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Abstract
The aim of this dissertation was to investigate if the generation that a police officer belongs to impacts what improves their organisational commitment. The researcher had noted that police resignations had been gradually rising, and that a notable change in policing during this time had been the mass recruitment of generally younger officers. The researcher conducted an analysis of existing literature relating to organisational commitment, police resignations, and different generations, to understand what is currently known to improve commitment, the relationship between these factors and resignations, and how different generations are psychologically and sociologically different. The researcher investigated if the importance of factors known to improve organisational commitment differed between generations by distributing surveys to serving police officers in a response policing role, to obtain their personal value of such factors. The results were then compared across three distinguishable generations. The findings of the project indicated that the generation that a police officer belonged to had no significant impact, with all of the factors highly valued by all generations.
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[bookmark: _Toc186834347]Chapter 1 - Introduction
The purpose of this dissertation is to address the issue of police retention, by researching the relationship between workforce generation and organisational commitment. Specifically, it will seek to answer the research question “Does the generation of an employee account for how they become committed to their organisation?”. This first chapter of the research project provides context for this study, and explanation for its current relevance and importance.

[bookmark: _Toc186834348]1.1 Background
In the year ending March 2023, 9192 officers left policing, the highest value in 13 years. Voluntary resignation has seen a gradual increase from 1.8% of workforce in 2019, to 3.3% in 2023, which is now highest proportion of leavers (Home Office, 2023). Budgetary cuts due to the 2008 financial crisis, alongside large numbers of resignations, and the Governments Police Uplift Programme (PUP) announced in 2019, raised concern and discussion surrounding retention of police officers, as these resignations could be an “avoidable turnover” (Charman and Bennett, 2022). The Police Uplift Programme (PUP) set about recruiting an extra 20,000 police officers to forces within England and Wales (National Audit Office, 2022). A key objective of PUP was to retain newly recruited police officers at high levels (Police and Fire Analysis Unit and Home Office Analysis and Insight, 2023), however this objective appears to be failing, given the gradual increase in police resignations since its introduction in 2019. Improved levels of organisational commitment have been established to lower employee turnover and absenteeism, as well as increasing ethical decision-making and job performance (Johnson, 2015), and so this presents as a key factor in retaining police officers.

[bookmark: _Toc186834349]1.2 Research Rationale
Williams and Sondhi (2022) explain that the planned increase in officer numbers raised questions of the possible impact, as at present there is little known about the effect of large-scale recruitment into the police. However, they outlined that the increase could more than double the number of “young officers”; aged under 26. This indicates that there has been a generational change in the workforce. Researchers (Balon, 2024; Mahmoud et al., 2021) explain that different generations have many psychological and sociological differences. Whilst there is a plethora of research available regarding organisational commitment, there is little available addressing what impact generational differences have.

[bookmark: _Toc186834350]1.3 Aims and Objectives
The aims of this research are to investigate if the importance of factors known raise organisational commitment change for different generations, and to provide meaningful direction to police forces to ensure that all generations remain committed, and therefore improve retention levels.
To achieve these aims, this project has 3 objectives:
1. Identify factors that can raise organisational commitment.
2. Analyse the connection between organisational commitment and current police resignations. 
3. Evaluate if the generation that an employee belongs to can account for any variations in importance of factors established to raise commitment.

[bookmark: _Toc186834351]1.4 Structure
Chapter two of this dissertation will conduct a literature review of academic work surrounding organisational commitment, police resignations and generational differences. 
Following this, chapter three will establish a research method to collect primary data to measure the relationship between organisational commitment and different generations. 
Chapter four will then analyse these results and seek to identify any significant or measurable relationships.
Finally, chapter five will conclude the dissertation and evaluate how the research objectives have been achieved and present recommendations.


[bookmark: _Hlk186740094][bookmark: _Toc186834352]Chapter 2 - Literature Review
[bookmark: _Hlk186634930]The purpose of this literature review is to analyse academic sources relating to organisational commitment, police resignations, and generational differences. The review will provide a background of the subject of organisational commitment, and subsequently achieve the first two research objectives of identifying factors that can raise organisational commitment and analysing the connection between organisational commitment and current police resignations. These will be achieved by reviewing literature from the University of South Wales Trinity Saint David online library, articles published on the online academic search engine Google Scholar, and official Government publications available online. The review will also inform the final objective of evaluating if the generation that an employee belongs to can account for any variations in importance of factors established to raise commitment, by outlining factors known to improve organisational commitment for use as the basis of primary research.

