Literature Review
The Police Uplift Programme and Voluntary Resignations
Voluntary resignation within the police has increased rapidly through recent years. Budgetary cuts due to the 2008 financial crisis, alongside large numbers of resignations, and the Governments Police Uplift Programme (PUP) announced in 2019, raised concern and discussion surrounding retention of police officers, as these resignations could be an “avoidable turnover” (Charman and Bennett, 2022). National Audit Office (2022) highlighted that the purpose of the uplift programme was to “strengthen the police’s ability to meet current and future crime reduction ambitions and increase levels of public confidence in policing in general”. This would be achieved by recruiting an additional 20,000 officers, which would entail employing an actual figure of 50,000 new officers. 
A key objective was to retain newly recruited police officers at high levels (Police and Fire Analysis Unit and Home Office Analysis and Insight, 2023). The planned increase in numbers and professionalism has questioned the possible impact, and at present there is little known about the effect of large scale recruitment into the police (Williams and Sondhi, 2022). However, in the year ending March 2023, 9192 officers left policing, the highest value in 13 years. Voluntary resignation has seen a gradual increase from 1.8% of workforce in 2019, to 3.3% in 2023, which is now highest proportion of leavers (Home Office, 2023). This is indicative then, that despite the objectives of the mass recruitment, retention is still an issue that policing faces.

Why are police officers resigning?
Research conducted with police leavers between 2014 and 2019 illustrated that 56.5% of respondents stated that stress had a “major effect” on their decision to leave, closely followed by 56.4% stating they felt that they did not have the staff levels available to meet demand, and 65.2% citing “impact on personal life”. Further to this, 29.2% reported that “organisational injustice” was a reason for leaving, with a key theme emerging of feeling unvalued by the organisation (Charman and Bennett, 2022).
Academic researchers and psychologists collectively recognise that police work is a highly stressful occupation (Purba and Demou, 2019; Gullon-Scott and Longstaff, 2024), and that stress is not a new concept to policing and has been established to contribute to burnout (Goodman, A. M., 1990). However, the stressors within policing have been noted to correspond to two categories: operational stressors (arising from the nature of policing) and organisational stressors (arising from the nature of the organisation) (Purba and Demou, 2019). Moreover, it is generally accepted that organisational stressors are more prevalent (Kop, Euwema and Schaufeli, 1999; Gullon-Scott and Longstaff, 2024), with Charman and Bennett (2022) concluding that there is no available evidence to suggest that it is the nature of police work that causes stress.
In agreeance with this, the main causes of stress to police officers have been identified as lack of support from leaders, job demand and workload, and long working hours (Purba and Demou, 2019). Low autonomy in decision making, poor relationships between colleagues, and a lack of reciprocity from the organisation, have also been highlighted as contributing to the stress of police officers (Garbarino et al., 2013). It is perhaps unsurprising then, that a number of these stressors are echoed specifically alongside stress itself, in the findings of Charman and Bennett (2022), as being leading impactors for vast amounts of police resignations.
A Police Federation of England and Wales survey in 2018 indicated that 89.8% respondents report that they do not have enough officers to manage demand, 72.4% reported their workload was “too high”, 79.3% acknowledged feelings of stress or other difficulties with their mental health, and 94.2% of these stated this was caused or worsened by work (Elliott-Davies, 2018). The Pay and morale survey in 2022 reported that 66% of respondents felt that their workload was “too high” or “much too high”, 88% felt that there are not enough officers to meet demands, 92% acknowledged feelings of stress or other difficulties with their mental health, with 92% indicating that this was caused by or worsened by work (Police Federation of England and Wales, 2022). These statistics indicate that whilst factors relating to staffing numbers and workload may have been improved by mass recruitment, stress has not. Given the continued rise in voluntary resignation then, it can be argued that stress is more strongly affiliated with officer resignations. 
Matz, Woo and Kim (2014) concluded through their research that emotional exhaustion (burnout), job satisfaction and alternative job search were key in police officers resigning. They also consider how these are connected in a causality, whereby job stress impacts emotional exhaustion, which reduces job satisfaction, and ultimately leads to alternative job search. Charman and Bennett (2022) identified that whilst officers highly valued the occupation they had joined, the inability of the organisation to manage demand placed upon them, and support them, led to occupational frustrations and diminished organisational commitment, leading to a negative impact on physical and mental health. Stress has been proven to have a direct negative impact upon organisational commitment (Choi, Kruis and Yun, 2020; Johnson, 2015).

