your
workload then increases by 10+. It is having a massive strain on everybody.

| can see lots of work colleagues affected by this.

This has the effect of increasing individual workloads and the SMT response to to cancel rest days for the
remaining officers, piling even more stress and work on the same small pool of people.

Increased workload of rest of team
Yes

Officers that leave, whether it be the job entirely or to another role are almost never replaced, or are
replaced with someone brand new a long time later. As much as new staff are fine and can be excellent,
they still require time, patience and experience to learn from

Not very much
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14. To the best of your knowledge, is your organisation taking any proactive prevention towards

organisational stressors and retention? If so, what are they doing?
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15. In your opinion, do you think these actions will have a positive impact?

32 responses
® Yes
28.1% @ No
@ They will have some positive impact, but
will not solve the wider issue(s)
A @ | don't know
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16. If non-operational officers, who have experience of response service, were returned to response
roles, what effect do you think this would have on;

30
B Would resolve the iss... [l Would partially resolv... Bl Would slightly worse... [l Would completely wo...
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17. In relation to above, please explain your reasoning behind your answer.

22 responses

It would put more strain on officers as the work of the non operational officers would not get done.

This has been tried before and was not successful. Officers in those roles are there because the central
government has pledged to maintain officer numbers but not provided funding. Critical civilian roles have
been lost to save money and then replaced with police officers, giving the false impression that there are
more available to respond directly to emergencies and other frontline demand.

There are 3508 warranted officers in SWP across all ranks only 900 of which are response roles. RAMPS
seeks to uplift this number, however there are already significant vacancies and the creation of new posts
will do nothing to improve the reality of daily business if they remain unfilled.

Officers who have occupied non response roles have previously refused to return to response, have
reported sick or are otherwise out of compliance such that they would not be an effective resource on
response until re-trained. The current response profile is comprised of significant numbers of student and
inexperienced officers so re-introducing officers who have not performed the role for years or in some
cases decades will be a long term investment that will not improve the immediate crisis. Having to retrain
an upskill those officers will in reality create an additional demand for supervisors.

If the officers make it out and aren't sick or decide to leave the job, they may have been away from front
line operational policing for a long time, so would end up being a burden for a period of time until they are
up to the level they should be. By that point they may apply for other jobs anyway
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A researcher may not be covered by the University's insurance i ethical approval has not been
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o |Vl youtel paricpants thal ey my wilraw rom B esearch z =
Wil pariipants be made aware of how you vill real any
7| information that may reasonably by considered as confidentil? E g e
T your research requires your partiGpants 1o sign up for a service
8 | provided by an extermal company or organisation wil you nform o kS
the that thei data may be stored and processed outside UWTSD?
9| willyou give partcipants the UWTSD Privacy Notice for Research? | o1 o E]

T7you have answered NO Lo any of questions M1-MB, please provide ustiication detaiing why tis s
necessary for the research.

0
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informed consent: Describe the arrangements {0 inform potenfial parlipants. before providing consert,
of uhat i involved in partcipaing. Describe the arrangements for partcipants fo provide full consent.
before the research begins. If gaining consent in this way is inappropriate, explain how consent will be
obiained and recorded

“The first page of the survey wil have iformation available for parfcipants o read that wil inform
them of what il be invoived in partcipating. It il offe the pariicipant to provide their consent o
1 | continue with the sunvey, before they answer any questions.

‘Confidentiality: Confidental information efers {o nformation that can be related to an idenfifiable
individual, whether fving or deceased, which f not n the public domain and which i given it the.
‘expectation that it il be kept confdential. Under Common Law when an indvidual entrusts a researcher
or research feam with confidential information, the feam must handle this n ine with Teasonable
‘expectations’ In olher words, confidentialinformation should only normally be shared when there wiould
be o surpises' for the indiiduals concerned. Where parcipants would not expect the researcher fo be
Sharing theirconfidential information with thers, researchers can manage their expectaions by informing
them of thei ntentions (e.g. n the pariicipant informaion sheet o during discussions about pariipation)
and asking them if hey are happy vith these plans. They should understand what i being proposed and
what this might mean fo them, before they decide whether the researcher can share thei confidential
information vith others.

Please detail how vou vil real confidenial nformation.

“The survey conducted will e strictly anonymous. The survey will be shared among a.oumbe.of

officers of diffeent ranks, ensuring anonymity and the inabilty 0 establish viho has answered. This

information uill be sricty confdeniial and wil only be used for the purpose of the research task at

12 | hand_ Information wil not be shared elsewhere and wil be destroyed following successful
completion of my degree.

Copies of any writen consent form, wren information and all ofer explanatory materal should
accompany this applcation. I you have included these then piease lst the documenis included here.