[bookmark: _Toc186834353]2.1 Organisational Commitment Theory
The most prevalent, and widely accepted, definition of organisational commitment, is that provided by Mowday, Steers and Porter (1979, p.226), who defined it as: 
“a strong belief in and acceptance of the organisation’s goals and values, a willingness to exert considerable effort on behalf of the organisation, and a strong desire to maintain membership in the organisation”. 
Mowday, Steers and Porter’s (1979) definition can be separated into three key elements: identification, effort, and loyalty. Yue, Men and Ferguson (2021) explain that identification is linked to organisational culture and derives from social identity theory. Organisational identity is the feeling of belonging to the organisation, and a sense of pride of being a member. Where effort is concerned, Steers, Mowday and Shapiro (2004) outline that Vroom’s Expectancy Theory (1964) stipulates the effort expended by an employee is dependent on the reward available for this effort, and how valuable this reward is to that individual. This suggests that organisational commitment could be raised if the organisation offers rewards, material or social, that are important to the individual. Singh et al. (2020) explain that most prominent factor influencing loyalty is the relationship between the supervisor and the employee.
Meyer and Allen (1991) developed a three-component model of organisational commitment, which built upon Mowday, Steers and Porter’s (1979) definition. These components are affective commitment, normative commitment, and continuance commitment (Jaros, 1991). Metcalfe and Dick (2001) write that affective commitment is the holistic consideration of the employee to employer relationship, which incorporates “the psychological bond and loyalty to the organisation”. Wang, Guo and Duan (2022) explain that affective and normative commitment reflect emotional bonds and responsibilities that an individual has towards an organisation, whilst continuance commitment is largely cost-based. Affectively committed employees have a desire to remain in the organisation and feel connected personally to it, however normatively committed employees feel obliged to stay (Kuhal et al., 2020; Hadi and Tentama, 2020). Continuance commitment occurs where an individual assesses that leaving an organisation would be too costly, perhaps because the renumeration or benefits they currently receive could not be obtained elsewhere, or simply because alternative employment is not available (Wang, Guo, and Duan, 2022; Vandenberghe, Mignonac and Manville, 2014).

[bookmark: _Toc186834354]2.2 The Relationship Between Police Resignations and Organisational Commitment
Improved organisational commitment has been established to reduce resignations (Johnson, 2015). To understand the relationship between organisational commitment and current police resignations, consideration must be given to why officers are resigning, and what can raise commitment.
[bookmark: _Toc186834355]2.2.1 Why are individuals currently resigning from the police?
Research conducted with police leavers between 2014 and 2019 illustrated that 56.5% of respondents stated that stress had a “major effect” on their decision to leave, closely followed by 56.4% stating they felt that they did not have the staff levels available to meet demand, and 65.2% citing “impact on personal life”. Further to this, 29.2% reported that “organisational injustice” was a reason for leaving, with a key theme emerging of feeling undervalued by the organisation (Charman and Bennett, 2022). 
Whilst these findings were obtained from police leavers, they are also reflected within the opinions of currently serving officers. A Police Federation of England and Wales survey in 2018 indicated that 89.8% respondents reported that they do not have enough officers to manage demand, 72.4% reported their workload was “too high”, 79.3% acknowledged feelings of stress or other difficulties with their mental health, and 94.2% of these stated this was caused or worsened by work (Elliott-Davies, 2018). The Pay and morale survey in 2022 reported that 66% of respondents felt that their workload was “too high” or “much too high”, 88% felt that there are not enough officers to meet demands, 92% acknowledged feelings of stress or other difficulties with their mental health, with 92% indicating that this was caused by or worsened by work (Police Federation of England and Wales, 2022). The first of these surveys was conducted prior to PUP being introduced, with the latter conducted two years after its inception. 
Whilst interpreting these results, consideration should be given to the extent to which stress would impact officers’ personal lives, as well as the contribution that high workloads and staff shortages have towards stress itself, which are not separated within these results. Nevertheless, these statistics suggest that whilst factors relating to staffing numbers and workload may have been improved by mass recruitment, stress has not. Given the continued rise in voluntary resignations since the start of PUP, it can be argued that stress is more strongly affiliated with officer resignations, compared to other factors. Matz, Woo and Kim (2014) concluded through their research that emotional exhaustion (burnout), job satisfaction and alternative job search were key in police officers resigning. They also consider how these are connected in a causality, whereby job stress impacts emotional exhaustion, which reduces job satisfaction, and ultimately leads to alternative job search. 
The main causes of stress to police officers have been identified as lack of support from leaders, job demand and workload, and long working hours (Purba and Demou, 2019). Low autonomy in decision making, poor relationships between colleagues, and a lack of reciprocity from the organisation, have also been highlighted as contributing to the stress of police officers (Garbarino et al., 2013). A number of these stressors are echoed specifically alongside stress itself, in the findings of Charman and Bennett (2022), as being leading impactors for vast amounts of police resignations.
[bookmark: _Toc186834356]2.2.2 Factors that Impact Organisational Commitment in Policing
Metcalfe and Dick (2001) state that the efficacy of policing rests highly on organisational commitment and concluded that organisational commitment is “strongly linked” to feedback and support offered by managers and the organisation itself. This was found to be applicable to all ranks in policing. When researching organisational commitment within Australian police forces, Beck and Wilson (1997) identified that few officers could provide examples of support offered by the organisation. They identified that organisations could enhance commitment by demonstrating confidence in the workforce, providing positive feedback, and allowing involvement in decision-making. They noted that feedback within policing is generally negative, and for punishment purposes, and officers reported a serious lack of support in face of complaints and reports made by public and media. Choi, Kruis and Yun (2020) researched the relationship between job stressors and organisational commitment. Their findings were that social resources, such as availability of support both internally (from the organisation) and externally (from family and friends) have a direct positive impact on organisational commitment. Victimisation (such as being assaulted or threatened in work) had a negative impact, however this was comparatively insignificant. It is worth noting, however, that this study was of Korean police officers, and so applications to Western culture should be cautious.
Staff that feel supported in the workplace will reciprocate this back, demonstrating organisational commitment, and without this relationship, low levels of loyalty and job satisfaction emerge (Charman and Bennett, 2022). Kop, Euwema and Schaufeli (1999) explain that staff become emotionally exhausted when their investments into the organisation are not returned, and so in line with equity theory, a lack of reciprocity will contribute to burnout. Additionally, strong peer cohesion has been identified to promote strong organisational culture (Johnson, 2015), and have an identifiable impact on job stress where reciprocity is concerned. Moreover, Jaramillo, Nixon and Sams (2005) found that whilst job satisfaction remained the strongest predictor of organisational commitment, supervisor support, group cohesiveness, and promotion opportunity, explain 45.8% of the variance in organisational commitment. Charman and Bennett (2022) identified that whilst officers highly valued the occupation they had joined, the inability of the organisation to manage demand placed upon them, and support them, led to occupational frustrations and diminished organisational commitment, leading to a negative impact on physical and mental health.
Meyer and Allen’s (1991) model considers a wide range of variables, with its constituent components suggesting that several factors may contribute to the decision of an employee to remain in an organisation. These could be psychological, social, emotional, or financial. Where continuance commitment is concerned, an argument could be made that pay is influential in officers decision to leave. This is supported by 83% of officers responding that they are dissatisfied, or very dissatisfied, with their renumeration (Police Federation of England and Wales, 2022). However, pay and benefits within the police are fixed by Government and well-advertised prior to commencement of service, and large volumes of individuals still apply for the role. This raises the question of whether pay only becomes an issue in the absence of other forms of commitment, and as such continuance commitment is solely relied upon.
The literature highlights stress as a recurring reason for officer resignations, and stress has been proven to have a negative impact on organisational commitment (Choi, Kruis and Yun, 2020; Johnson, 2015). Academic researchers and psychologists collectively recognise that police work is a highly stressful occupation (Purba and Demou, 2019; Gullon-Scott and Longstaff, 2024). However, the stressors within policing have been noted to correspond to two categories: operational stressors, arising from the nature of policing, and organisational stressors, arising from the nature of the organisation (Purba and Demou, 2019). Moreover, it is generally accepted that organisational stressors are more prevalent (Kop, Euwema and Schaufeli, 1999; Gullon-Scott and Longstaff, 2024), with Charman and Bennett (2022) concluding that there is no available evidence to suggest that it is the nature of police work that causes stress. 
Stress is an emotional response, and Wang, Guo and Duan (2022) discuss how affective and normative commitment are emotional forms of commitment. It could be argued that affective and normative commitment are opposites, contrasting an organisation’s ability to create a culture of wanting to work, presenting as largely positive, against one of an expectation to work, featuring more negative connotations. Affective commitment is of particular interest; it presents as the most desirable form of commitment with benefits for both the individual and the organisation. The individual feels accepted and motivated in the workplace, and the organisation reaps the benefits of this with quality work and loyalty. 
The research suggests that stress is the connection between officer resignations and organisational commitment. It directly impacts commitment, particularly affective and normative. Moreover, many of these stressors are within the control of the organisation. When present, they represent the absence of factors that have been shown to reduce organisational commitment. Meyer and Allen’s (1991) model is useful for distinguishing types of commitment, and highlights how individuals are committed in differing ways. However, Mowday, Steers and Porter’s (1979) definition provides a useful foundation for measuring commitment, encompassing all of its types.

