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[bookmark: _Toc159174066]1.1 Overview of South Wales Police
South Wales Police (SWP) is an organisation with approximately 6000 employees, it is the largest police force in Wales in terms of population size however only covers 10% of the geographical area of Wales (South Wales Police, no date a). The establishment of SWP consists of police officers and police staff along with a small number of volunteers. This paper will look at the culture within SWP and how this affects performance along with recommendations on areas of improvement. 

[bookmark: _Toc159174067]1.2 What is organisational culture?
Organisational culture is the cumulation of values, behaviours, traditions, beliefs and workplace norms. When employees within an organisation share these characteristics, it forms the organisations culture (CIPD, 2023a). Schein and Schein (2017) define culture as an accumulation of shared learning which become taken for granted and eventually fades from awareness. Since the Coronavirus pandemic, organisational culture has seen a dramatic change due to more employees working from home and therefore having decreased interactions with each other and the organisation as a whole. However, through the pandemic, organisational culture has become a strategic priority as many organisations have identified a gap between the current culture and the ‘desired’ culture which will support in meeting organisational objectives (Harvard Business Review, 2021). HR Magazine (2021) shares that the Covid-19 pandemic has increased the strength of micro-cultures within organisations with more employees having strengthened relationships with smaller groups of colleagues. There are a variety of internal and external factors that can influence culture including the history of the organisation, the leadership, the expectations and values of the employees, the type of industry, size and location of the organisation (OD Practitioners, 2023). A report by Gallup (no date) indicates that employees who feel connected to their organisations culture are 55% less likely to be looking for alternative employment, 68% less likely to experience burn out, and 3.7 times more likely to be engaged at work. This clearly shows how a positive culture can impact on turnover, sickness absence rates, and higher productivity leading to higher performance. 
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[bookmark: _Toc159174069]2.1 Frameworks
Organisational culture models are frameworks that can be used to understand and mould the culture of an organisation (Personio, no date). One of the most common models is Edgar Schein’s model developed in the 1980’s which consists of three levels depicting how culture can be influenced (Personnel Today, 2023). Artefacts sit at the top, these are the visible aspects of the organisation such as uniforms, buildings, and locations. The next level is espoused values which represents the values and beliefs that are outwardly communicated through the organisation, including strategies and internal communication. Lastly, the underlying assumptions are the beliefs and values that are taken for granted and are deeply ingrained in the mindset of the workforce (CIPD, 2022). This model looks at the influences of culture at a surface level as well as the underlying factors, however it is laid out in a simplistic way and is therefore easy to understand (Think Insights, 2022).

[bookmark: _Toc159174070]2.2 Edgar Schein’s model and SWP
Looking at artifacts, one of the most noticeable parts of the workforce is the dress code. SWP have a public presentation policy (2023) which defines all aspects of a person’s uniform down to facial hair and make-up. The Public Presentation policy only applies to operational staff and officers, this can set a clear divide between operational and non-operational employees. Some employees work from older police stations and buildings while others work from new buildings which have newer technology, brighter interior designs and open plan workspaces, this can act as another divide between officers and staff and research shows that the physical appearance of workspaces can impact on employee engagement and wellbeing (Public Health England, 2015). SWP can be viewed as bureaucratic due to the level of approval needed for some decision-making processes, for example, as per the flexible working policy (2018), requests require approval from three separate individuals. Such bureaucratic processes highlight the organisations’ hierarchical structure. 

Espoused values in SWP would generally be messages from senior management. For SWP this would include the Chief Constable’s Delivery Plan (2021a) which sets out the force’s objectives with the underpinning values that the organisation is proud, professional and positive. All employees have an awareness of the Delivery Plan and how their individual or team work and objectives fit into it. Other aspects that can be looked at in this section include what is shared on the internal intranet. The intranet holds all key information and communication from all areas of the force. SWP is notably good at celebrating good work with frequent stories on the intranet surrounding quality investigations and arrests by different teams around the force area. These good work stories can be used to boost morale and make employees feel appreciated and valued for their efforts. Celebrating good work is an intrinsic part of developing job satisfaction, an article by Whyte (2008) speaks of how recognition helps to sustain motivation and a lack of personal recognition can lead to unhappiness and disengagement. 