Organisational Commitment

The most prevalent, and widely accepted, definition of organisational commitment, is that provided by Mowday, Steers and Porter (1979), who defined it as 
“a strong belief in and acceptance of the organisation’s goals and values, a willingness to exert considerable effort on behalf of the organisation, and a strong desire to maintain membership in the organisation”. 
The benefits of high organisational commitment have been established as lower employee turnover and absenteeism, greater ethical decision-making, and increased job performance (Johnson, 2015). A clear argument can be presented then, that for the goal of the mass recruitment drive to succeed, organisational commitment will have a vital role to play. The holistic consideration of the employee to employer relationship can be described as “affective commitment”, which incorporates the “psychological bond and loyalty to the organisation” (Metcalfe and Dick, 2001). However, from the definition of Mowday, Steers and Porter (1979), three key elements of organisational commitment can be drawn: identification, effort, and loyalty.
Yue, Men and Ferguson (2021) explain that identification is linked to organisational culture, and derives from social identity theory. Organisational identity is the feeling of belonging to the organisation, and a sense of pride of being a member. Where effort is concerned, Steers, Mowday and Shapiro (2004) outline that Vroom’s Expectancy Theory (1964) stipulates that the effort expended by an employee is dependent on the reward that they will achieve for this effort, and how valuable this reward is to that individual. Therefore, what is desired and valuable to an individual has key implications for organisational commitment, where exertion of effort is concerned, as the availability of this will undoubtedly impact the effort expended by the employee. Singh et al. (2020) explain that loyalty is impacted by job satisfaction, motivation, and training, however, the most prominent factor influencing loyalty is leadership and the relationship between the supervisor and the employee.
Staff that feel supported by their organisation, will reciprocate this back into the employer, demonstrating organisational commitment. Without this relationship, low levels of loyalty and job satisfaction emerge (Charman and Bennett, 2022). Lack of reciprocity contributes to burnout as, in line with equity theory, staff become emotionally exhausted when their investments into the organisation are not returned (Kop, Euwema and Schaufeli, 1999).
Hesketh, Cooper and Ivy (2017) offer a theory regarding burnout within policing, stating that employees may become too committed to their work. They hypothesise that 85% effort from the employee leads to sustainable working, however “stay out of trouble” requires 35% effort. The 50% gap is discretionary effort, and above 85% for extended periods of time is burnout. Indicators of burnout can be observed as “presenteeism”, (staff attending work whilst unwell), or “leaveism” (staff using annual leave instead of sickness, or taking work home with them). Discretionary effort aligns itself with “willingness to exert considerable effort” in terms of organisational commitment, however there is suggestion that this element has limitations to its positive impact, before having an inverse effect and contributing to stress. Interestingly, their research found that work relationships, and having a balanced workload, had “no significant effect” on discretionary effort. 
However, strong peer cohesion has been identified to promote strong organisational culture (Johnson, 2015) and have an identifiable impact on job stress, where reciprocity is concerned. Moreover, when conducting research on the effect of stress on organisational commitment in policing, Jaramillo, Nixon and Sams (2005) found that whilst job satisfaction remained the strongest predictor of organisational commitment, supervisor support, group cohesiveness, and promotion opportunity, explain 45.8% of the variance in organisational commitment. This is perhaps unsurprising, given that they align with increased loyalty, identification, and effort, respectively.

Organisational Commitment in Policing
Metcalfe and Dick (2001) boldly state that the efficacy of policing rests highly on organisational commitment and concluded that organisational commitment is “strongly linked” to feedback and support offered by managers and the organisation itself. This was found to be applicable to all ranks in policing. 
When researching organisational commitment within Australian police forces, Beck and Wilson (1997) identified that few officers could provide examples of support offered by the organisation. They identified that organisations could enhance commitment by demonstrating confidence in the workforce, providing positive feedback, and allowing involvement in decision-making. They noted that feedback within policing is generally negative, and for punishment purposes, and officers reported a serious lack of support in face of complaints and reports made by public and media. This fear of punishment, and lack of support, is echoed in the findings of Cox and Kirby (2018), who conducted research with student officers in the UK. They found that even early in their careers, officers were concerned about “becoming the criminal”, and being criticised or investigated whilst conducting their duties.
Choi, Kruis and Yun (2020) researched the relationship between job stressors and organisational commitment through the lens of job demand/job resources theory. They explain that job demand is the physical, social and organisational stressors experienced by employee, and job resources are the physical, social, psychological and organisational resources that can decrease the impact of the demand. Their findings were that social resources, such as availability of support both internally (from the organisation) and externally (from family and friends) have a direct positive impact on organisational commitment. Victimisation (such as being assaulted or threatened in work) has a negative impact, however this was comparatively insignificant. This supports the understanding that organisational factors contribute to employee stress, and by extension diminished organisational commitment, ultimately leading to higher resignations. As part of their research however, they note that this study was of Korean police officers, and so applications to Western culture should be cautious.
[bookmark: _Hlk172913670]The application of organisational commitment theory within policing has complications, however. Metcalfe and Dick (2001) discuss how Human Resource Management (HRM) influenced New Police Management, attempting to raise organisational commitment. This was achieved by flattening the structure of the organisation and ensuring that communication moves both laterally and vertically, coordinating shared goals with greater involvement in decision-making, and placing an emphasis on teams. In policing, examples of this are problem-orientated policing and community policing, whereby individual officers are granted control and autonomy over their work. Whilst this approach appears to address the identification element of organisational commitment, it cannot completely overcome the difficulty that policing has a “rank mentality”. Operational police requirements dictate the strategic approach, and that this is fed from the top of the organisation down, with little control available for lower ranks (Metcalfe and Dick, 2001). 
The difficulty of applying organisational culture-improving measures to policing is also noted by Johnson (2015), who writes that providing positive feedback is hindered due to feedback being subjective, and every policing situation being different. He further explains that police supervisors logistically cannot observe the work of all their staff, and that establishing shared goals is restrained by the fact that police work is contradictory. He offers examples of this, stating that police officers are instructed to be proactive in hotspot areas, but also build positive relationships, and the goal of the police is to protect lives and property, however police officers are enabled to take lives and property. Johnson (2015) summarised that the goal of the officer is to protect themselves and to fight crime, whereas the goal of the organisation is to manage risk and to protect the reputation of the organisation. This is a clear obstacle for building organisational commitment, where identification is concerned.