[bookmark: _Toc186834357]2.3 Generational Differences
Balon (2024) explains that social generations refer to people born around the same time and experience similar culture growing up. Established generations within the workforce today are Generation X (born 1965 – 1979), Millennials (born 1980 – 1994) and Generation Z (born 1995 – 2012). These generations have different views of the world and the workplace, and he explains that one identifiable difference is the importance of mental health for younger generations. This is also noted by Williams and Sondhi (2022), who stipulate that younger officers within the police have a stronger awareness of the importance of a work-life balance, and Mahmoud et al. (2021) who found that only Generation X would tolerate having to work late regularly.
Furthermore, Mahmoud et al. (2021) found in their research of motivations within generations that Generation X placed higher value on social factors, such as receiving public recognition. Contrasting this, Millennials displayed higher introjected regulation, such that they are motivated by increasing their self-esteem and avoiding punishment. This finding is echoed by Williams and Sondhi (2022), who note that younger officers rely heavily on praise, have a reduced ability to take criticism, and feel a greater need to feel valued in the workplace. Bielinska-Dusa (2022) also noted in similar research that praise from supervisors is important for younger generations, as well as Millennials being motivated by additional training, providing personal growth. Gabrielova and Buchko (2021) offers explanation for this, stating that Millennials were raised sheltered, and with emphasis on praise, building self-esteem, and recognition, leading to millennials in the workforce feeling entitled to praise, compared to other generations.
With regards to Generation Z (who according to Williams and Sondhi (2022) will now make up more than half of the police workforce), Mahmoud et al. (2021) found that they are the most unmotivated generation within the workforce, likely due to the fact that they are motivated by inherent enjoyment from their work (something that many jobs does not offer), as well as placing higher value on material factors such as salary, and being more reactive to off-putting situations, an example of which could be workplace conflict or criticism. Moreover, Balon (2024) identified that Generation Z need more structure and direction at work, and highly value empathy and jobs that help others. Bielinska-Dusa (2022) found that work social gatherings held greater importance for the younger generations, however all generations highly valued working in a well-coordinated team.
Williams and Sondhi (2022) conclude that there is requirement to establish the needs of a younger workforce, for the PUP to be able to ensure motivation and retention of such officers, a concept that is also reaffirmed by Mahmoud et al. (2021).

