What factors influence probative and substantive South Wales Police Officers leaving the role and what steps have been implemented by Police Forces to reduce attrition? How do Police attrition rates affect the service provided to the public?

Chapter  : Literature Review 
-----------------------------------------
This chapter will consider and analyse academic literature which will provide and recognise the research, theories and reports relating to  police retention. The chapter will explore literature which considers the motivations for staying or choosing to leave the Police and assess if Police forces have implemented strategies to reduce attrition.
This literature review will draw information  from academic papers , journals , websites, and books. Literature will be sourced from University of Trinity St Davis academic library, google scholar and online reports and documents.
Whilst there is a breadth of knowledge, both from theorists and government resources, many of the studies exploring officer attrition are focused on the United States, Canada and the London Metropolitan Police Force.
Academic research into Police Officer resignations in the UK is required to fill the gap and provide a full research picture, particularly in the South Wales Policing area.
The literature highlights several issues related to Police attrition and explores the impact resignations have on the service provided to the public. Pertinent topics include police numbers and understaffing; Motivation and Job satisfaction; cost of living rises and pay concerns; the effect. 
policing can have on mental health and well-being; and poor leadership and management within the Police Force.
The literature analysed has indicated that there is a gap in examining regional-specific volumes and motivations, for leaving the force.

Understaffing
In 2019 the UK Government recognised the public concern with the number of Police Officers employed and sought to recruit 20,000 additional police officers in the largest recruitment drive in an  attempt to tackle public concerns regarding police performance and availability (National Police Chiefs Council, 2023) .
Differing percentages were allocated to each police force based on demand with South Wales Police targeted to receive 2% of the 20,000 officers.
It has recently been reported that South Wales Police has exceeded its uplift target, of 425 recruiting 870 almost double the initial goal  (South Wales Police, 2023).

Despite South Wales Police eventually exceeding the target, the Covid-19 pandemic, impacted upon the rate in which forces could recruit and on current officers in post. During the pandemic, there was a general drop in recruitment  (Criminal Justice Joint Inspection, 2022), and the target stagnated. In addition, due to guidance from the government, those displaying symptoms had to isolate and test. This led to problematically high levels of sickness in all sectors, especially the Police, where the continual public interaction, left  them more vulnerable to contracting the disease requiring time off to isolate for the recommended 7 days (National Police Chief Council, 2022).  
Even with this statistical success, many teams are still chronically understaffed and face difficulties with the experience level of the new recruits. With new recruits replacing experienced substantive officers leaving, another staffing challenge comes in the from not having enough trained and experienced officers in Police Forces (LBC, 2021). 
It would be beneficial to determine how many of the new recruits remain in the profession past their probation, and if they have gained the required knowledge and experience to perform effectively within Policing teams. In addition, if  the reasons behind the resignation of experienced officers were known, South Wales Police could make steps in rectifying this to retain more officers in the future.
Whilst the uplift was an attempt to appease the public, the staffing levels in the Police were seen as critical and has impacted upon the way Police Officers undertake their role (.GOV, 2022).
The number of Officers recruited is on the rise, however, does understaffing impact on a police officer’s decision to voluntary leave the police force. There are constant staffing challenges with teams consistently being under the minimum required staffing levels, adding pressure to Police Constables and their Sergeants, particularly in departments such as response and Neighbourhood Policing Teams.
Without the required number of officers on duty they will be under increased pressure. to deal with incidents within the time targets set which impacts individual performance and wellbeing and may require additional units to support their area. When reinforcements are called, they often come from departments with a particular specialism such as Traffic Police, Territorial Support Team, and Firearms. This may cause public protection issues, as only officers with these types of specialist training can deal with any incoming incident, whereas they may be dealing with an over-flow job on response. Additionally not having adequate staffing could cause officers to feel unsafe while on duty, all of which inherently puts the public at greater risk.