Underlying assumptions can be the most difficult to measure. Collaboration is an ingrained behaviour in SWP, it’s very rare for one individual person to start and complete a piece of work without assistance or input from a variety of other people or departments. A report from the Institute for Collaborative Working (2022) identifies the benefits of collaboration as innovation, new competences and skills development, and better problem solving. There are disadvantages to this also including losing autonomy, clashing personalities, and a lack of clarity around roles and responsibilities (NCVO, 2022). A further underlying aspect of the culture is the feeling of a ‘policing family’, the role officers and operational staff undertake comes with high risks and can be extremely dangerous and therefore they need to be able to rely on their colleagues to support them or come to their aid when needed. This is backed up by a study of student constables in which the policing family feeling was a noted theme, however continued to say that this generally leads to a gossip culture (Millie and Hirschler, 2023).  

[bookmark: _Toc159174071]2.3 The McKinsey model and SWP
The McKinsey 7S model can be used to gain further insight into the culture of an organisation as it looks at the seven specific areas for assessment, the style of how things are done, the skills within the organisation, the systems in place, the structure of the organisation, the staff within the organisation, organisational strategy, and the shared beliefs in the organisation (McKinsey, 2008). 

The style of an organisation can be decided by the management style used. SWP can be seen as following either a bureaucratic and democratic management style due to having a clear hierarchy and expectations, however feedback is generally encouraged through workplace surveys and work is delegated from the top down (Indeed, 2023). A study by Dyczkowska and Dyczkowski (2018) shows that employees in organisations with democratic leadership generally report better job satisfaction. 

The skills within some areas of the organisation require improvement, there are posts which have been deemed as ‘hard to fill’ namely within ICT where very specific skills and training are required. The CIPD Labour Market Outlook report (2023b) highlights that 51% of public sector organisations reported having hard to fill roles so this appears to be an issue that many organisations are experiencing, and with public sector struggling more than private sector it is worth considering whether pay related benefits are a contributing factor. Furthermore, the European Commission (Eurostat, 2023) reports that 51.3% of enterprises in Europe reported that a lack of applications was the primary issue in filling the posts, with high salary expectations and a lack of relevant qualifications or skills being equally prevalent issues. 

The systems in SWP can be difficult to navigate, firstly looking at the technology, advancements are being made in policing through the introduction of artificial intelligence (AI) technology, primarily through facial recognition although this receives mixed reviews (Fleet and Hine, 2022). The vast majority of SWP processes require manual input, the organisation could benefit from considering automating some processes which would reduce workloads and increase productivity, giving employees more time to work on more strategic processes (Impact, 2023). Assessing processes within SWP, as mentioned above, they can be viewed as bureaucratic and difficult follow. 

As already highlighted, the structure of SWP is a hierarchy which can be determined using the Competing Values Framework (CVF) (Quinn and Rohrbaugh, 1983). SWP does demonstrate traits from the other quadrants within the CVF such as clan due to strong collaboration and teamwork ethics, however at this time the organisation falls firmly within the hierarchy quadrant. This is unlikely to change due to the strict rank structure for officers who generally address those of a higher rank in a formal manner such as calling them sir or ma’am, or by their rank title.   

Staffing within SWP is lacking diversity with black, Asian and minority ethic (BAME) representation not reflecting the population (Police.UK, no date). This underrepresentation of BAME within the organisation creates a disadvantage the through not representing the communities it serves, which can further limit the pool of BAME individuals who aspire to join the force (Aspiring to Include, 2022). In terms of career progression, a CIPD report (2017) indicates that all BAME employees feel that seeing someone like themselves in senior roles would give their own career progression a boost. This highlights the importance of representation in the workplace and areas that SWP need to make improvements. 

