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[bookmark: _Toc84254166]Abstract
This research paper is a view into South Wales Police’s difficulties with absence rates especially within the category of mental health and how the coronavirus pandemic has impacted it. It looks at what other organisations have done to combat mental health and any themes that have emerged from the results found through the questionnaire that was sent to a specific area of South Wales Police (represented by both staff and officers). It reveals the common themes that line managers struggle with on a daily basis, such as training and support. With the intentions of how best to further improve the confidence of line managers and giving them the opportunity to manage their teams to the best of their ability. Lastly, is the exploration of recommendations that will look to enhance the mental health support within South Wales Police with the aim of decreasing the absence rates.
[bookmark: _Toc84254167]1.0 Introduction
“The people who together make up Team SWP have shown resilience, responsiveness and compassion; whether working from their homes or on the street, they have stepped-up.” (Matt Jukes, Centre for Army Leadership p33 2020)
These are the words from the Former Chief Constable of South Wales Police, it shows the dedication to the public and the support for each team. However, recent organisational data shows that absence has risen, this follows a dramatic fall at the start of the pandemic.  
South Wales Police had 264 staff and officers absent at the start of January 2019, 269 on January 2020 and 283 in January 2021 with the cost of the lost amount of days worked potentially costing the force hundreds of thousands of pounds of public money, which could have been used for resourcing events and responding to calls in an adequate and efficient time. The Observer Special Reports (2011) published the Comparative tables for the 43 forces where South Wales Police came in at 43rd. It has been something that the Human Resources department has been working with the departments on, they have brought in further initiates for flexible and agile working and better signposting to support networks and training. 
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[bookmark: _Toc84197450]Figure 1 - Total Daily Sickness by Date from the 1st January 2019 to July 2021 for South Wales Police (screenshot from the BI Tool)
As can be seen from this graph there is a dramatic dip in the absence data that coincides with the start of the pandemic.  Figure 2 reveals that the leading factor of absence rates across the whole of South Wales Police is Mental Health.
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[bookmark: _Toc84197451]Figure 2 - Absence rates across South Wales Police (screenshot from the BI Tool)
Even with mental health absence there was a significant dip throughout the pandemic period which has started to rise to similar rates to pre-covid. Again, the question asked is why is there an increase? Figure 3 below reflects the whole of South Wales Police, with only the mental health absence category selected.
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[bookmark: _Toc84197452]Figure 3 - Total daily mental health absence for the whole of South Wales Police (screenshot from the BI Tool)
South Wales Police has several different places to gain the information and guidance from. Occupational Health, which has its own mental health nurse and an FMA, counsellors and also a 24/7 counselling helpline which can be accessed by all staff and officers. There are hints and tips within the force intranet (BOB) which also provides guidance and adjustments ideas to those that are looking for assistance within their line managerial roles. The force also adopted the assistance of Blue Light Champions which were trained through the MIND charity campaign. 
In order to build on this organisational data and the trends seen, this research project will look to concentrate on a specific area of South Wales Police, Operational Support Services (OSS). Chief Officers and Senior Management are aware of the trend but not the reasoning behind it or the learning that comes from it and so have consented to this report and the research that entails it to gain further knowledge and understanding. 
This department is made up of 439 staff and 790 officers and has a current rate of just over 35% for mental health related absences and follows the trends of the whole force as can be seen in figure 4 below.
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[bookmark: _Toc84197453]Figure 4 - Total daily sickness by date for Operational Support Services (screenshot from the BI Tool)
This aim of this report is to critically analyse the rise and fall of mental health absence throughout the pandemic within South Wales Police.
The objectives are as follows:
· Explore and critically analyse the literature around possible causes of absence rate changes pre and post Covid, including the impacts of line manager support and training around mental health. 
· Design and implement an appropriate method of data collection to further enhance the resources that are already in place
· Collate and analyse results to reveal any themes felt by those that have responded
· Provide recommendations and an action plan on the best practice in managing mental health within South Wales Police
This report is structured into five chapters, chapter 1 is the introduction and an explanation of why this report is being undertaken. Chapter 2 is the literature review; this is an exploration of research that has been gathered by other author and organisations. The third chapter is the how and why the method of data gathering was decided.  Chapter 4 is the reveal of the data gathered and analysed. With chapter 5 and 6 summarising the report with recommendations for South Wales Police.
[bookmark: _Toc84254168]2.0 Literature Review  
[bookmark: _Toc84254169]2.1 What is mental health 
Mental Health has been defined as a problem that has been experienced by individuals which affects their emotions, thoughts and behaviour causing a negative effect on their life or their families which is outside of the normal behaviour (Patel and Hanlon 2018).  Which is in turn supported by MIND, a charity for those struggling with their mental health, who define it as how an individual feels, thinks and acts. However, MIND take their definition to a different level to Patel and Hanlon and follow the arguments from Keyes (2002; Westerhof and Keyes 2009) who states that this is a combination of emotional, psychological and social well-being which introduces mental health positivity, impacting on all individuals. Highlighting the need for all employers to understand their employee’s mental health.
As the TUC highlighted in their 2018 report for Mental Health and the workplace, there is now a differentiation of mental conditions, the common mental health issues such as, anxiety and depression and the more severe mental health conditions, relating to psychosis and bipolar disorder. It is to be noted that “work-related stress” is not a mental health condition but entwines individually or together with anxiety and depression (ACAS, 2021a). The World Health Organisation (2021a) recorded that the cost on the global economy is US $1 trillion each year in productivity.
[bookmark: _Toc84254170]2.2 Impact of mental health at work
CIPD in their collaborating work with MIND in 2018 found that many workers are suffering with their mental health in silence, with 48% out of 40,000 participants stated that they were experiencing some form of this (CIPD and MIND, 2018). Falling in the line with the CIPD’s Employee Outlook 2016, found that 53% of individuals suffered with poor mental health because of both home and work issues, with only 34% believing that they had the right work-life balance (figure 5). 
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[bookmark: _Toc84197454]Figure 5 - CIPD Employee Outlook 2016, Work-life balance at work
Like so many things, mental health can be affected by areas such as social circumstances, environmental and also individual characteristics (TUC, 2018). 
Within the paper by Johnson et al, they discovered through their own research using the ASSET stress questionnaire, that those within the public sector such as teachers, ambulance and police scored as most stressed under physical and psychological and for having the lowest job satisfaction. This is due to the untoward demand that the skills for these jobs involve the emotional lies and the physical toll of the safety of the communities around them. The world has certainly grown not only in population but also through the complications of protecting the communities, something that South Wales Police and all other emergency services have felt throughout the last decades, from 9/11, 7/7 to the increase of drugs and criminality (LaFree, 2012).