Job Satisfaction and Motivation 
The notion of job satisfaction is a recent one, which has developed in the era post World War 2 .Before that, employment allowed families to survive, and there was little consideration given to the enjoyment of work. In 1959 Herzberg developed the two-part motivator-hygiene theory on job satisfaction  which challenged the accepted pattern of job satisfaction. 
Herzberg, Mausner, and Snyderman discovered  that on the conventional understanding of job happiness and satisfaction at work. According to Herzberg's theory, having access to motivators like recognition, the work itself, advancement, responsibility, and achievement leads to job happiness, while their absence results in job dissatisfaction. These factors motivate the employee within their job (Malik & Naeem, 2013)
The other part of the theory focuses on hygiene factors. Herzberg identifies working environment, financial remuneration, interpersonal relationships, job security, corporate rules, and administration as hygiene factors. A  lack of hygienic aspects leads to unhappiness within the job but are not specifically about the actual work. 
Without access to both motivators to allow people to strive for excellence and hygiene factors so  workers remain satisfied, an employer will see a higher turnaround of staff. 

In 2017 to 2022 the Police federation conducted a pay and morale survey which both reports went  examined  several different topics  including health and wellbeing, pay , training  and intention to leave.
 In 2017 30,557 officers responded to the survey;  60% of respondents said that their own morale was low; a bigger proportion than reported low morale in 2016 and in 2014, but a smaller proportion than in 2015 amount of18334 (Police Federation, 2017). 
In 2022  a greater volume of officer’s officer completed the survey  (36.669 )  which showed a percentage decrease to 56 percent of the respondents told us that their morale is currently low or very low, however the actual number of officers reporting low morale increased from 18,334 in 2017 to 20534 in 2022.
Of those officers surveyed in 2017 13% of the officers stated their intent to resign from the force. In 2022, 18% of officers surveyed expressed their intention to resign from the police and 6% of those within the 2 years. The reasons cited by the report remained unchanged with: 
“The most frequently cited reasons respondents gave for intending to ‘resign within the next two years’ or intending to resign ‘as soon as [they] can' were their morale, how the Police are treated by the government and their pay (with 98%, 96% and 95% respectively)”. 

The report shows that in a 5 year period, there has been a further 5% increase in officers who have expressed their intention to voluntarily leave the Police force (Police federation , 2022). 

Durham University Police research unit conduced the annual  National Police and wellbeing survey which had 36,663 responses  18,600 police officers of all ranks. The remainder was made up of  Police staff, PCSOs, special constables and volunteers. 
A summary of the results from the 2022 survey shows that, whilst “levels of depression symptoms have reduced in both officers and staff”,  almost a third of Police Officers indicated they were dealing with “extremely high levels of fatigue”. This was compounded by a decrease in the ability to “switch off and recharge” with constables struggling the most.

 (Durham University Business School, 2021)
Taylor (2002) REFRENCE clarified the public sector has conventionally had a low staff turnover rate in comparison to the private sector, however indications that the gap between public and private is closing.  Taylor also explores that private sector supermarket ASDA has increased its retention of staff by way of incentives for examples stocks and rewards. 




Cost of living/Salary 
At the time of writing we are in the height of the cost of living crisis, causing  increased  financial pressure on the  public. Policing has long been  viewed  as reliable, rewarding, and well paid career path. However with the government cuts to policing the pay freeze in  police salaries have seen little increase in terms of real time costs. In 2010 an officer’s starting salary was £23,259 not including shift allowance. In 2022 the starting salary £25,323 also not including shift allowances  this includes a recent 7.5 % increase in salary. (South Wales Police , 2023) So in real terms officers in the early stage of the career might not be able to  continue due to the financial restrictions. 
The average salary in Wales is £30,596 (Statisa, 2022) so it would take an officer 3 years to reach and with stressful nature of the role some officers might no see the role as rewarding enough. 
The Police federation website used information from the Pay and Morale survey and quoted that 
“Additionally, more than one in 10 police officers told us in our most recent survey they are not or almost never able to cover their monthly essentials, while almost half said their pay increased their intention to leave the force”. (Police Federation , 2022)
Inflation at the time of writing is a pertinent issue and is being widely debated between the government and the Bank of England however public sectors page have consistently been under the level of inflation. The Bank of England urged employers not to increase salaries in order to try an limit inflation rises. However this compounded with the low starting salary could be a major factor in why attrition rates are rising.    
A recent report conducted and published on the website LSE into public sector pay and how it compare to inflations  from the year 2002 until 2022 concluded that 

“The upshot of all this is that public sector workers are being penalised by reductions in their pay for reasons that do not bear up to scrutiny. Public sector pay increases do not translate into higher inflation.” (Whiteley, 2023)