SWP have multiple strategies in place, at an organisational level the Chief Constables Delivery Plan (2021a) highlights the forces objectives and priorities along with its values. From a people perspective the People Organisation Development Strategy (2021b) gives an overview of the plans around recruitment, talent management, learning and development and succession planning. SWP also have a Wellbeing strategy (2022) which highlights all the current wellbeing provisions available in the organisation. These strategies help employees understand how their work links into the bigger picture with the organisational objectives and it also invites employees to identify areas where improvements could be made.

Shared values within SWP come from a variety of places, the Code of Ethics (College of Policing, 2024) defines how officers and staff are expected to conduct themselves, it was simplified this year to contain just three ethical policing principles. In conjunction with the Code of Ethics, the Code of Practice (2023) outlines the responsibilities of Chief Officers in leading employees through role modelling, encouragement, and taking proactive approaches to ensure an ethical culture. Shared values also come from the SWP mission of being proud, professional and positive as set out in the Chief Constables Delivery Plan (2021a).

[bookmark: _Toc159174072]2.4 Overview of the SWP culture
Using the Schein and McKinsey culture models identifies a separation between officers and staff within the force. In some areas this is necessary, officers and staff are bound by different terms and conditions and therefore contractually have different entitlements but work can be done to create the feeling of a more united workforce and reinforce that ‘policing family’ feeling. Other areas of improvement identified include further work on BAME recruitment and progression and technological advancements.
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[bookmark: _Toc159174074]3.1 The good work index and mental health
The CIPD Good Work Index report for Wales (2023c) generally shows positive results regarding employee satisfaction with two thirds of workers being satisfied with their jobs, good relationships in the workplace, and reports of maintaining good work-life balance. However, the report shares more negative views from public sector workers with dissatisfaction with pay and non-pay related issues and negative impacts on mental health. 

There are a wide variety of factors that can have an impact on the mental health of employees, even more so for operational staff and officers who witness and investigate some of the worst incidents. According to the World Health Organisation (2022), internal factors include excessive workloads, long, unsocial and inflexible working hours, inadequate pay, and poor investment in career development. External factors also need to be considered such as financial and housing issues, social connections and physical health (Northern Healthcare, 2020).

[bookmark: _Toc159174075]3.2 The impact of shift work
Officers and many staff within SWP are required to work shifts including night work and often, overtime, this is to ensure that the service is available 24/7 in emergencies. A study by Barker and Nussbaum (2011) conducted on 745 nurses in the United States found that those who worked shifts between 9-12 hours experienced higher levels of fatigue which impacted negatively on performance. However other similar studies found no significant impact on job performance following an increased length in shift (Dall,Ora et al., 2016). In terms of job satisfaction when working shifts, the studies completed around this also show a mixed outcome. A study conducted by Jaradat, Bast-Pettersen and Bjertness (2022) found that male nurses working a rotating shift pattern experienced more decreased job satisfaction than their counterparts who worked exclusively during the day. Shift work, especially prolonged shifts though overtime, are found to increase the likelihood for errors and accidents (Scott et al., 2006) but ultimately job satisfaction has been found to increase with 12-hour shift patterns with it giving individuals greater flexibility and better work-life balance (Dwyer et al., 2007). There is conflicting research on this topic and the impact on job satisfaction, with the service being 24/7 shift work will always be required but how it is managed and the shift patterns themselves could be reassessed for suitability against employee satisfaction and demand. 

[bookmark: _Toc159174076]3.3 The impact of career progression
Having good career development can directly link to higher performance at work (Marnisah, Kore, and Ora, 2022). Exploration of how systems theory can relate to career development has shown that elements of social, personal and economic situations can influence on a person’s progression opportunities (Patton and McMahon, 2021). This theory can be used by organisations to better encourage the career progression of those from different backgrounds or abilities to further drive and enhance individual performance as well as create room for better innovation. Research has shown that organisations with diverse leadership are more innovative and out-perform others (Harvard Business Review, 2013). Force establishment data shows that there is a large underrepresentation of BAME officers in higher ranks, indicating that BAME officers either are not looking to progress their careers, or they are not being successful through the promotion process (Police.uk, no date). Gallup (2022) indicates that younger generations, i.e. millennials and generation Z are more likely to seek jobs that will accelerate their career development (37%) than older generations (20%). The SWP People Organisation Development Strategy (2021b) identifies this overall need for career development and looks to ‘grow their own’ rather than rely on new talent by way of supporting colleagues pursuing their own education, schemes aimed at the professional development of women and men separately, and a wealth of learning and development initiatives.  