What has changed with the Uplift Programme?
In 2023, HM Government announced that the target for the PUP had been achieved, and whilst it made reference to the impact of increased numbers for the public, there was no reference to the impact on the workforce (Hansard, 2023). Williams and Sondhi (2022) outlined that the increase could more than double number of “young officers” (aged under 26), indicating a generational change in the workforce. 
Balon (2024) explains that social generations refer to people born around the same time and experience similar culture growing up. Established generations within the workforce today are Generation X (born 1965 – 1979), Millennials (born 1980 – 1994) and Generation Z (born 1995 – 2012). These generations have different views of the world and the workplace, and he explains that one identifiable difference is the importance of mental health for younger generations. This is also noted by Williams and Sondhi (2022), who stipulate that younger officers within the police have a stronger awareness of the importance of a work-life balance, and Mahmoud et al. (2021) who found that only Generation X would tolerate having to work late regularly.
Furthermore, Mahmoud et al. (2021) found in their research of motivations within generations that Generation X placed higher value on social factors, such as receiving public recognition. Contrasting this, Millennials displayed higher introjected regulation, such that they are motivated by increasing their self-esteem and avoiding punishment. This finding is echoed by Williams and Sondhi (2022), who note that younger officers rely heavily on praise, have a reduced ability to take criticism, and feel a greater need to feel valued in the workplace. Bielinska-Dusa (2022) also noted in similar research that praise from supervisors is important for younger generations, as well as Millennials being motivated by additional training, providing personal growth. Gabrielova and Buchko (2021) offers explanation for this, stating that Millennials were raised sheltered, and with emphasis on praise, building self-esteem, and recognition, leading to millennials in the workforce feeling entitled to praise, compared to other generations.
With regards to Generation Z (who according to Williams and Sondhi (2022) will now make up more than half of the police workforce), Mahmoud et al. (2021) found that they are the most unmotivated generation within the workforce, likely due to the fact that they are motivated by inherent enjoyment from their work (something that many jobs does not offer), as well as placing higher value on material factors such as salary, and being more reactive to off-putting situations, an example of which could be workplace conflict or criticism. Moreover, Balon (2024) identified that Generation Z need more structure and direction at work, and highly value empathy and jobs that help others. Bielinska-Dusa (2022) found that work social gatherings held greater importance for the younger generations, however all generations highly valued working in a well-coordinated team.
Williams and Sondhi (2022) conclude that there is requirement to establish the needs of a younger workforce, for the PUP to be able to ensure motivation and retention of such officers, a concept that is also reaffirmed by Mahmoud et al. (2021).

The Purpose of this Study
Johnson (2015) highlights that many of the factors noted to improve organisational commitment are within the control of the organisation. Further to this, many of the stressors contributing to officers resigning are also organisational problems. These are intervenable by the organisation, allowing for improvements to be made (Purba and Demou, 2019; Wagner et al., 2020), emboldening the theory that improved organisational commitment will reduce resignations. Improving any of the three elements of organisational commitment will raise commitment, and there are many ways that an organisation can do this. 
However, the police workforce has generationally changed, and as identified, different generations have differing needs and preferences, which may leave some of these practices more beneficial, whilst rendering others redundant. The purpose of this research is to outline if the PUP has changed the commitment dynamics of the workforce, identify what the current needs for motivation are, and assess which of these needs are being met, and which are not. 
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