‘Sample information sheets and consent forms are avaiable from the Universiy ethical review
13 | intranet page at htips iniranet utsd ac ukresearchiresearch-nteqrity-and-ihics

4 [ Corentom st [=eg

SECTION N:Research ith Potetal Mitary Appication
"+ Tooes your s v any st | g | oSl | o | Continetote
military application? confiaue 18 next section
osendn
PR e ———— ves B w| o

SECTION O: Use of Artfiial Intelligence Tools
[Use of generative Al and other Al-based tools [ves [ wo [ wa]
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There are 2 Duhat of eiical ssues relating 10 he use of generaiive Al

and ofher Al-based fools, including data security, output bias, and output

errors. In general you should assume that any generative Al or other Al-

based ool that you pay to use s more secure and accurate than one which

s free to use.

Wil fhe research use Al tools o do any of the following:

1 [ capture data? o o E]
2 | Generate andior edit text? o o 8
3 | Generate graphics? o E]
4| Generate video? o o E]
5| Generate soundimusic? o o E]
6 | Generate code? o o ]
7| Generate synthetic data? o o E]
8 | Analyse data? o o E]
9 | analyse personal o sensitive data? o o E]
10 | Classity data? o o ]
11| Do you intend to use the free version of any Al tools? o o E]
fyou have answered YES to any of questions O1-011, please provide jusifcation detaiing why ths s
necessary for the research.

2

Section P: Research Data Management Plan

1 | Data Summary
+ BTy inroduce the ypes of Gata the ressarch vl creale or access

“The types of data thatthe researcher wil create or access il be impersonal and unidentfiable:
information which does not involve special category data.

2 | Responsibiliies

+ Who il be responsible for data management?

+_ Outine responsibiltes fo data management wihin research teams at all pariner nsfituions
“The individual researcher il be responsibie for the data management The responsibilies wil be to
ensure that the data remains confidentia.

3 | Assessment of existing data
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= Provde an explanalion of Ihe exiing data sources hat vl be Used by Ihe research project (1
applcabe).

= Provide an analysis of the gaps ientiied between the currenty available and required data for
the research.

il be using online acadenic publications that are of a simiar nature fo my research task:

4 | Management and curation of data

= Outine your plans for prepaiing, organising and documenfing data

1l be preparing 2 questionnaire using impersonable characterisics for hose partaking — such as age,
gender, ob role, length of servce.

Ll colste. data and document it within a araph form and decipher ths.
5 | Quality assurance of data

= Describe the procedures for qualiy assurance hal vl be carried out on the data collected at e
ime of data collecton, data entry,digitisation and data checking.

il be checking fo incomplete responses witin the survey response

& e

= Fow wil ihe Gata be siored in he shor term during the research.
* Describe the data access, security and backup procedures you il adopt o ensure the data and
metadata are securely stored during the Hetime of the project.

“The data wil b collected using a survey website for a short perod of ime, before the data Is colected
and stored vithin a personal work drive on a vork ssued laptop that s password profecied.

7 | Long-term data storage and preservation

= Which data are of ong-em value and should be refained, shared, andlor preserved?.

 Howthe data will be stored in the ong term?

 Are the plans fo preparing and documenting data for sharing and archiving with an external data
repository (e.g. the UK Data Senvice) or the UWTSD data repository?

 Howlong wil be stored for and why?

“The data collected will be gathered and stored on a work supplied computer that is passwiord protected.
“This data will e destroyed following the formal awarding of my degree.

& | Documentation and metadata

 What documentation and mefadata vl accompany the data?
 How wil he data be documented during research {o provide high qualty contextual information
andior structured metadata for secondary users?
“The date and time of the completion of the survey will be gathered and publshed so that participants can
withraw, should they wish to

9 | Data sharing

= i you plan 1o share your research data explain how it will be shared and the value it vill have 1o
ofhers

= Ifyou are planing fo share the data, please advise when you il be releasing it
+_Are any restrctions on data sharing required?
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= Gentiy any potential obstacies 10 Shaing your data, explain which and The possible measures.
you can apply o overcome hese
« Ifthe data will have value to diferent audiences, how these groups vl be informed?
Wil the data need o be updated? Include fuluce.plans for updating i tis is the case.
Wil the data be open or will you charge for if? Jusiy i charging to access the data
“The data wil not be shared.

10 | Copyright and intellectual property ownership.

= Who will ovn the copyright and Intelectual Property Rights (IPR) of any new Gata that you will
generate?

il oun the copyright of any new data that | generate

11 | Resources

What resources vill you require fo deliver your plan?

= Costsof storage —why are these appropriate?

 How il these be met? (costs related {0 long ferm storage vl be normally pemmited by funders.
providing these are full justiid and relate 0 the project)

I vill require a free o use, secure survey website.
il store this on my ovin computer and so wil notincur any costs.

SECTION Q: Risk Assessment

‘Gutine any anticipated risks ihat may adversely afiect any of e partipants, he researchers andior
the University, and the steps that vl be taken {0 address them.

11you have completed a full sk assessment (for example as required by a laboratory, or extemal
research collaborator) you may append that o this form.