[bookmark: _Toc159174077]3.4 The impact of pay
The cost-of-living crisis is understandably at the forefront of most people’s minds with approximately 4 in 10 people struggling to pay their energy bills, and private rental prices being at a record-high (ONS, 2024). Police funding, being a public organisation, is decided by the UK Government, and with that police pay increases require Government backing. In 2023 a pay increase of 7% for officers and staff was announced, however since 2000 with pay freezes and rising inflation, officers have experienced a 17% pay cut in real terms (Police Federation, 2023). According to the Workbuzz State of Employee Engagement report (2023) 45% of respondents reported that being able to offer competitive salaries and benefits packages was the biggest challenge in retaining employees. While SWP is limited in terms of salary there are many other benefits that it does offer. The South Wales Police website (no date b) details various benefits that employees can enjoy including generous pension schemes, above minimum annual leave entitlements, above minimum sick pay entitlements, various discount schemes, a dedicated financial wellbeing hub, and personal support resources through occupational health and staff associations.

[bookmark: _Toc159174078]3.5 The impact of workloads
SWP has recently published a Stress at Work policy (2024) which outlines the responsibilities of employer and employee in managing stress in the workplace. This is generally a product of unmanageable workloads (Breathe, 2023), although in the line of work being performed by SWP it could also include the type of work employees are undertaking. A survey of officers and operational staff in the UK funded by Police Care (2018) found that 90% of respondents had been exposed to trauma and one in five suffered with posttraumatic stress disorder (PTSD) or complex PTSD. Mind (2015) undertook a survey of emergency service workers mental health in England, only 17.59% of police respondents stated that their mental health was very good, with the main reason for poor mental health being work related. This survey was compared to a general population baseline from a CIPD survey, the findings showing that police officers and staff generally reported worse mental health. It is evident that the SWP workforce requires additional mental health support and to combat that SWP does have a lot of provisions in place which is demonstrated within the Wellbeing Strategy (2022). With their own occupational health team, trauma and counselling referrals can be made where individuals have attended a traumatic incident through which they will receive counselling within 48 hours. 

[bookmark: _Toc159174079]Conclusion
SWP already have a multitude of positive resources in place which underpins the culture of the organisation including the Chief Constables Delivery Plan (2021a), the People Organisation Development Strategy (2021b), but there are areas of improvement specifically around bettering the mental health of employees which are affected by financial concerns and large workloads. BAME representation is also a key factor at all levels of the force which requires work. As stated, the benefits of an inclusive and diverse workforce are very positive, with evidence that they out-perform others and are more innovative (Harvard Business Review, 2013). Financial compensation remains a concern, heightened now with the cost-of-living crisis, while officers and staff have received a 7% pay increase in 2023, this has not outweighed the previous pay freezes and impact of inflation (Police Federation, 2023). With that being said, SWP does have substantial financial wellbeing resources and additional benefits. 
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[bookmark: _Toc159174081]5.1 Financial wellbeing
While SWP has many tools in place already to help employees with their money worries, building up employee engagement with those tools is a challenge. Line managers and senior leaders in the organisation can help by starting the conversations and opening up about financial worries they’ve had themselves. Additionally, the organisations finances can be discussed openly to help start that conversation (CIPD, 2021). For line managers, signposting staff to financial wellbeing tools should be a reflex and they should be able to easily identify opportunities to relay the information such as when someone is preparing to have a baby, their partner has lost their job, or their preparing for retirement (People Management, 2022). To enable line managers to feel confident in signposting to the financial wellbeing tools, they themselves need to be aware of what is available. This could form part of the first line leaders’ course which is already a mandatory course for newly promoted individuals, and those who are already line managers are encouraged to attend. There would be no additional cost to this other than the small amount of time associated with delivering the input on financial wellbeing although as this is just to allow line managers to signpost to their staff it is something that could be covered in approximately 15 minutes, therefore estimated cost is £50 of time per delivery. 