With ever increasing mental health illness, stresses and difficult work-life balance there is the question surrounding what more can South Wales Police do to assist in those in emergency services roles.
[bookmark: _Toc84254171]2.3 The impact that Covid-19 has had on Mental Health 
The World Health Organisation (2021b) stated that fear, worry and stress is a common response to when individuals are faced with a perceived or real threat. The Government publications on Health and Wellbeing (2021) also found through a qualitative study that key workers have reported higher levels of depression and anxiety during the pandemic. However, based on the data above SWP has had the opposite effect especially during the times of the original lockdowns that were imposed on the country, mental health absences had fallen. 
Early studies, prior to the pandemic, have found that presenteeism has an affect on professionals where the need to serve others outweighs their own (Crout, Chanh and Cioffo 2005, McKevitt, Morgan, Dundas and Holland 1997, Perkin, Higton and Witcomb 2003 and Hansson 2006), which does fall further in line with the data trends collated than with the information from WHO and The Government. 
Betty Pfefferbaum (2020), as a reaction to the covid pandemic wrote a journal on mental health and the covid 19 pandemic. This highlighted that life threatening conditions from viral infections are not matching the requirement for trauma to meet the definition of PTSD but it does show that depression and anxiety disorders do come out of it and those that are in the profession such as health care workers are more susceptible to the emotional distresses that cause an increase in mental ill health. The statistics above for South Wales Police do support this action.
[bookmark: _Toc84254172]2.4 How have companies tried to overcome mental health
The Office for National Statistics (2021) show that absence rates decreased during 2020 with the public sector recording mental health absence of 15% and the private sector at 9.9%, there is potential for furlough having an impact on the figures for 2020 as less people being recorded in employment.  
Ernest and Young (EY) have concentrated on the initiatives and the perks for the employees by encouraging discussions from all levels of staff about what has and is affecting their mental health as well as giving them additional perks to healthcare services and provisions once they reach the 3-to-5-year mark (Hoare, 2019). 
The CDC listed several companies in their issue briefing (2019), that had created an opening for mental health to be discussed openly at work similar to that of EY, Prudential Financial and certified Angus Beef all try to create a transparent culture. They do this through open lunchtime sessions and senior management being open about their experiences. 
Piloted in Iceland, Japan, Spain and New Zealand has been the four-day working week, enhancing the wellbeing and reducing the stresses placed on individual, results showing that productivity has increased, Japan for example found a 40% increase in their productivity when the four day working week was introduced, showing that not only did the wellbeing of their staff rise but also their productivity (Finery Report, 2021). Orocco in Scotland from May 2021 has started rolling this out across the organisation (2021) supported by the IPPR Scotland survey which revealed 80% of people that this would have a “positive effect on their wellbeing” (Buchan, 2021). 
[bookmark: _Toc84254173]2.5 Training and Management of Mental Health
The Health and Safety Executives (2021) discuss throughout their guidance that talking to staff at the earliest opportunity or throughout appraisals could assist in the mental wellbeing of staff. However, to do this line managers need to have awareness and an understanding of mental health which will give them the confidence to approach this with individuals in the right manner. 
As part of their guidance to work places, the World Health Organisation (2021a) suggested several methods for interventions and good practices to protect and promote mental health these include  health and safety policies and practices being introduced and implemented, and providing resources to manage distress, illness and the harmful use of psychoactive substances; making staff aware of support that is available; allowing staff to be included or aware of the decision-making that affects their health work-life balance; career development initiatives and recognising and rewarding employee contribution (2021a). 
Mind a charity raising awareness for mental health has developed two courses one for line managers and the other for all employers and employees this is through the median of e-learning and virtual (2021) thus allowing them to continue assisting through the pandemic.
Innocent have also introduced two training programmes, the first one is for all staff to increase their general awareness and the other is specifically for line managers to not only ensure they have the knowledge but also the skills for them to be equipped (Hoare, 2019). 
Another company that has incorporated training into their work plans is Influence and Co, by partnering with mental health professionals to assist employees and managers in getting used to the new policy (Gingras, 2020). 
[bookmark: _Toc84254174]2.6 Summary 
Following Westerhof and Keyes (2009) definition, as explored above, through emotional, psychological and social well-being there is now an idea of how mental health has been impacted by the stresses of Covid-19 and how companies have tried to overcome the stigma and invisible nature of mental health. For South Wales Police that converts into an understanding of the behaviourial traits that those working for the force have, as explained by Crout, Chanh and Cioffo 2005, McKevitt, Morgan, Dundas and Holland 1997, Perkin, Higton and Witcomb 2003 and Hansson 2006 and as suggested by Betty Pfefferbaum (2020) an infectious disease would not have been considered as causing such states as PTSD but the emotional stresses caused by covid-19 such as anxiety and depression were not understood at this time. Maybe more could have been done to protect the mental health of those that were working throughout the pandemic if only the aftereffects had been known at the time. It will now be for the results and analysis to show how the force go forward. 
[bookmark: _Toc84254175]3.0 Methodology
[bookmark: _Toc84254176]3.1 Research report aim and objectives
In order to understand the fall and rise of mental health absence throughout the pandemic within South Wales Police and to meet the objectives of why was there an increase post covid; any themes that may arise from the pre, during and post covid; the current resource tools and guidance that are already existing; the correlation between staff and officers and any best practice that will assist line managers, a questionnaire has been sent to line managers for their views and input. This chapter allows for an explanation of the build and why a questionnaire was decided as the research method. 
[bookmark: _Toc84254177]3.2 Research onion
To describe the decision approach for the data collection techniques and analysis procedures, this chapter will follow Saunders “Research Onion” which is the diagram that they use in order to show the issues that and factors to consider when collecting and analysing data (2019).
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[bookmark: _Toc84197455]Figure 6 - Research Onion, Mark Saunders, Philip Lewis and Adrian Thornhill., 2018
Due to the limited timescales involved in this research, it will be a cross sectional study that will focus on the critical realism philosophy of explaining what is seen and experienced in the underlying structures of reality that shape the observable events (Saunders, 2019). This is why the survey will take on a mixed methods approach called “concurrent embedded design” (Saunders, p.172, 2019) where both the qualitative and quantitative gathering is completed in one single phase in order to support the data being collected, for example a questionnaire (Saunders, 2019) (Appendix 1).
[bookmark: _Toc84254178]3.3 Chosen research methodology
As this research is not attempting to prove a hypothesis, it is simply leading through an inductive approach to a hypothesis and a generalisation of the responses in order to achieve the aim. Thus, this research report can only be classed as the starting point for the research to be undertaken to fully understand the rise and fall of Mental Health across South Wales Police (Cohen, Manion and Morrison, 2018). 
Table 1 outlines the advantages and disadvantages of other methods that could have been used and had been considered.
[bookmark: _Toc84197462]Table 1 - The advantages and disadvantages of data collection methods
	Method
	Advantages
	Disadvantages