[bookmark: _Toc186834358]2.4 The Purpose of this Study
This review of the literature identifies that organisational commitment can be raised through support, feedback, team cohesion and involvement in decision-making. It has also analysed the connection between resignations and organisational commitment, highlighting that stress is a key factor with an inverse relationship. What causes stress to officers, is the absence of those four factors that improve commitment. The review of the literature also confirmed that different generations have different traits, and what is unclear is how this will affect modern police organisations, as there is suggestion that forces will now have a much younger workforce, in the wake of PUP.
Previous studies have sought to examine possible effects. Jones (2015) examined if education, or age, impacted organisational commitment in nurses, concluding that education had more impact. Conversely, Agrawal (2017) examined how differing personality traits between generations X and Y may impact commitment, concluding that generation Y were more prone to lower commitment. Insofar as the reach of this review, no studies could be located that addressed the impact of generations on the importance of the four factors linked to improved organisational commitment. This study seeks to address this gap, and contribute to the literature by providing data in a policing context, to establish if certain generations are more responsive to specific factors. 


[bookmark: _Hlk186742905][bookmark: _Toc186834359]Chapter 3 - Research Methodology and Planning
This research project is addressing the issue of police retention within UK policing, through the lens of organisational commitment. The Police Uplift Programme (PUP) sought to raise officer numbers and retain these officers at high levels, however voluntary resignations have continued to increase. Academics note that PUP will lower the cross-sectional age of officers within the workforce, and that differing generations have different priorities within the workplace. The previous chapter addressed the first two objectives of this research of identifying factors linked to improved organisational commitment, and analysing the connection between organisational commitment and current police resignations. This third chapter of the research project will provide a methodology and plan for gathering primary data to address the third objective of evaluating if the generation that an employee belongs to can account for any variations in importance of factors established to raise commitment. To date, there does not appear to have been any study that directly measures organisational commitment against age, in a policing context.

[bookmark: _Toc186834360]3.1 Research Methodology
Queiros, Faria and Almeida (2017) summarise the differences between qualitative and quantitative research approaches. Qualitative methodology seeks to develop an understanding of meaning, with deeper and more complex information uncovered about why an action may or may not take place, drawing on metrics that cannot be quantified. Quantitative research can be quantified, and seeks to obtain data to be statistically analysed, offering a reliable and true measurement of a concept. Mathematics feature heavily within this form of methodology, and the research remains objective to specific factors. This form of methodology also enables a wider research base to be used, which can be generalised for a population. Examples of qualitative research include interviews and focus groups, however these forms of research are time consuming to conduct, can present difficulty in scope to extract comparable data, and due to the smaller sample sizes they cannot be generalised for a population. Examples of quantitative research include surveys. Whilst surveys are less time consuming, the reliability of data is dependent on the quality of the survey structure and honesty of responses. 
To conduct primary research for this study, online surveys will be utilised to obtain quantitative data. Nayak and Narayan (2019) discuss the benefits of online surveys as a research method. They write that they are suitable for a cross-sectional study, there is little financial cost involved, and online programmes allow for the easy and expedited creation of surveys, making the method more time efficient. Moreover, contacting the sample, and storage and analysis of results, can be conducted online. The basis of the questions that will feature within this primary research will be informed by the secondary research conducted within literature review in chapter two. It is noted that many of the studies and research referenced within the literature review of this study have incorporated qualitative research to form their hypotheses and conclusions. Therefore, whilst this study will utilise quantitative methods as a primary source of research, qualitative research has undoubtedly featured as a secondary source.

[bookmark: _Toc186834361]3.2 Question Planning and Sample Group
The opening question of the survey will be a closed question pertaining to the age of the respondent, as this is pertinent to facilitate a comparison of responses by generation. Responses to subsequent questions will be grouped based on the age category of participants, as identified in this first question. Respondents will be asked to rate the importance of the four factors identified in the literature review to raise organisational commitment (support, feedback, team cohesion and involvement in decision-making) out of five. An average of the responses within each age group will then be compared, to identify any differences in importance between generations. Respondents will also be asked a multiple-choice question for each of these four factors, enquiring how it would impact them. The options will correspond to the three elements of organisational commitment (identification, effort, and loyalty) as outlined by Mowday, Steers and Porter (1979), with an additional option for “other”, to allow respondents to provide additional information. This will serve to identify why a particular factor may be important to a specific generation, offering further insight as to why differences may exist between generations.
The sample for the study will be limited to response police officers. Researchers (Gullon-Scott and Longstaff, 2024; Burnett, Sheard and St-Clair Thompson, 2019) note that response officers are more likely to experience stress and anxiety comparative to other roles, and that these have been linked as indicators of diminished commitment (Choi, Kruis and Yun, 2020; Johnson, 2015; Matz, Woo and Kim, 2014). Furthermore, 86% of recruits attained through PUP were recruited via the IPLDP, PCDA and DHEP routes, meaning that they would enter the workstream in a uniformed response role to complete a probationary period of 2 to 3 years (Home Office, 2024). It can be deduced then that most of these are still within the response policing role. 