[bookmark: _Toc159174082]5.2 Career development
All interviewers in SWP are required to complete an unconscious bias online training, however it is possible for the training to be ‘skipped through’ by just clicking the ‘next’ button repeatedly. Unconscious bias training is necessary and should be completed face to face. The first step to tackling unconscious bias is for individuals to be aware of the bias they possess. Consideration should be given to having all interviewers in SWP complete a test such as the Harvard Implicit Association test (IAT) as this would give an indication of where people hold biases (Project Implicit, no date). While this test is not without its limitations, and results can fluctuate depending on the concentration level of the person or how tired they are while completing the test, it would help individuals by giving them a baseline understanding of their biases. Once aware of their biases they could work to address them or just be aware of their biases when making a decision through recruitment or promotion processes. This online test is free of charge so there is no cost implication in that respect but it would take time for all interviewers to undertake it. To complete one test takes approximately 10 minutes, there are 18 individual test categories but not all would necessarily be applicable, perhaps only 10 categories would need to be completed which would take a total time of one hour and forty minutes. Based on the time required, an approximation of cost would be in the region of £90,000. The benefits of this could include a more inclusive workforce, greater innovation, and creating a more inclusive culture which could help drive recruitment. 

[bookmark: _Toc159174083]5.3 Workloads
There are many ways to help reduce workloads, one of the most standard ways is to recruit additional resources. Unfortunately, SWP and many organisations are not in a position financially to take on additional employees so alternatives must be considered to reduce workloads and improve the mental health of staff. Introducing automated processes, where smaller processes can be completed using software instead of manual interventions would serve to achieve this. Process automation has been adopted by the Thames Valley Police force stating that they have saved 390,000 hours of police time allowing officers to spend more time on the force priorities and serving the public (Blue Prism, no date). Pricing for Blue Prism is dependent on the number of users required but would be in the region of £4000 for a number of licences per year, however reviews state that prices can be negotiated so there is potentially room to reduce that, in addition to licensing costs the initial set-up cost is approximately £8000 (Peer Spot, 2023). There would be additional costs through time taken to implement the systems, training on how to use the systems and time to automate processes which can be calculated in the region on £300,000. The initial implementation of a solution such as this would be costly, however there is enough evidence to suggest that it would decrease costs and increase revenue (McKinsey, 2022).