	Interviews
	Can be structured or unstructured to allow for freedom of conversation and an explanation around any misunderstood questions. Gains quality and in-depth information that are being sought when looking for opinions or impressions (Phellas, Bloch and Seale, 2011)
	Time consuming and can be costly. Current legal requirements and covid policy could impact on whether this would be face to face or over the phone. Interviewer bias could impact on the answers that are found (Phellas, Bloch and Seale, 2011)

	Focus Groups
	Followed in consideration with other methods such as one to one interviews or surveys. Allow for group discussion and agreement when possible (Powell and Single, 1996)
	Cost and timeliness. Geographical issues ((Powell and Single, 1996)

	Surveys (email)
	Can be completed through different medians, such as email, paper and web. Quicker access and less time consuming for both the respondent and the researcher (Toepoel, 2017). Bias throughout the questionnaire can be reflected on and removed prior to being sent to those selected. Cost-effective especially if conducted through email and can be reached across a large geographical area (Patten, 2016)
	Questions need to be short and simple to minimise misunderstandings. Difficult to make sure the intended individual has completed the form. Poor or no internet access could impact on a survey. Unable to understand how those not responding could have impacted on the research results (Patten, 2016)

	Observation
	Allows for a deeper understanding of what is happening in the situation and the emotions being felt. Helpful if it is within the researchers organisation. (Saunders, 2019)
	Time consuming and can lead to ethical dilemmas as well as observer bias (Saunders,2019)



