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

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

5.3 – Recommendations
Based on the findings of this research project, several recommendations can be made for South Wales Police and other police forces alike.
Firstly, police forces need to do more to effectively improve their staffing levels across frontline roles. Staffing shortages were notably the highest stressor that impacts frontline officer’s wellbeing and retention. While there are said to be current plans in place across South Wales Police to rectify staffing shortages, many respondents believe this to be temporary relief and the wider issue of rectifying organisational issues would provide a long-term solution as attrition would lessen if the working environment was sustainable. 
This is closely linked to the need of improving the distribution of workload across teams and relevant departments. While the workload would typically lessen with appropriate staffing levels, officers from South Wales Police have repeatedly reported that workloads are becoming unmanageable and have directly linked this to their ability to effectively work. South Wales Police need to review their expectations of what a manageable workload of a frontline officer should be and provide more realistic expectations in to how much workload an officer can carry, while effectively delegating these incidents to other relevant frontline departments (CID, Neighbourhood Policing Teams). 
Thirdly, South Wales Police need to implement more preventative measures to support wellbeing decline, as opposed to offering reactive measures. While the organisation allows for internal wellbeing services, such as trauma management, counselling and occupational health referrals, these are often reactive services which are offered following a state of burnout or exposure to trauma. Should South Wales Police direct their focus to more preventative measures, such as regular wellbeing reviews, counselling and wellbeing intervention, burnout and emotional exhaustion is less likely to occur. 
Finally, South Wales Police should aim to improve the relationship between senior members of management (SMT) and the frontline police force. Research showed that there was a lot of apprehension and uncertainty surrounding SMT and their plans to improve issues, which shows a level of disconnect and broken trust. Although constable’s direct line managers were generally not viewed as unsupportive, those in sergeant roles reported that there was a significant lack of support from SMT, leading to a break down in communication and again a lack of trust. In improving these relationships through honesty and transparency, a stronger and more cohesive workforce can be built (Britts Editorial Team, 2025). 

5.4 – Future Research and Limitations
While this study has allowed for insight into the perceptions of frontline officers within South Wales Police, a number of limitations were raised. 
Firstly, the sample size was relatively small, but due to the time and work count constraints, this was all that was achievable. Future research may benefit from a larger sample of respondents as this would allow for greater analysis, pattern identification and diversity of experience. 
Additionally, it would be beneficial for future researchers to gather more responses from those in management roles so establish if the disconnect between frontline management and SMT is felt equally across multiple respondents, and to devlve further into their specific issues.
Secondly, while this project’s sole aim was to identify frontline officer’s perceptions, this did exclude varying experiences across departments. Future research may benefit from including all departments so that perceptions of stressors can be compared against different roles.
Thirdly, this study specifically targeted frontline officers’ perceptions and relied heavy on opinion and emotion. Respondents could respond differently depending on the current stressors that they experienced that week and their current emotional and wellbeing state. Future research would benefit from identifying whether perceptions change over time and look to gather survey responses over a specific time period, not just within a day. Research could also seek to identify whether the South Wales Police plans to return officers back to frontline roles, have any impact on the current issues raised by the sample once in effect. 
5.5 – Conclusion
This dissertation has highlighted that frontline officers within policing, particularly South Wales Police, perceive themselves to experience both organisational and operational stressors, which have a significant impact on wellbeing and retention. Despite this, organisational stressors are repeatedly referred to as having the most detrimental impact on the workforce through staff shortages and high workloads in particular. 
The findings also showed that there is a clear cycle of staffing shortages having significant impact on remaining officers, leading to a decrease in job efficiency, mental wellbeing and potential resignations from the force. Although South Wales Police are said to have started to take some proactive measures to address this, findings have shown that there are wider organisational issues that need to be rectified in order to see any real benefit from these changes. Without the organisation taking significant improvement measures to rectify this, there is a risk that the cycle will continue. 