[bookmark: _Toc159174084]References 
1. Aspiring to Include (2022) The benefits of BAME inclusion. Available at: https://www.aspiringtoinclude.com/employers/benefits/bame/#:~:text=In%20short%2C%20if%20your%20workplace,a%20relevant%20and%20contemporary%20business (Accessed: 16 February 2024).
2. Barker, L. M. and Nussbaum, M. A. (2011) ‘Fatigue, performance and the work environment: a survey of registered nurses’, Journal of Advanced Nursing, 67(6), pp. 1370-1382. Available at: https://doi/10.1111/j.1365-2648.2010.05597.x 
3. Blue Prism (no date) Thames Valley police: a force for automation. Available at: https://www.blueprism.com/resources/videos/thames-valley-police-automation/ (Accessed: 17 February 2024).
4. Breath (2023) 7 statistics to help you manage workplace stress. Available at: https://www.breathehr.com/en-gb/blog/topic/mental-health/7-workplace-stress-statistics-that-will-blow-your-mind#:~:text=The%20biggest%20cause%20of%20stress%20is%20workload,stress%2C%20sitting%20at%2044%25 (Accessed: 16 February 2024).
5. CIPD (2023a) Organisational climate and culture. Available at: https://www.cipd.org/uk/knowledge/factsheets/organisation-culture-change-factsheet/ (Accessed: 13 February 2024).
6. CIPD (2023b) Labour market outlook: views from employers. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-labour-market-outlook-autumn-2023-8503.pdf (Accessed: 16 February 2024).
7. CIPD (2023c) CIPD good work index 2023 Wales. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-cipd-good-work-index-wales-report-8407.pdf (Accessed: 13 February 2024).
8. CIPD (2022) Organisational culture and performance: an evidence review. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/2023-pdfs/organisational-culture-and-performance-scientific-summary.pdf (Accessed: 16 February 2024).
9. CIPD (2021) Talk money week: it’s time to normalise conversations about money at work. Available at: https://www.cipd.org/uk/about/news/normalise-conversations-money-at-work/ (Accessed: 16 February 2024).
10. CIPD (2017) Addressing the barriers to BAME employee career progression to the top. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/addressing-the-barriers-to-BAME-employee-career-progression-to-the-top_tcm18-33336.pdf (Accessed: 16 February 2024).
11. College of Policing (2024) Code of ethics. Available at: https://www.college.police.uk/ethics/code-of-ethics (Accessed: 16 February 2024).
12. College of Policing (2023) Code of practice for ethical policing. Available at: https://www.college.police.uk/ethics/code-of-practice (Accessed: 16 February 2024).
13. Dall’Ora, C., Ball, J., Recio-Saucedo, A. and Griffiths, P. (2016) ‘Characteristics of shift work and their impact on employee performance and wellbeing: a literature review’, International Journal of Nursing Studies, 57, pp. 12-27. Available at: https://www-sciencedirect-com.ezproxy.uwtsd.ac.uk/science/article/pii/S0020748916000080?via%3Dihub (Accessed: 13 February 2024).
14. Dwyer, T., Jamieson, L., Moxham, L., Austen, D. and Smith, K. (2007) ‘Evaluation of the 12-hour shift trial in a regional intensive care unit’, Journal of Nursing Management, 15(7), pp. 711-720. Available at: https://doi-org.ezproxy.uwtsd.ac.uk/10.1111/j.1365-2934.2006.00737.x 
15. Dyczkowska, J. and Dyczkowski, T. (2018) ‘Democratic or autocratic leadership style? Participative management and its links to rewarding strategies and job satisfaction in SMEs’, Athens Journal of Business & Economics, 4(2), pp. 193-218. Available at: https://www.athensjournals.gr/business/2018-4-2-5-Dyczkowska.pdf (Accessed: 16 February 2024).
16. Eurostat (2023) ICT specialists – statistics on hard-to-fill vacancies in enterprises. Available at: https://ec.europa.eu/eurostat/statistics-explained/index.php?title=ICT_specialists_-_statistics_on_hard-to-fill_vacancies_in_enterprises#:~:text=With%2051.3%20%25%20the%20lack%20of,reported%20by%20enterprises%20in%202021 (Accessed: 16 February 2024).
17. Fleet, R. W. and Hine, K. A. (2022) ‘Surprise, anticipation, sadness and fear: A sentiment analysis of social media’s portrayal of police use of facial recognition technology’, Policing: A Journal of Policy and Practice, 16(4) pp. 630-647. Available at: https://doi.org/10.1093/police/paab083 