With the above advantages and disadvantages explored the gathering of responses will be made through a questionnaire. Allowing for a full use of time and ability to reach the greatest numbers of individuals in the short space of time.  The use of both paradigms of qualitative and quantitative questioning throughout the questionnaire, will allow the research gathered to be enriched and confirm the realities of the mental health situation within South Wales Police (Greener, 2008). 
[bookmark: _Toc84254179]3.4 How your research participants were chosen
In order to gain the best data for the outcome of this aim, the survey has been sent to line managers within one of the largest areas of South Wales Police, Operational Support Services (OSS). It was chosen because of the ratio of staff to officers and operational to non-operational staff. Other areas such as Headquarters and Basic Command Units (BCU) consist mostly of staff or officers and therefore would not be able to reflect a fair understanding across the force and the different roles that have been impacted throughout the last few years. 
110-line managers within OSS are being sent the questionnaire and although it cannot be classed as views respective across the whole of South Wales Police, the trade off is that be sending a questionnaire to those within OSS it will allow for a foundational understanding of both staff and officer views (Blackman and Rog, 2009).
The reason for the line managers being chosen is due to the need for understanding what the perception was prior to the start of the pandemic and where it was now, as well as the experiences that they had dealt with regarding mental health. It will allow for an idea of what the force are doing well, what they are could do better and where the gaps are in the knowledge provided to those dealing with the situations as they unfold.  
The questions that have been written have therefore be aligned to gain the understanding of the targets above.
[bookmark: _Toc84254180]3.5 Reliability, validity and research limitations
Reliability and validity are key to the research and the results that it produces and although this is not a 100 percent achievement, minimisation of the discreditable elements is to be planned for. With reliability it looks at whether the data can be reproduced with similar outcomes (Anderson, 2013). Validity shows whether the answers provided are relevant to the study being conducted (Anderson, 2013). 
[bookmark: _Toc84254181]3.5.1 Reliability
Chapman and McNeill (2005) compared reliability to a chemistry experiment if repeated it should always work and produce similar results regardless of who was doing it or the time that it was being done. By piloting the questionnaire, it allowed for a test of the questions asked and respondents interpretation of those questions so that if it was sent out again in the future it will allow for the same results to be obtained. 
There will also be emphasis on the fact that this questionnaire will collect the data anonymously, assisting in the reliability of the honesty of responses (Saunders, 2019). 
[bookmark: _Toc84254182]3.5.2 Validity
In order to test the validity of this research, a pilot of the questionnaire was undertaken with Human Resource Advisors and the Human Resources Helpdesk. The aim of this pilot was to make sure that the wording was clear, simple and had the theme running through clearly to gain the answers required. It would show how the responses are likely to return and whether it would need to be altered to a qualitative or quantitative question in order to gain the most honest and reliable information.  Vanette (2019), explains the above in the terms of understanding what the respondent is expected to answer with and how to answer it based on the phrasing of the question. By conducting a pilot, the questions asked will assist in the validity of the responses returned. 
[bookmark: _Toc84254183]3.5.3 Research Limitations
Throughout all research studies, there is the risk of complications which could impact on the outcome of research. The limitations for this study have been:
Timescales – this is due to the turnaround required for this data, it has unfortunately encountered the summer holiday where annual leave is heavily utilised and resourcing numbers are therefore low. Therefore, full potential in respondents may not be met.
Experience – some line managers may not have had first-hand experience of handling cases where mental health is involved, or could even be new managers whose knowledge would be limited. However, this could allow the department to understand the requirements of those new to the line management/leader role.
Completed online – due to the geographical locations across South Wales Police and the requirement for homeworking to remain regardless of the lifted restrictions, this survey has been conducted through an online Microsoft Form. Potentially causing difficulties with respondents participating due to the internet or technology know how. Several different forums had been trialled and Microsoft Forms has been discovered to be the easiest to answer and did not require respondents to sign up or create accounts in order to respond. The form could be completed online at work (without being blocked by the administrators), or with operational officers/staff it could be completed on their phones with ease. 
Critical Incident – unfortunately the control room, one of the higher staffed departments, went into a critical incident at the start of the data collection period and therefore has potential to impact on the amount of line managers within this area that have responded to the survey.
Familiarity – As per Vanderstoep’s (2008) research, responses tend to be higher if the respondents are familiar with the individual sending out the survey, the email containing the link to the questionnaire will therefore be sent via the email address of the OSS HR Advisor. 
Authorisation and awareness – Senior Management Teams have been made aware at meetings as well as re-emphasised at sickness meetings where other line managers attend, that this questionnaire is being sent out with the rationale explained. An email was originally sent to the Chief Inspectors and Head of Departments with detail included and a link to the survey, this allowed for them to review the questions and to encourage their teams to respond. After 24 hours all other line managers were emailed with the same detail contained (appendix 2).
[bookmark: _Toc84254184]3.6 How the research data was analysed
Microsoft Forms has been selected as this will allow for real-time analytical data providing an overview of what the responses are reflecting. Forms also has the ability to download the data into Microsoft excel which will allow for a further in-depth analysis to take place (Microsoft, 2021). Unlike other survey creators such as Survey Monkey and Gizmo who limit both questions and respondents, Microsoft Forms allows for a wide number of respondents and questions to be asked (Marrs, 2021). 
As this questionnaire will have a mixed use of qualitative and quantitative questions being able to download the forms onto an excel spreadsheet allows for a further analysis to take place. 
In regards to the qualitative data this will be analysed using a thematic networks analysis which means that the text a is categorised into common themes found throughout the responses that were received (Attride-Stirling, 2001). This is done via three stages, reading through the text to understand how it can be broken down; exploring what is contextualised within the text and the finally the interrogation of this into the themes (Attride-Stirling, 2001). This will then be able to provide a reliable understanding of the key themes for those that have responded and their views on mental health wellbeing within South Wales Police. 
The quantitative data collected will be utilised from the Microsoft Forms analytical data but if required then excel will be used in order to discover a further in-depth understanding. Through the means of pivots and appropriate graph tools, it will allow for percentages and comparisons to be made that Microsoft Forms analysis may not be able to provide (Kirklees Council, unknown). 
[bookmark: _Toc84254185]4.0 Results and analysis
With the critical analysis of the data gathered for the fall and rise of mental health absence throughout the pandemic within South Wales Police, it has raised some surprising and unexpected opinions via their experiences that are both of a positive and negative nature. So how does this assist in the objectives for this report?
With 59 out of 110 applicants and a split of 60/40 (%) between officers and police staff, there is the ability to understand any trends that may define the outcomes. 
[bookmark: _Toc84254186]4.1 Understanding mental health
Throughout the questionnaire there was a hope to understand the respondent’s knowledge through their experience of managing their teams. 96% of the respondents stated that they knew someone who had suffered with mental health in the last 2 years within South Wales Police, so how is their knowledge?
Pre-covid 48 of the respondents believed that mental health was the main reason for absence within South Wales Police, Musculo-skeletal and digestive came second and third. 