[bookmark: _Toc186834362]3.3 Ethical Issues, Reliability, and Validity
Nayak and Narayan (2019) note that the ethical issues of informed consent, anonymity and confidentiality can rise from the use of surveys. To address these, the survey will feature a disclaimer at the start noting that participation is voluntary, anonymous, and that no personal data will be gathered within the survey, aside from a broad age category. This anonymity will promote true and honest responses from participants, and as such contribute to the validity of the results. Responses will also be stored securely in a server, to ensure that they cannot be accessed by persons seeking to view or alter them, negating this as an ethical issue. Additionally, non-response rates can cause bias, if non-respondents would have answered systematically differently to active responders. To consider this in the results, the sample size will be recorded beforehand, so that the response rate can be calculated.
Limitations of the use of surveys are that researchers cannot ensure the sample is from the target population, and if a respondent does not understand or have a doubt, the researcher cannot address this immediately (Nayak and Narayan, 2019). The former of these will be addressed by using an intra-organisational email to ensure the survey is sent to the relevant audience. The use of this distribution method will further contribute to the validity of the research, as it will ensure that first hand opinions are collected. Moreover, this will ensure that all participants receive the same questionnaires, creating a commonality in the collection of data, contributing to the reliability of the study. To address misunderstanding or misinterpretations, each question will feature guidance notes written in clear and unambiguous language. Further, the use of Likert scales was initially considered as a research question type. However, Harpe (2015) explains that Likert scales use anchors such as “strongly agree” and “agree”, with criticisms being that these are these are subjective to each respondent, and when calculating a statistical analysis, the average between these would be “agree-and-a-half”. As such, rating scales will be utilised to further contribute to the reliability and validity of the research, by removing ambiguity and providing more comparability between data.


[bookmark: _Toc186834363]Chapter 4 – Analysis of Results
The research survey sought to address the final objective of evaluating any variance in importance of factors relating to organisational commitment between age generations. It separated respondents into age categories of under 26, 26 to 40, and over 40, reflective of this. It then proceeded to separate feedback, support, cohesiveness, and involvement in decisions into categories. Feedback was further divided into feedback from Sergeant and feedback from higher ranks, and cohesiveness was divided into personal and professional relationships. The survey was sent to 95 response police officers, with 33 respondents, indicating a 35% response rate. Of the respondents, 30% were under 26, 61% were 26 to 40, and 9% were over 40. Table 1 summarises the findings of the questions relating to the importance of each category to respondents. 

	Category
	Under 26
	26 to 40
	Over 40
	Weighted Average

	Feedback from Sergeants
	4.5
	4.4
	4.67
	4.45

	Feedback from Higher Ranks
	4.2
	4
	4.67
	4.12

	Support
	4.7
	4.65
	5
	4.7

	Team Cohesiveness (Personal)
	4.6
	4.8
	4.67
	4.73

	Team Cohesiveness (Professional)
	4.9
	4.7
	5
	4.79

	Involvement in Decision-making
	4.4
	4.65
	4.67
	4.58

	(Table 1)



[bookmark: _Toc186834364]4.1 Feedback
Within feedback from Sergeants, a variation of 0.27 was observed across the age categories. 80% of the under 26 category stated that feedback from their Sergeant would motivate them to work harder, and create a strong desire to stay in the police, with 75% of the 26 to 40 category agreeing that it would motivate them to work harder. 100% of the over 40 grouping stated that feedback from their sergeant would motivate them to work harder. One member of the 26 to 40 category commented that it would allow them to “grow confidence”, with another adding that it would “help mitigate any doubts”. A member of the under 26 category added that it would provide them with “confidence that I am doing okay”.
Regarding feedback from higher ranks, the variation increased to 0.67. Interestingly, motivation to work harder remained the same within the 26 to 40 and over 40 categories, however dropped to 70% for the under 26 group. There was also a drop in importance within the under 26 and 26 to 40 categories. One member of the under 26 group commented that this would “improve confidence”, whilst another noted that it would highlight that higher ranks had “seen the good work and not only when we do stuff wrong”. A member of the 26 to 40 category responded by adding that it shows that management “do care about various roles in force and recognition of good work”.
Mahmoud et al. (2021) noted that millennials exhibited introjected motivation, with a core element of avoiding punishment, and generation Z are “put off” by criticism. Similarly, Williams and Sondhi (2022) explain that younger officers have a reduced ability to receive criticism and need to feel valued in the workplace. Positive feedback from both Sergeants and higher ranks may address these concerns by creating a desirable working environment in which criticism and punishment are minimal, offering explanation for the high level of importance to them observed in these reults. Further, younger generations rely heavily on praise (Williams and Sondhi, 2022; Bielinska-Dusa, 2022), and so it is perhaps unsurprising that both younger generations valued feedback with high importance. Mahmoud et al. (2021) explain that generation X value public recognition, which may account for why their affiliation to feedback from higher ranks remains constant with that of Sergeants, as this recognition is welcomed in any form.