18. Gallup (2022) Generation disconnected: data on gen z in the workplace. Available at: https://www.gallup.com/workplace/404693/generation-disconnected-data-gen-workplace.aspx (Accessed: 13 February 2024).
19. Gallup (no date) What is organizational culture? And why does it matter? Available at: https://www.gallup.com/workplace/327371/how-to-build-better-company-culture.aspx#ite-327398 (Accessed: 13 February 2024).
20. Harvard Business Review (2021) Company culture is everyone’s responsibility. Available at: https://hbr.org/2021/02/company-culture-is-everyones-responsibility (Accessed: 13 February 2024).
21. Harvard Business Review (2013) How diversity can drive innovation. Available at: https://hbr.org/2013/12/how-diversity-can-drive-innovation (Accessed: 16 February 2024).
22. HR Magazine (2021) Micro-cultures may be better for wellbeing. Available at: https://www.hrmagazine.co.uk/content/comment/micro-cultures-may-be-better-for-wellbeing/ (Accessed: 13 February 2024).
23. Impact (2023) 10 benefits of process automation. Available at: https://www.impactmybiz.com/blog/advantages-of-process-automation/ (Accessed: 16 February 2024).
24. Indeed (2023) 7 organizational management styles and their importance. Available at: https://www.indeed.com/career-advice/career-development/organizational-management (Accessed: 16 February 2024).
25. Institute for Collaborative Working (2022) Benefits of collaboration. Available at: https://instituteforcollaborativeworking.com/resources/Documents/benefits_of_collaboration/benefits_of_collaboration.pdf (Accessed: 13 February 2024).
26. Jaradat, Y., Bast-Pettersen, R. and Bjertness, E. (2022) ‘Shift work and job satisfaction among Palestinian nurses: a cross-sectional study’, The Lancet (British edition), 399, pp. S16. Available at: https://doi-org.ezproxy.uwtsd.ac.uk/10.1016/S0140-6736(22)01151-5 
27. Marnisah, L., Kore, J. R. R. and Ora, F. H. (2022) ‘Employee performance based on competency, career development, and organisational culture’, Jurnal Aplikasi Manajemen, 20(3). Available at: https://doi.org/10.21776/ub.jam.2022.020.03.13
28. McKinsey (2022) The state of AI in 2022 – and a half decade in review. Available at: https://www.mckinsey.com/capabilities/quantumblack/our-insights/the-state-of-ai-in-2022-and-a-half-decade-in-review (Accessed: 17 February 2024).
29. McKinsey (2008) Enduring ideas: the 7-s framework. Available at: https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/enduring-ideas-the-7-s-framework# (Accessed: 16 February 2024). 
30. Millie, A. and Hirschler, S. (2023) ‘Police recruits, moral judgement and an empathetic policing’, Criminology & Criminal Justice. Available at: https://doi.org/10.1177/17488958221146142 
31. Mind (2015) Blue light scoping survey. Available at: https://www.mind.org.uk/media-a/4583/blue-light-scoping-survey-police.pdf (Accessed: 16 February 2024).
32. NCVO (2022) Benefits and risks of collaborative working. Available at: https://www.ncvo.org.uk/help-and-guidance/running-a-charity/collaboration/about-collaborative-working/benefits-and-risks-of-collaborative-working/ (Accessed: 13 February 2024).
33. Northern Healthcare (2020) What factors affect our mental health? Understanding the social, physiological and environmental impact. Available at: https://www.northernhealthcare.org.uk/news-resources/what-factors-affect-our-mental-health-understanding-the-social-physiological-and-environmental-impact/ (Accessed: 13 February 2024).
34. OD Practitioners (2023) Organizational culture vs. organizational behaviour. Available at: https://www.linkedin.com/pulse/organizational-culture-vs-behavior-odpract (Accessed: 13 February 2024).
35. ONS (2024) Cost of living latest insights. Available at: https://www.ons.gov.uk/economy/inflationandpriceindices/articles/costofliving/latestinsights (Accessed: 13 February 2024).
36. Patton, W. and McMahon, M. (2021) Career development and systems theory: connecting theory and practice. 4th edition. Boston: Brill. 
37. Peer Spot (2023) What is you experience regarding pricing and costs for Blue Prism? Available at: https://www.peerspot.com/questions/what-is-your-experience-regarding-pricing-and-costs-for-blue-prism?tid=pdf_prod_31776 (Accessed: 17 February 2024).