[bookmark: _Toc84197456]Figure 7 - What do you believe to be the top absence in SWP pre-covid?
31 stating that coronavirus was the main reason for absence during the covid pandemic (figure 8), with mental health coming a close second at 24. To note, respondents could only provide one answer, for the 24 that responded with mental health being the main reason during the height of the covid-19 pandemic, it shows that there were clear concerns for mental health wellbeing throughout this time.

[bookmark: _Toc84197457]Figure 8 - What do you believe to be the main reason for absence during the height of the Covid-19 pandemic?
Respondents have then chosen mental health as the main reason during the covid-19 recovery. 

[bookmark: _Toc84197458]Figure 9 - What do you believe to be the main reason for absence during the Covid-19 recovery?
It is clear by the recovery, that 42 people thought that mental health absence had once again become the leading factor in the reason for absence within South Wales Police.  The difference between the pre-covid and recovery responses is that there are two topics that respondents have chosen, “respiratory” which did not play a part in the pre-covid responses has arisen in both during and recovery. There is potential for this to be linked to “long covid” and therefore still coronavirus based. The second is “coronavirus”, as would be expected due to the influx of contagion that occur.
Of the 59 that responded, question 6 asked for their understanding of what they believed to come under the umbrella term of mental health absence. 


[bookmark: _Toc84197459]Figure 10 - What conditions do you feel are considered under the umbrella term of mental health absence?
From the literature review already gathered above theoretically stress does not form part of mental health and yet is in the top three responses. There seems to be an indication that leave is miscategorised by line managers, and that further guidance and training may be required.
Depression and anxiety came through as the top factors for the key words in umbrella terms for understanding.
From the above the respondents understand the impact that mental health has on the force and absence rates, which has been further solidified with 78% of the respondents saying that they do believe that mental health issues have increased during the pandemic.
[bookmark: _Toc84254187]4.2 Where to get advice 
As explained within the introduction South Wales Police, has several different places to gain information and guidance from when looking after staff or officers that are struggling with their mental health.
86% responded with “yes” they did know where to go for advice on behalf of those who they believe to be struggling with mental health, figure 11 reveals the qualitative responses to the supplement question where to find the advice. 

[bookmark: _Toc84197460]Figure 11 - Where do you find the advice?
Occupational Health has the majority of the responses at almost 35%. Reflections from other qualitative data that has been analysed is that waiting times are causing concerns for those that are referred to Occupational Health services, “the response I had back was basically thanks for your e-mail, we are really busy, we'll triage this request but you may not hear from us.” (Q14, responder 38). It is therefore imperative that where the additional resources are placed is looked into and feedback is sought to understand why these are not the first stop for line managers to gain advice from. 
Suggestions are then put forward with the scope of looking at what further could be provided with 30% of the responses wanting additional specialist resourcing provided, whether that be an increase in Occupational Health staff or the sickness team. 
[bookmark: _Toc84254188]4.3 Themes found throughout the responses
Throughout the responses that were received the analysis revealed particular themes throughout. An overview of these is:
· Resourcing
· Ways of working
· Training 
· Support 
Resourcing will be covering, stress due to increased demand but not enough staff/officers to assist in the increase and additional assistance in solutions. Training as a solution to assist line managers in proactively looking after mental health of their teams, as well as there being a lack of for line managers. Ways of working, this will cover looking the working environment causes and solutions that have been raised. Support, a key factor that ties in with training however this has been raised throughout the responses as a cause for mental health absence and what the hope is across those that have responded to seek a resolution and what they would like to see implemented. 