[bookmark: _Toc186834365]4.2 Support
The variance within support across the age categories was 0.35. Within the under 26 category, 80% felt that having support would help them to understand the goals of the organisation and feel part of this, with one respondent commenting that it “helps me develop and become better”. This aligns with the finding of Mahmoud et al. (2021) that generation Z require more direction and structure at work. Moreover, 75% of the 26 to 40 group agreed that support at work would motivate them to work harder. Gabrielova and Buchko (2021) highlight that millennials need to build self-esteem, which Mahmoud et al. (2021) attributes to introjected motivation. Therefore, it can be deduced that support within the workplace may be important as it can facilitate this, by offering guidance to young officers and addressing any needs that they may develop.

[bookmark: _Toc186834366]4.3 Team Cohesion
Bielinska-Dusa (2022) highlighted that social gatherings are more important to younger generations, however all generations value working in a well-coordinated team. This is reflected in this research, as professional and personal team cohesion were the highest categories in terms of importance and featured the lowest variance of only 0.2 and 0.13 respectively. They also had the most significant impact upon respondents wishing to stay in the organisation, particularly within the younger generations. Table 2 summarises these results.

	Category
	Under 26
	26 to 40
	Over 40

	Personal Relationships creating willingness to stay
	90%
	80%
	67%

	Professional Relationships creating willingness to stay
	90%
	75%
	67%

	(Table 2)



Mahmoud et al. (2021) explained that generation Z dislike conflict in the workplace, and so it is perhaps unsurprising that having both a good personal and professional relationship would greatly influence their willingness to remain part of the organisation. One member of this group raised that this created a “good support system”. Similarly, a member of the 26 to 40 category commented that “having a good team makes coming to work a lot better”. An interesting finding was that whilst cohesion was valued by the over 40 category, it did not have a significant impact on any of the elements of organisational commitment.

[bookmark: _Toc186834367]4.4 Involvement in Decision-making
With regard to involvement in decision-making, there was a variance of 0.27 in importance across the age groups. Williams and Sondhi (2022) highlighted that millennials in particular need to feel valued in the workplace. This value may come from feeling heard within the organisation, which is reflected in the response of one member of the 26 to 40 category who voiced “anything that involves me personally I want a say in it”. However, the findings within this survey suggest that being involved in decision-making is important to all age groups, with a member of the under 26 category stating it “makes it seem like our opinions are listened to”. Nevertheless, the under 26 group had the lowest comparative value for importance of decision-making, suggesting that they are still reliant on structure and direction as noted by Mahmoud et al. (2021).

[bookmark: _Toc186834368]4.5 Conclusion
Overall, the results of this research indicate that the generation to which an officer belongs does not significantly impact the importance of factors known to raise commitment. They are all highly valued irrespective of age. This conformity of importance across the generations is perhaps unsurprising, given the relationship between stress and commitment identified within chapter two. It could reasonably be deduced that all officers experience stress, and the presence of any one of these factors would reduce this. This finding is of particular interest as it suggests that the police as an organisation do not necessarily need to tailor an approach to improving commitment for a particular generation, and by extension, retention could also be improved with a uniformed approach.


[bookmark: _Hlk186744009][bookmark: _Toc186834369]Chapter 5 - Findings
This chapter concludes the research project and will summarise its findings, examine the extent to which the research objectives were achieved, and reflect on the implications and future needs for this research area. 

[bookmark: _Toc186834370]5.1 Evaluation of Research Objectives
A review of the literature surrounding organisational commitment highlighted many common factors related to increased commitment. These were positive feedback (Metcalfe and Dick, 2001; Beck and Wilson, 1997), support (Metcalfe and Dick, 2001; Choi, Krus and Yun, 2020; Jaramillo, Nixon and Sams, 2005), team cohesion (Johnson, 2015; Jaramillo, Nixon and Sams, 2005) and involvement in decision-making (Beck and Wilson, 1997). There was a plethora of research available in relation to organisational commitment, as well as studies and academic literature surrounding organisational commitment specifically in a policing context. The literature review was able to consider these holistically and collate common factors as outlined above, effectively achieving the first objective of identifying factors known to increase commitment.
Similarly, the literature review considered current police resignations and identified causes of such resignations. Whilst these factors included issues such as insufficient staffing levels and impact on personal life (Charman and Bennett, 2022), stress was identified as a commonality. Stress did not appear to have been reduced by the increased staffing levels brought about from the Police Uplift Programme, suggesting that this was arguably the most prevalent cause of resignations. The review of the literature further considered the causes of such stress, noting that many of these factors, when present, coincided with the absence of factors known to improve commitment. These were a lack of support (Purba and Demou, 2019), and low autonomy in decision-making, poor team cohesion, and lack of reciprocity from the organisation (Garbarino et al., 2013). Therefore, the second objective of analysing the connection between current police resignations and organisational commitment was achieved, indicating that stress is an intermediary of the two. Further, the level of stress that an officer is experiencing, particularly for long periods of time, may be a strong indicator of an intention to leave, as suggested by Matz, Woo and Kim (2014).
Finally, the literature review considered the sociological and psychological differences between members of different generations. It highlighted that mental health, in particular, was a key difference, with younger generations being more aware of its importance (Balon, 2024; Williams and Sondhi, 2022). This was noteworthy given that stress was the apparent intermediary of commitment and resignations. In addition, differing generations were noted to have different relationships with positive feedback, support and team cohesion (Mahmoud et al., 2021, Williams and Sondhi, 2022, Bielinska-Dusa, 2022). Surveys were utilised to collect data in relation to the four factors identified to raise commitment (feedback, support, cohesion, and decision-making) and compare their importance across generations. Data was also collected to address how these factors may raise the components of organisational commitment (acceptance of values, willingness to exert effort, desire to stay) as outlined by Mowday, Steers and Porter (1979). The sample group identified that there was minimal variance in responses for each of the categories where importance was concerned. This indicated that, in relation to the final objective of this research, despite the noted psychological and sociological differences between the generations, this did not significantly impact on the importance of these factors, where raising commitment is concerned.