Effect on Mental Health
Police officers frequently experience burnout, with police exhibiting rates that are much greater than those of other professions (Gecas, 210). That is not a surprising revelation considering inherent dangers that are associated with in Policing. This has been documented that Police officers have increased rates of suicide, cynicism ,burnout job dissatisfaction and lower morale compared to other colleagues of other occupations (Gilmartin, 2002)
 The Police Federation conduct an annual Pay and Morale Survey and the report quoted that.
“42% of respondents said that they view their jobs as very or extremely stressful. This compares to 33.% of respondents in 2020 who said their job is very or extremely stressful” (Police federation , 2022)
Schaufelia explained that Burnout is a reaction to chronic job stress  It has spread quickly within employment , costing workers and businesses, which is a worry that the European Agency for Safety and Health at Work has raised in 2018. . EU-OSHA, 2018),
The term compression fatigue was discovered by Joinson 1992 who discovered important emotional change in nurses spending times with traumatised victims, she considered this as a different form of burnout experienced by those that “care”  (Joinson, 1992). This was also backed by Figley who noted that there is usually a "cost" to the carer while caring for a traumatised person. Different from burnout, compassion fatigue is thought to result from showing empathy for the suffering of others. This causes physical, mental, and emotional depletion as well as emotions of helplessness and disassociation (Figley, 1995)
 A 2020 report issues by West Midland constabulary show that 20% to 40% of all call to the police are related to mental Health. The report highlighted the increasing pressure put on police by these incidents and have identified that officers are “working beyond there remit” . The police are not trained mental health specialists and officers are repeatedly put in situations where they are required to act as a Care giver until an appropriate health care professionals can be sourced. To alleviate demand on officer West Midlands constabulary implemented a  pilot triage team to assist with mental health related calls. This strategy could be implemented as a way forward for other Police forces to ensure the most appropriate trained people are dealing with mental health related calls. (West Midlands Police, 2020)

Lack of Experience 
Whilst there are new officers employed top fill vacancies when experienced officers leave, for a period there is a gap in their knowledge and experience. In addition the officer will be assigned a mentor, which requires additional administrative duties for the mentor. Although the mentor is financially compensated, the team as a whole may be impacted until the new officer becomes more established.
South Wales Police have recently changed the requirements to become a mentor from X years’ experience to X years, to facilitate the training of new recruits in the volume recruited. This could have an impact on the quality of training future officer receive.(still waiting for this information 
A report into the standard of new police officers that have been recruited from the viewpoint of the Police trainers has highlighted concerns regarding standard of new police officers. The report stated that 
“Five of the six groups felt that standards had dropped and that they were having to accept new officers who were not good enough. One trainer said: “Maybe I’m just becoming old and miserable, but I do think we employ some morons… If you’re breathing, you’ll do. If there is a bottom of the barrel, we are scraping it.” (Sweeting & Cole, 2023)
The impact of having less competent officers can have an adverse effect not only on the members of the public but to other officers. In turn officers that mentor officers in their probation who due to demand of achieving the recruitment target do not provide the same quality of training as an experienced officer and could cause the student officer to leave the force. 
In addition job pressures caused incorrect administration, layers of bureaucracy and arbitrary repetitiveness may have an impact on both tutor and tutee.

Conclusion
There are a variety of reasons why both substantive and probative officers may decide to voluntarily leave the workforce, many of which are unique to the current climate in which we live.
The economic difficulties faced by many, will obviously have an impact with wages across the public sector continually below the rate of inflation. This presents a challenge for many police forces who must balance public service alongside the provision they can provide on their budget.
In addition there have always been mental health challenges faced by the police, however with the public attention focused on mental health issues, there is a direct impact on both police officers and the public. A large volume of calls that officers deal with are mental health calls, which in some cases could be dealt with by trained mental health specialists. With greater funding and resources, there is the potential for specially trained officers to take the lead on these cases.
This compounded with the pressures placed on police officers when they are understaffed or have an inexperienced team, could again reinforce the decision to leave.
It appears that the factors that influence officers in their decision to leave have not changed in the last decade, with burnout and stress being at the forefront when questioned.
While some forces have attempted to put measures in place to alleviate officer attrition, there is no formalisation of this process throughout UK forces. Ultimately, if this issue is not tackled soon, there may be further pressures placed on a force that is young and inexperienced.