[bookmark: _Toc84197461]Figure 12 - Themes that run through the questionnaire summarised in Q17
The themes have been summarised in question 17, “From your experience as a line manager what do you believe would assist in mental wellbeing for all?”, this is due to the question lending itself to an understanding of what has been gathered throughout the questionnaire. 
[bookmark: _Toc84254189]4.3.1 Resourcing 
As the force is a public sector, it is highly scrutinised by the public and tightly monitored by the Government. Within the respondent’s answers there are several comments about the increasing demand and the lack of resourcing in order to sufficiently meet that demand, now understanding that there are difficulties in getting the resources, it will be difficult to get a solution to this but what can be looked at is the way that the resourcing is allocated. 
For the 23% whose answer falls under the resourcing theme it also highlighted the need for additional resources within the specialist areas of mental health, looking at Occupational Health and increasing their resources could lower the demand on the unit as well as supporting and assisting those that need it prior to mental health absence and during. 
[bookmark: _Toc84254190]4.3.2 Ways of working
As another trend that came through as a concern was the ways of working, remembering that these answers are from across the whole of OSS and not just one specific area. 
36% mentioned something along the lines of ways of working, they included the environment that they worked within, understanding what employees need, managing breaks better and communication. 
Here are some key responses that show the requirements for ways of working.
Respondent 22 said for example “breaks managed correctly and time off”, as found previously in this report the individuals are looking for a worklife balance. Studies explored above have shown that looking after the employees and giving them time and proper breaks (as should be expected) enhances their working life, positivity and increases their mental health.
“Senior leaders to recognise that staff are real people and that their attitude and decisions have real effects. Tick box processes and signposting to services do not resolve all anxieties”, as mentioned in the introduction there have been a lot of tools and resources highlighted through the South Wales Police, processes and guidance all relates to make sure everyone is offered the same thing, and although that may assist in a majority of cases some line managers may not be aware of the sensitivities and how each case may need something more than just following the process. 
This brings us onto the understanding of the other two themes training and support. 
[bookmark: _Toc84254191]4.3.3 Training 
Throughout all of the questionnaire there has been a key theme for a greater understanding and training. South Wales Police at present does not have any training for looking after those struggling with mental wellbeing, apart from contacting Occupational Health or speaking with the Mental Health Nurse. 
Several respondents on question 17 “from your experience as a line manager what do you believe would assist in mental wellbeing for all”, answered that they believe specific mental health training for supervisors would be of a benefit. Although the Police Force have Blue Light Champions who can assist or individuals can be signposted to, individuals are not always as comfortable talking to other colleagues from across the force. 
[bookmark: _Toc84254192]4.3.4 Support 
Support has been raised through some of the qualitative questions, but with two different perspectives. One is support from line management whereas the second is through the request of additional support that can be provided by South Wales Police. 
54% of respondents when asked the question “do you feel SWP has done enough for those suffering with mental ill health?” stated that no they do not (5% chose not to answer and the other 41% believed they did). The follow up question reflecting answers such as additional resources within Occupational Health to assist in the demand and the retrospective delays caused by high demand and low resourcing. Better understanding of each case and to understand that not each one is a tick box exercise. 
Other respondents within the 54% stated that there needed to be better signposting for the guidance, that the ideology with line management is pick yourself up and get on with it, that there is not enough preventative measures in place and that it depends on whether the line manager supports the individual or not. 
However, with 41% believing that SWP are doing enough with comments that have been provided in the follow up suggesting that the documentation and guidance is suitable but there is an emphasis on the individual to help themselves also. With Pattern 1 and 3 (both coming in with 34% respondent choice) for question 17 showing that the individual is key to solutions. 
	Count of ID
	
	

	Are you Police Staff or Police Officer
	During the pandemic, do you think mental health absence has...
	Total

	Police Officer
	Decreased
	5

	
	Increased
	30

	
	Stayed the same
	2

	Police Officer Total
	
	37

	Police Staff
	Increased
	15

	
	Stayed the same
	6

	Police Staff Total
	
	21

	Grand Total
	
	58


[bookmark: _Toc84254193]4.4 Staff vs Officers
What the results have revealed throughout the analysis is that staff and officers have experienced and are under the same understanding as one another as to the impacts that mental health has had on South Wales Police. There are three questions that have pulled out of the questionnaire to reveal the similarities between the two employee roles. 
Firstly, during the pandemic do you think mental health absence has … with three multiple choice options.
As can be seen in the pivot above, the majority of staff and officers believe that mental health absence has increased, with the difference between the two being that some of the officers believe that mental health absence has decreased and staff thinking it has stayed the same. Officers believing that this has “decreased” does support Crout et al in their recognition of the need to serve others outweighs their own.
Secondly, is the question “do you feel that SWP has done enough those suffering with MH” this reveals the true difference in the opinions of those that have responded. With 26 officers selecting no, and believing that more could be done, whereas only 5 staff chose this option. 
	Row Labels
	Count of ID

	Police Officer
	37

	No
	26

	Yes
	10

	(blank)
	1

	Police Staff
	21

	No
	5

	Yes
	14

	(blank)
	2

	Grand Total
	58



Thirdly, the question “do you know anyone that has suffered with MH over the last 2 years”, and although the blanks are showing that some have chosen not to answer this question, those that answered in both arenas of officers and staff are at an equal level. Showing that mental health is impacting both roles across the force. 
	Row Labels
	Count of ID

	Police Officer
	37

	No
	2

	Yes
	31

	(blank)
	4

	Police Staff
	21

	Yes
	19

	(blank)
	2

	(blank)
	1

	Yes
	1

	(blank)
	