38. People Management (2022) Winter is coming – and HR can’t ignore money stigma any longer. Available at: https://www.peoplemanagement.co.uk/article/1800564/winter-coming-–-hr-cant-ignore-money-stigma-longer (Accessed: 16 February 2024).
39. Personio (no date) Organisational culture models: remember these three. Available at: https://www.personio.com/hr-lexicon/corporate-culture-models/# (Accessed: 16 February 2024).
40. Personnel Today (2023) What are the models of organisational culture? Available at: https://www.personneltoday.com/hr/what-are-the-organisational-culture-models/ (Accessed: 13 February 2024).
41. Police Care UK (2018) Policing: the job & the life survey 2018. Available at: https://www.policecare.org.uk/wp-content/uploads/2023/08/PoliceCareUK_TJTL-Report-.pdf (Accessed: 16 February 2024).
42. Police Federation (2023) Police pay step in right direction, but still falls short. Available at: https://www.polfed.org/news/latest-news/2023/police-pay-step-in-right-direction-but-still-falls-short/ (Accessed: 13 February 2024).
43. Police.UK (no date) Workforce diversity in South Wales police. Available at: https://www.police.uk/pu/your-area/south-wales-police/performance/workforce-diversity/ (Accessed: 16 February 2024).
44. Project Implicit (no date) Preliminary information. Available at: https://implicit.harvard.edu/implicit/takeatest.html (Accessed: 16 February 2024).
45. Public Health England (2015) The impact of physical environments on employee wellbeing – topic overview. Available at: https://assets.publishing.service.gov.uk/media/5c4708bf40f0b61720ae82de/20150318_-_Physical_Environments_-_V3.0_FINAL.pdf (Accessed: 16 February 2024). 
46. Quinn, R. E. and Rohrbaugh, J. (1983) ‘A spatial model of effectiveness criteria: towards a competing values approach to organizational analysis’, Management Science, 29(3) pp. 363-377. Available at: https://www-jstor-org.ezproxy.uwtsd.ac.uk/stable/2631061?sid=primo (Accessed: 16 February 2024).
47. Schein, E. and Schein, P. (2017) Organizational culture and leadership. 5th edition. Hoboken: Wiley. 
48. Scott, L. D., Rogers, A. E., Wei-Ting, H. and Zhang, Y. (2006) ‘Effects of critical care nurses’ work hours on vigilance and patients’ safety’, American Journal of Critical Care, 15(1), pp. 30-37. Available at: https://www.proquest.com/docview/227910762?accountid=130472&parentSessionId=xl5kA%2BzZ4eivPeNDsBsFCM3N0aB8YmZfUqvLkLx8piw%3D&pq-origsite=primo&sourcetype=Scholarly%20Journals (Accessed: 13 February 2024).
49. South Wales Police (2024) ‘Stress at work policy’. South Wales Police. Unpublished.
50. South Wales Police (2023) ‘Public presentation handbook’. South Wales Police. Unpublished.
51. South Wales Police (2022) ‘Wellbeing strategy 2022-2025’. South Wales Police. Unpublished.
52. South Wales Police (2021a) ‘Chief Constable’s delivery plan 2021-2025’. South Wales Police. Unpublished. 
53. South Wales Police (2021b) ‘People organisation development strategy 2021-2024’. South Wales Police. Unpublished. 
54. South Wales Police (2018) ‘Flexible working policy’. South Wales Police. Unpublished.
55. South Wales police (no date a) Overview. Available at: https://www.south-wales.police.uk/police-forces/south-wales-police/areas/about-us/about-us/overview/ (Accessed: 13 February 2024).
56. South Wales Police (no date b) Pay, benefits and rewards. Available at: https://www.south-wales.police.uk/police-forces/south-wales-police/areas/careers/careers/pay-benefits-rewards/ (Accessed: 15 February 2024).  
57. Think Insights (2022) Schein’s organisational culture model. Available at: https://thinkinsights.net/consulting/schein-organizational-culture/#scheins-model-of-organizational-culture (Accessed: 13 February 2024).
58. Whyte, L. (2008) ‘Celebrating success: a workplace ‘wall of achievement’ can raise staff motivation’, Nursing Management, 15(6), pp. 10-11. Available at: https://www.proquest.com/docview/236918840?accountid=130472&sourcetype=Scholarly%20Journals (Accessed: 13 February 2024).
59. Work Buzz (2023) The state of employee engagement 2023/24. Available at: https://workbuzz.com/research-ebooks/state-of-employee-engagement-2023/#contact-form (Accessed: 15 February 2024).
60. World Health Organisation (2022) Mental health at work. Available at: https://www.who.int/news-room/fact-sheets/detail/mental-health-at-work (Accessed: 13 February 2024).




1