[bookmark: _Toc186834371]5.2 Limitations of this Study
It is noted that there were limitations to this study. The time constraints of the research project limited the amount of literature that could be reviewed prior to commencing the research. A more longitudinal study may have allowed for a more in-depth examination of organisational commitment and a more complex understanding. This project made attempts to separate some of the categories into sub-categories, such as differentiating personal and professional team relationships, however these were still generalised. Similarly, a deeper review of the differences between generations may have uncovered additional areas that may account for variances in organisational commitment, across the generations. If this study were to be repeated, these would be considered as positive changes. Additional factors known to impact organisational commitment may have been researched, and the survey could have been open for a lengthier time period, possibly receiving more responses. Further, there were limitations regarding the sample size of this study. Whilst the police force surveyed was reflective of national policing from an officer per capita perspective, it did not encompass any large metropolitan areas, for example, those policed in large cities such as London or Manchester. These denser area of population and differing work environments may have offered different insight into the commitment of officers. In addition, despite the response rate being relatively positive, the overall sample size was small, indicating a further limitation for this study. 

[bookmark: _Toc186834372]5.3 Contributions to Theory and Future Research
Despite the limitations of this study, the research has contributed to theory surrounding organisational commitment, and the possible impact that mass recruitment has had upon this. Firstly, this study has collated previous research surrounding organisational commitment, and whilst not a specific objective of this research, has shown that the factors previously identified to promote commitment are still relevant despite a generational change in staffing. This research has also contributed to theory as it has, further to highlighting their continued relevance, shown that generational membership has insignificant impacts on their importance. It has provided a base understanding of the relationship between commitment and generational membership, in a policing context. However, a noted limitation to this study has been the sample size, and so further research may be required to incorporate a wider sample to test the reliability of the findings of this study, encompassing a broader number of respondents from additional police forces. Moreover, it has not explained why each of these categories remain important to each generation, despite their identified sociological differences. As such, further research may be directed to examining why a particular factor, for example support from supervisors, is important to each generation. This may incorporate more qualitative data and lead to a better understanding of each category, and provide a means to tailor such factors to maximise improvements in organisational commitment, for each individual.

[bookmark: _Toc186834373]5.4 Recommendations for Practice
The findings of this study nevertheless provide implications for current practice within policing. The category with the highest overall importance rating across all generations was team cohesion. Therefore, a first recommendation would be for the introduction of team-building exercises, allowing for officers to gain an understanding of each other, in a less formal setting. This may be particularly beneficial when a new member joins the team and so may initially feel more of an outcast. Similarly, a second recommendation would be for supervisors to note and address conflict within their team swiftly, to prevent any longstanding breakdown in cohesion. Furthermore, feedback and support were both highly valued across all generations. Researchers have noted that these may be difficult to address within policing, with Johnson (2015) explaining that providing positive feedback is hindered due to feedback being subjective, and every policing situation being different. He further explains that police supervisors logistically cannot observe the work of all their staff. However, a third recommendation would be for supervisors to be allowed time to work alongside their team members, to create a stronger bond between them and their staff, and be provided the opportunity to provide meaningful feedback, and identify areas for support.