	Grand Total
	59



[bookmark: _Toc84254194]4.5 Review of Findings
The analysis of the findings has revealed that although the force has put the initiatives in place there needs to be further campaigns and training to assist line managers with how to have the conversations with individuals who experience these difficulties as well as how to prevent an absence occurring and a decline in an individual’s mental health. 
[bookmark: _Toc84254195]5.0 Conclusion 
As mentioned within the introduction and by WHO (2021a), poor mental health can have a costly impact on organisations as well on the individuals who are suffering with the impacts of this. To ignore the cries of help and not look to do anything further could have a reputational impact on the force and the family value that it holds itself too. 
Having resources, tools and dedicated services within Occupational Health, could be an advantage to developing the support and understanding within South Wales Police. And although there is not a clear one reason factor as to why there has been an increase in Mental Health absence during the recovery phase of covid-19, there are themes from support to demand to working conditions that can all impact on the mental health of South Wales Police’s staff and officers. Presenteeism being a potential factor that carried South Wales Police through the pandemic but the emotional distresses (Pfefferbaum, 2020) that have been encountered are starting to appear, correlating to the fall and rise that has been shown through the initial figures. 
Line managers, Senior Management teams and Chief Officers need to be aware that each individual has experienced mental health in different ways and have their own story, as explained by Westerhof and Keyes (2009) and their definition of mental health being impacted by emotional, psychological and social well-being.  As identified through the results support is key to helping and developing the relationship with individuals who are experiencing difficulties in mental health. 
The main way of doing this is to develop and relaunch the tools that are already in place, making guidance easier to find and to develop training to mirror other organisations who have a good reputation for supporting and looking after their employees and their mental wellbeing. 
The aim is no longer to critically analyse the fall and rise of mental health absence within South Wales Police but how best to raise awareness of mental health, reduce the stigma that surrounds it and to prevent and support its staff and officers through their challenges with mental health.  
[bookmark: _Toc84254196]6.0 Recommendations
[bookmark: _Toc84254197]Recommendation 1: Training for line managers and employees
As has been seen through the findings above there is a feeling from those that responded that additional training for mental health would be of a great benefit. This would follow suit of other organisations that are receiving a good reputation in the wellbeing of their staff, such as Innocent who has been explored above. 
The recommendation would be two courses, one for line managers and the second for all staff and officers in order for them to not only understand their own mental health but also for those around them.
Cost: £12,136 per month based on the monthly salary of the four individuals that would be involved. 
Time: These courses could be worked on at the same time as other projects
[bookmark: _Toc84254198]Recommendation 2: Raising awareness and removing the stigma through accessible conversations with Occupational Health 
Although there are Blue Light Champions throughout the force, there is still a want for additional assistance from those that are qualified. The recommendation is to have Occupational Health sit within specific high demand areas and throughout the BCU’s for wellbeing hours or seminars to assist with those that are looking for help or even to bring a support group nature together in order to make them realise that they are not alone. 
Cost: £74 a week for a Counsellor and a Mental Health Nurse for 2 hours a week to start with, if successful there is the potential for this to increase.
[bookmark: _Toc84254199]Recommendation 3: Better promotion of the resources available 
Some of the feedback that has been received is showing that what South Wales Police already has in guidance and advice is not as easily accessible as it could be, especially in times of need. At present information is held on BOB (intranet) within the Human Resources page and within folders and contained within this is a toolkit that has been created specifically to hold information such as Mental Health and absence management guidance. However, none of which is easily accessible. 
Solution: a dedicated space that will allow for contact details, useful links, guidance and toolkits to be all in one place and easily found from the home page of the intranet. Availability of an app to be on the work phones that are suitable for officers who are on the road or at other workstations without computer access, to contain the same data. 
Cost: £4,243 per month
Resources: Human Resources Service Desk Agent and Communications Officer 
Timescales: 1 month for the intranet and 3 months for the app
[bookmark: _Toc84254200]Recommendation 4: Additional resources – occupational specialist’s experts 
To a force funded by public money this recommendation can cause concern due to the cost implications that this will have. However, waiting lists for the existing Counsellors and Mental Health Nurse are already long and causing difficulties for those that are waiting for their assistance. With additional resources to assist in this area not only would it help with the recommendations above, but it will allow for waiting times to be cut down and more staff and officers to be helped through the period of need, potentially cutting down on absence length. 
Cost: £3,859 per month	
Resources: Recruitment advisor and administrative assistant
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[bookmark: _Toc84254203]8.0 Review of personal learning 
Although the timeframe for this report does seem fairly small, it has definitely been made harder by my own difficulties in keeping to the deadlines that I set myself at the planning stages of this report. For future reports I would like at making sure my deadlines were updated with any changes that I had in work loads for example the critical incident that the control room went into at the start of August.
The summer is a time I would avoid completing a questionnaire as this does not allow for the best response rates to be achieved. 
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Appendix 1 Questionnaire (printed version)
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Appendix 2 Email introduction
Good Evening All,
I am currently undertaking research through a dissertation, based on the rise and fall in mental health absence that has taken place during the different stages of the Covid-19 pandemic.
As part of this research, I am looking for assistance from line managers such as yourselves, within the OSS arena, to understand and hear more of your experiences and ideas on the areas of Mental Health Wellbeing. 
The report will be completed around October and any recommendations and understandings will be provided to South Wales Police. With a higher level of response it will allow for a more rounded and accurate reflection of experiences and understanding from across the OSS arena.  
Please can I therefore ask for the questionnaire (found through the link below) to be completed. This has been set to close on the 18.08.2021 at 12pm.
https://forms.office.com/Pages/ResponsePage.aspx?id=-REPTm4EBUWcuNshUjEeIagMBZuUp1tJhuzg5kbEKVZURUVVNEtYVzZWVEpXTU0xTkdWNTBLM0RPOC4u
This questionnaire will take approximately 5 minutes to complete and can also be accessed via mobiles for ease of use whilst on the move. Please be assured that any information provided within the questionnaire, will be completely anonymous, as per the below screenshot. 
[image: ]

Any information provided will be held in a secure folder within the HR Drives, which has limited access, and will only be used by myself in the report as findings and statistical analysis. 
Please do not hesitate to contact me if there are any further questions or information required. Please feel free to pass this email onto any other line managers within OSS.












