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Abstract

The six papers contained within this thesis relate to the study of Wellbeing in the UK
police between 2011 and 2015. Holistically, the papers presented here cohere to
fulfil the research objectives by addressing three general questions:

1. To what extent are resilience interventions effective?

2. To what extent does wellbeing manifest itself within the UK police service?

3. To what extent is wellbeing managed, shaped and influenced through

leadership?

This research has made five significant and original contributions to knowledge and
practice:
Firstly, it has firmly established why a study of this nature is called for in policing.
There has been no previous work carried out on resilience training efficacy in UK
policing prior to this, and as such our understanding of how to create a conducive
environment with the right leadership approach to address wellbeing issues was
hitherto limited.
Secondly, having mapped the current terrain in respect of wellbeing in policing, this
research has found, labelled and reported on a previously hidden phenomena, that
of Leaveism. Leaveism fills a lacuna in current thinking regarding behavioural
responses to being unwell or experiencing workload overload; and how that impacts

in the workplace.
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Thirdly, this research has contributed to workplace practice; understanding how
these phenomena play out and can be managed operationally illustrates the applied
nature of this study, contributing to evidence based practice within the police.
Fourthly, many of the findings contained within this research have been influential
across policing nationally, providing frameworks for other police forces to work from.
Finally, and most significantly, this thesis has tested and reported on resilience
training efficacy, concluding that it results in significantly better workplace outcomes
for employees.

This thesis contains papers that have been peer reviewed and published in academic
journals. With a strong emphasis on practical workplace application this research has
provided a valid and reliable evidence base for police forces to act upon. This work
has radically changed both our (police service) understanding, and our ability to act
on the phenomena detailed in this thesis. Policing in the UK is changing
monumentally. The findings presented in this thesis have made a significant
contribution to both the organisational changes within UK Policing; and to the

effective management of those changes.
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Chapter 1 — Introduction

The overall aim of this research is to generate and develop new theory associated
with wellbeing in a policing context. | am attracted to the notion that | can, in some
way, improve the wellbeing of my colleagues in policing, some of who are also very
dear friends, and, of course, subsequently improve the service to the public. | have
experienced first hand some good practice, and some not so good practice; but have
always been convinced that creating the right working environment, one that is well
led, is conducive to high performance. By developing an intellectual understanding
of wellbeing as it exists in policing, and introducing new concepts that have multiple
facets (i.e. leaveism), | take a research approach grounded in alethic pluralism;
arguing that there may be multiple explanations for the phenomena being studied.
The objectives of this study are to apply this new knowledge to policing practice
through the medium of wellbeing, which | view as having three main tenets, those
being Resilience, Leadership and the Environment in which to pursue a meaningful
and purposeful working life (see Figure 7). This thesis establishes how wellbeing
influences both organisational and individual behaviour, and what this means for the
modern police service. The investigation of Leaveism presented an opportunity to
introduce ‘new thinking’, advancing the ‘world view’(Cresswell, 2009); as well as
fulfilling my research aims of adding to the academic debate and improving
workplace practices. The lens of wellbeing seems a fitting media through which to

achieve these objectives.
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1.1 The nature of this thesis

The six papers contained within this submission for the degree of doctor of
philosophy are all derived from my own work at Lancaster University between 2011
and 2015. The thesis is submitted in alternative format. The papers included, as in
Figure 1 below, are:

Paper 1 - Wellbeing, austerity and policing: Is it worth investing in resilience training?
Paper 2 - Asset rich, Peelers poor: Measurement and efficacy of resilience training in
policing

Paper 3 - Leaveism at work

Paper 4 - Leaveism and work-life integration: The thinning blue line

Paper 5 - Leaveism and Public sector Reform: Will the practice continue?

Paper 6 - Wellbeing and Engagement in policing: The key to unlocking discretionary
effort?