[bookmark: _Toc186834374]Chapter 6 - Conclusion
The aim of this research was to address the issue of police retention, through the lens of organisational commitment, as improved organisational commitment has been shown to reduce employee turnover (Johnson, 2015). Specifically, academics had noted that the large-scale recruitment that the Police Uplift Programme facilitated could more than double the number of officers under the age of 26 within policing (Williams and Sondhi, 2022), indicating a generational change. There remained a question as to what impact this would have on policing. This research sought to investigate if such an impact was that younger officers were committed in different ways, comparative to older generations, due to their sociological and psychological differences.
The project set objectives to identify factors that have been understood to raise organisational commitment, analyse the connection between organisational commitment and current police resignations, and evaluate if the generation an employee belongs to can account for any variance in importance of such factors identified to increase commitment. A review of the literature provided four key areas associated to raised commitment and highlighted that stress within officers was a commonality. The literature suggested that a cyclical relationship existed, with officers experiencing stress in the absence of factors known to improve organisational commitment. Surveys were utilised to gather quantitative data from officers to measure the importance of these factors across the generations, with the results indicating that there was no significant difference. 
Raised organisational commitment has been shown to have a positive impact on retention, however police resignations have continued to rise throughout the Police Uplift Programme, and afterwards. The findings of this research have been that the means to improve commitment have not significantly changed despite the introduction of mass recruitment. Therefore, it can be concluded that rising police resignations cannot be attributed to this new workforce requiring different treatment, and so is more likely due to the absence of such factors at an institutional level.
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Investigating Organisational
Commitment Within the Police by
Age Generation

Research shows that people are still resigning from the police at increasing rates. Whilst
many factors may contribute to this, such as pay, the study of organisational commitment
shows that many things that the police could do as an employer could improve the
commitment of staff. There has recently been an influx of new officers, largely of a
younger age generation. This research is seeking to identify what could be done to
improve the commitment of these officers, and how it would affect them.

Do you consent to take part in this research survey?

Please click the box below to consent to take part.

Consent to Participate
This survey is anonymous and your identity will not be shared with any parties, including the survey owner. You will not be asked
for any identifying data, aside from a broad age category, which is an important element of this research.
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Feedback from Supervisors

Research has shown that most feedback provided within the police is largely negative,
critical or for punishment. These questions are about POSITIVE feedback, and how it

may affect you as an employee.

How important is receiving positive feedback from your Sergeant to you?*

“Thisis your personal opinion and there s no “correct” answr.
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Not Important Extremely Important

How would receiving positive feedback from your Sergeant affect you? [You may select
more than one option]

“Thisis your personal opinion and there s no “correct” answr.

Itwould help me understand what the It would motivate me to work harder for the.
organisation is trying to achieve, and make me organisation
feel a part of this.

Itwould make me want to stay as an employee
in the organisation.

ther (please specify)
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How important is receiving positive feedback from higher ranks (Inspector and above)
to you?*

“Thisis your personal opinion and there s no “correct” answr.
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How would receiving positive feedback from higher ranks (Inspector and above) affect
you? [You may select more than one option]*

“Thisis your personal opinion and there s no “correct” answr.

Itwould help me understand what the It would motivate me to work harder for the.
organisation is trying to achieve, and make me organisation
feel a part of this.

Itwould make me want to stay as an employee
in the organisation.

ther (please specify)
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Support from Supervisors

These questions are about receiving support from your supervisors. Support could be
work-specific (workload management/guidance with investigations/support through

complaints), personal-specific (mental health support/fiexible workingiwell-being), or both

How important is receiving support from your line manager to you?*

“Thisis your personal opinion and there s no “correct” answr.

1 [ [

Not Important Extremely Important

How would receiving support from your line manager affect you? [You may select more
than one option]*

“Thisis your personal opinion and there s no “correct” answr.
It would help me understand what the. It would motivate me to work harder for the.

organisation is trying to achieve, and make me organisation
feel a part of this.

Itwould make me want to stay as an employee
in the organisation.

ther (please specify)
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Team Cohesiveness

These questions are about your relationship with your team. The relationship is separated
into two parts: personal (how you get on with your team) and professional (how you work

with your team).

How important is having a good personal relationship with your team members to you?

“Thisis your personal opinion and there s no “correct” answr.

1 2 ‘ 3 ‘ 4 5

Not Important Extremely Important

How would having a good persenal relationship with your team members affect
you? [You may select more than one option]*

“Thisis your personal opinion and there s no “correct” answr.
It would help me understand what the. D It would motivate me to work harder for the.

organisation is trying to achieve, and make me organisation
feel a part of this.

Itwould make me want to stay as an employee
in the organisation.

Other (please specify)
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How important is having a good professional relationship with your team members to
you?*

“Thisis your personal opinion and there s no “correct” answr.

1 [ [

Not Important Extremely Important

How would having a good professional relationship with your team members affect
you? [You may select more than one option]*

“Thisis your personal opinion and there s no “correct” answr.

Itwould help me understand what the It would motivate me to work harder for the.
organisation is trying to achieve, and make me organisation
feel a part of this.

Itwould make me want to stay as an employee
in the organisation.

ther (please specify)
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Involvement in Decision-Making

These questions are about your involvement in workplace decisions. This could be
decisions in how your investigations are progressed, how the day-to-day running of your

team is carried out, or even decisions about the office or equipment available.

How important is being involved in decisions that affect you to you?*

“Thisis your personal opinion and there s no “correct” answr.

1 [ s [«

Not Important Extremely Important

How would being involved in such decisions affect you? [You may select more than
one option]*

“Thisis your personal opinion and there s no “correct” answr.

Itwould help me understand what the It would motivate me to work harder for the.
organisation is trying to achieve, and make me organisation
feel a part of this.

Itwould make me want to stay as an employee
in the organisation.

ther (please specify)
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