YES

1| Fulisk assessment compieted and appended? e

Risks (o participants. researchers, and the University
| Social isks: disciosures that could affet participans standing n e communiy, | YES | NO
ol®

in ther famiy and thir jo.
Fisk How villyou sdaess any isks?
Legal risks: actvies thaf could esult n e participant. researchers and/or YEs TWo.
5 | Universiy commiting an ofence; actiies hat might ead o a parciant
disclosing criminsl activiy to a esearcher which would necessiate reporting fo o=
enforcement authonties: scitiss that could resul in s cii claim for compensstion
Fisk Hou will You adsfess any risks?

+ | Economic ham: financisl harm (o partipan, researcher ana / or Uiversiy YEs [no
through disclosure or other event. ol®

Risk Fow wilyou a0aress any rsks?.
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Reputational risk- damage [o public percepion of Universiy or e Universiy /| YES | NO
5. | researchers* reputation in the eyes of funders, the research community and /or the.

eneral pubic e
Risk Fow wilyou a0aress any rsks?.

“Safequarding risks: Fisk To young people valneratie adafts and /or esarcher | YES | NO
6 | from improper behaviour, abuse or explotaiion. Risk to researcher of being in 5

comprising situstion.in which there might be accusstions of imoroper behaviour | 2| B
Risk Hour will you adress any risks?
‘Sensitive, embarrassing or upsetting topics. I research sctviy may nciude | YES | NO.
‘sensilve, embairassing or upssting topics or issues likely {0 disclose Information
requiing further action (e.g criminal actviy), give detsis o the procedures (o deal
7 | withthese issues, including any support/advic (e.g. helpline numbers) to be. e

offersd to participants. Nofe that where applicable, consen procedures should
make it ciear that if something potentially or aciuslt el discoversa i tbe.
o of e project it may need {0 be disclosed to the proper suthortes.

Health and safety risks.

Location hazards: for exampi: i, visting or working i parficipants homes,

working in remote locations and in high crime areas; oversess fravel, hot. coldor | YES | NO.

extreme weather conditions; wortking on or by water. Also hazardous work

& |locations, such as construction stes, confined spaces, roofs orlsboratories. For
overses travel, researchers will need to check counry /ity specifcinformtin,

iravel heath requirements and consider emergency arrangements as partofther | 3 | @

research planning. In al cases the University's Itemation Travel Policy must be

followed.

Risk: Hour willyou address any rsks?

‘Activity hazards: or cxamplepotentaly mental Farmil acivites G5iessing | VES | O
o | ono'strsstut work and content; arving, tosing. ot siping: aing from heig;

physicallycemanding work fing, camying, pusning and puling loscs, sietime. | 53 | gz
ant weskend working.

Risk Fow wilyou a0aress any rsks?.

Machinery and equipment: for example: ergonomic hezards, Inciading computer | YES | NO
10 | wortstations and equpment.contact withelectrcty, contact with moving, rotaing

ejecting or cutting parts in machinery and instrumerts, accidentsl refeass of erergy | 3 | B
rom mechines end nsiruments.

Risk Fow wilyou a0aress any rsks?.
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‘Chemicals and other hazardous substances: The Use, producion, STorage, YEs [ o
11 | waste, ransportation and accidental releass of chemicals ar hazardous
substances; flsmmable, dangerous and explosive substances; asphyiting goses; | 3 | @
allerens: biological agents. blood and biogd products
ik How wil you aGaress any Asks?.

Physical agents: for example: excessive noise exposare, hand-srm vibration and | YES | NO.
12 | whate-body vbration fonising radistion; lasers; artfcial optcal radistion and e
electromagnetic flelds

Risk: Fow wilyou a0aress any rsks?.

1 | Environmental isks: for xampie: accioeral spilege of polltants, damage fo | YES | NO
local ecosystems ol®

Risk Fow wilyou a0aress any rsks?.

SECTION

isclosure and Barring Service

Disclosure and Baring Service

Tihe research actvy involves chidren or vulnerable aduls. 2
1 | Disclosure and Bariing Service (DBS) certficate must be obtained | YES | NO | NA
before any contact with such participants.
Does your research require you to hold a curent DBS Certicate? | o =

TTYES, please give the certicale number If the certicale numoer
is not avallable please virie ‘Pending’; in this case any ethical

2 | approval il be subjectto providing the appropriate certfcate.
number
SECTION S: Declaration

The information which | have provided s conrect and complete 1o the best of my knowledge. 1 have
attempled fo dentiy any risks and issues related fo the research acivity and acknowledge my obiigations
and the rights ofthe pariicipants.

In submiting this appication | hereby confinm that | undertake {0 ensure that the above named research
activiy will mee the University's Research Ethics and Inegrity Policy which is publshed on the websit:
fiosn vwisd ac ukiresearchiresearch-sthics!

1 | Name of appiicant Chelsea JONES
Electronic or written
2 | signature of applicant._| ©ONES
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3. Demographics: How long have you been serving?

32 responses

0-3 years

4-7 years

8-11 years

12+ years

Prefer not to say

13 (40.6%)

11 (34.4%)

3(9.4%)

5 (15.6%)

0 (0%)
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1. Demographics: What is your age?
32 responses
18-24

25-35 14 (43.8%)

36-45 12 (37.5%)

46-55
56+

Prefer not to say