Appendix 3 Action plan for the recommendations 
	Ref.
	Recommendation
	Key Action
	Person Responsible
	By When
	Resources Required
	Strategic Impact

	1
	Training for line managers and employees
	Developing two lots of training one for line managers and one for the employees 
	Learning and Development with content provided by Occupational Health
	January 2022
	Project group made up of Performance and Organisational Manager, Learning and Development Advisor, Counsellor and Mental Health Nurse. 
Assistance from MIND charity 
Monthly cost based on individuals salary due to time spent  (to note not a full time project): £12,136 
	Two courses, one for line managers and the second for all staff and officers in order for them to not only understand their own mental health but also for those around them. Hopefully assist with decreasing absence numbers and increase the right conversations to support mental health

	2
	Raising awareness and removing the stigma through accessible conversations with Occupational Health
	Occupational Health to create workshops and a few hours a week to allow for group conversations to take place
	Counsellor and Mental Health Nurse 
	November 2021
	2 hours a week to start with:
£74 per week
	Occupational Health sit within specific high demand areas and throughout the BCU’s for wellbeing hours or seminars to assist with those that are looking for help or even to bring a support group nature together in order to make them realise that they are not alone.

	3
	Better promotion of the resources available 

	HR Helpdesk and Communications team to reinvigorate and advertise the resources already available 
	HR Helpdesk Support Assistant and Communications Officer
	November 2021 
	1 month and 1 member from each team: £4,243
	Relaunching the tools that South Wales Police already have in place allows for a cost-effective approach to showing staff and officers what is already in place.

	4
	Additional resources – occupational specialists experts
	Recruitment team to gather information and create a campaign to attract further counsellors and mental health specialists
	Recruitment team
	December 2021
	Recruitment Advisor and Administrative Assistant: £3,859 per month
Additional cost will need to be accounted for when the number is known for the department 
	Assisting with the waiting times and ongoing demand that is currently being placed on the Occupational Health Department. In turn further assisting those that are in need of the help. 



What do you believe to be the top absence across SWP pre-covid?




Total	Digestive	Maternity/Pregnancy	Mental Health	Musculo-Skeletal	4	1	48	6	Absence Categories


Number of respondents




What do you believe to be the main reason for absence during the height of the Covid-19 pandemic?




Total	Coronavirus	Mental Health	Respiratory 	31	24	4	Absence Categories


Number of respondents




What do you believe to be the main reason during the Covid-19 recovery?




Total	Coronavirus	Mental Health 	Respiratory	11	42	5	Absence Categories


Number of respondents




What conditions do you feel are considered under the umbrella term of mental health absence?


Depresssion	Stress	PTSD	Post natal	Anxiety	Bereavement	Other	0.26712328767123289	0.25342465753424659	6.8493150684931503E-2	3.4246575342465752E-2	0.28082191780821919	3.4246575342465752E-2	6.1643835616438353E-2	

Where do you find the advice?

Occupational Health	BOB 	HR	Care First	Blue Light Champions	Unsure	TU	Line manager	GP	0.34579439252336447	0.17757009345794392	0.11214953271028037	0.13084112149532709	8.4112149532710276E-2	9.3457943925233638E-3	4.6728971962616821E-2	5.6074766355140186E-2	3.7383177570093455E-2	Resource tools mentioned by the respondents


Percentage of respondents that mentioned these resources



Themes that have run through the questionnaire summarised from question 17


Training 	Ways of working	Resourcing	Other	0.22641509433962265	0.35849056603773582	0.22641509433962265	0.15094339622641509	
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‘The survey will take approximately 5 minutes to complete.

1.Are you Police Staff or Police Officer
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2.What is your age?
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3.What o you believe to be the top absence across SWP pre-covid?
Cancer
Cardiac
Digestive
Maternity/Pregnancy
Mental Health
Musculo-Skeletal

Respiratory
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4.What do you believe to be the main reason for absence during the height of the Covid-19
pandemic?

Cancer
Cardiac
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5.What o you believe to be the main reason for absence during the Covid-19 recovery?
Cancer
Cardiac
Coronavirus
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6. What con

jons do you feel are considered under the umbrella term of mental health absence?

Enter your answer.
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7. During the pandemic, do you think mental health absence has..
Increased
Decreased

Stayes the same.

8.Are you aware of anyone within SW that has been absent due to mental il health in the last 2
years?

Yes

9.Would you know where to go for advice on behalf of those who you believe to be struggling with
mental health?

Yes

10.1f yes to Q9 where do you find the advice?

Enter your answer.

11.What are the most important work related factors that affect employees' mental wellbeing?

Enter your answer.
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12.00 you feel that SWP has done enough for those that are suffering with Mental Ill-Health?
Yes

13.In regards to Q12, is there any further thoughts that you would like to add?

Enter your answer.

14.D0 you believe that SW is adequately resourced to look after staff and officers who are suffering
with Mental ll-Health?

Enter your answer.

15.What has been the most beneficial tool when looking after staff/officers with Mental ll-Health?

Enter your answer.

16 What can the force do better to improve the support for staff and officers who are suffering with
Mental ll-Health?

Enter your answer.
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17.From your experience as a line manager what do you believe would assist in mental wellbeing for
allz

Enter your answer.

18.In order of priority, who do you feel holds the most responsibility for 2n individual's mental
wellbeing in the workplace?

Line Manager
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South Waes Poiice
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