The papers contain my own research conducted in Lancashire Constabulary,
described in the papers as a provincial police force in the north of the UK. At the time
of submission (October 2015) four of the papers had been published in peer-
reviewed journals, and the other two had been submitted for publication in peer-
reviewed journals and were in the process of being peer reviewed. The papers are
not presented in a date-published temporal sequence within this thesis. The journals
have varying publication dates, reviewing times and as such this does not accord
with their written order. The sequencing | have adopted in this thesis allows a more

fluid journey through the work as a whole, and has been designed to allow the

20



Wellbeing Blues: Environment, Resilience and Leadership in the Police Service

reader to make a clearer sense of their impact in the workplace, and how the various
aspects cohere. All these papers had been researched, written, and had been

submitted within the academic term of this doctorate.

Paper 1 - Wellbeing, austerity and policing: Is it worth investing in resilience training?

Resilience
Training Efficacy

Paper 2 - Asset rich, Peelers poor: Measurement and efficacy of resilience training in
policing

Paper 3 - Leaveism at work

Wellbeing
Leaveism Paper 4 - Leaveism and work-life integration: The thinning blue line

Paper 5 - Leaveism and Public sector Reform: Will the practice continue?

Leadership Paper 6 - Wellbeing and Engagement in policing: The key to unlocking discretionary effort?

Figure 1 - Order presented in this thesis, and themes of the papers

In order to provide clarity | will now briefly explain the context in which this research
has been conducted and how this has enhanced my academic development. | will
then discuss what | consider to be one of the most important aspects of this type of
research, that being the application in practice.

This opening chapter concludes with a description of my theoretical position.
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1.2 Organisational Context

This research was conducted between 2011 and 2015 in Lancashire Constabulary. At
the time the Police Service in the UK was undergoing the most significant change in
its recent history. This was as a direct result of the demands imposed by the
Comprehensive Spending Review (Treasury, 2010), which commanded a 20%
reduction in police funding by 2015 and opened up the debate around what the
police can actually deliver (Millie and Bullock, 2013).

In Lancashire Constabulary these well-documented changes (BBC, 2012; Finnegan,
2015; Liver, 2015) had resulted in significant reductions in staff numbers, been the
source of redeployment issues; as well as triggering significant changes in working
practices. It equated to having made £63 million worth of savings since 2009 (21% of
the force budget), with an estimated £40 million further savings to be realised by
2021 (Finnegan, 2015).

Nationally, police forces had planned to make £2.5billion savings between 2011-12
and 2014-15, with a 36,672 workforce reduction having been made between 2010-
14 (Morse, 2015). The government proposals would result in a reduction of 43% by

2021 (Stansfield, 2014).

1.3 The problem for policing

Crime has been reported as falling (Farrar, 2013), yet the complex nature of criminal
activity and the changing nature of policing, with far more focus on vulnerability and

protection, are challenging for those employed within the field, greater than ever
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before. Demands for policing services are still increasing and the complexity of
incidents is increasing also, with new crime types such as cyber crime, child sexual
exploitation, forced marriages and human trafficking emerging, creating new
challenges for a reducing workforce (Liver, 2015).

There is evidence of the negative effects on the wellbeing of staff who remain with
the organisation (Weinfass, 2015), as well as those who leave to seek employment
elsewhere; congruent with previous studies (Kivimaki et al.). Add to this the further
changes being implemented as a result of the Hutton (2011) and Winsor (2012)
reviews into policing, along with the introduction of the Police and Crime
Commissioners (Home Office - Police and Crime commissioners, 2012), and there is a
burgeoning body of evidence that officers and staff are under significant pressure;
both at work and consequently in their personal lives.

Understanding, measuring and addressing this pressure, which often manifests as
stress, is poorly understood in a policing environment. As modelled in this thesis,
stress impacts on personal resilience (papers 1 & 2), attendance (papers 3,4, and 5),

and discretionary effort (paper 6).

1.4 Siting the response

In order to address this problem for employees within the police service of
increasing demand, crime complexity, reducing officer numbers and a public who
perceive crime as falling, this thesis explores and reports on how officers and staff
involved with policing in the UK deal with these stressors; and what can be done to

recognise and deal with sources of stress effectively.
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The six papers contained within this submission are borne out of my research
conducted in the Lancashire Constabulary police force. As | will illustrate, the papers
are all linked to workplace practice and are concerned with wellbeing within the
police service. Taken holistically they cohere to fulfil my research objectives and
address my research questions, which are:

1. To what extent are resilience interventions effective

2. To what extent does wellbeing manifest itself within the UK police service

3. To what extent is wellbeing managed, shaped and influenced through

leadership

The overall research design has sought to determine what has gone before, what is
the status quo, and crucially what works in terms of improving workplace wellbeing.
Figure 2 below illustrates how the research questions relate to the research themes
and papers (1-6) contained within this thesis. | have maintained a particular focus on
personal resilience and resilience training efficacy in a police setting, which is an
underexplored area in policing and is the subject of papers one and two in this
thesis; and is referenced in all of the subsequent papers. Papers three, four and five
explain and discuss a new behavioural phenomenon | have discovered, labelled and
introduced to the academic debate; that of Leaveism. Paper six deals with aspects
associated with Leadership, namely discretionary effort and engagement, and how

the workforce connects with the workplace.
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Figure 2 - How the research papers (1-6) address the research questions

1.5 Application in the workplace

In terms of contribution, this section describes how | have developed this study and
the extent to which | have applied the findings to workplace practice in Lancashire
Constabulary, and also how this is being developed in other police forces around the
UK through the National Police Chiefs’ Council (NPCC) national police working
groups. In order to explore and report on these areas my research studied the
modern day UK police service through what is in essence a case study of Lancashire
Constabulary. Specifically, | sought to examine and describe a decline in motivation
that was being reported as common amongst staff and officers (Corporate, 2011;

Weinfass, 2015). In this thesis | have established how vicissitudes imposed by the
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radical changes to terms and conditions outlined in the context above can influence
organisational and individual behaviour, and to what extent they have brought
about a cultural shift in the police service nationally. In terms of achieving practical
goals, this work has prompted the police service to address wellbeing nationally, and
in 2014 the National Police Chiefs’ Council (NPCC) established the Wellbeing and
Engagement working group, led by Lancashire Constabulary Deputy Chief Constable
Andy Rhodes, to research and develop this field for policing. The working group
established four distinct areas to develop in the first year, which are illustrated in
Figure 3 below. One of these four initial workstreams we created was to establish an
evidence base of what works for policing, and a further work stream was concerned
with operationalising the findings. The research contained within this thesis has
been pivotal in informing this working group, and these individual workstreams,

developing them for policing going forward on a national level.
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Figure 3 — NPCC National Wellbeing & Engagement Working Group Objectives 2015
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In order to model the phenomena in this research | have used Wellbeing (Robertson
and Cooper, 2011) as a construct around which to view elements of resilience,
stress, motivation, leadership, discretionary effort, engagement, absenteeism and
presenteeism. Robertson and Cooper suggest ‘that a complete concept of well-being
should include both pleasure and purpose,”’ and that a workable view needs to
include ‘the extent to which people draw meaning and purpose from their work.’
(Robertson and Cooper, 2010a p.328).

| have also identified and introduced a hitherto undescribed concept that | have
labelled as ‘Leaveism’ (Hesketh and Cooper, 2014a; Hesketh et al., 2014b) to

describe a theoretical lacuna in current thinking.

Health Unwell Well

Status Not Working Working Not Working Working Working outside
contract hours

Employee Not at Work At Work Not at Work At Work Not at Work

Location

Employee | Sick Leave Annual Present Annual Sick Leave Present Working

Option Leave Leave

Definition Absenteeism Leaveism Presenteeism | On Leave Absenteeism | Working Leaveism

Figure 4 — The relationship between Leaveism, Presenteeism and Absenteeism

As in Figure 4 above, Leaveism relates to the practice of utilising allocated time off

such as annual leave entitlements, flexi hours banked, re-rostered rest days and so
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on, to take time off when in fact an employee is unwell. It can also refer to working
outside contracted hours, including when on holiday or on allocated days off, when
we are well. It sits outside theoretical categories afforded by Absenteeism and
Presenteeism and represents an opportunity to further explore notions of
abstractions from the workplace that are borne out of being unwell, or unfit to
perform to the requirements of the particular task due to stressors such as workload
overload. This work may be conducted when well, but outside contracted (paid for)
hours. Although organisations largely ignore this, or effectively promote its use via
absence management policies and the effect it has on personal records, it
undoubtedly skews the true picture significantly. For example, in Lancashire
Constabulary, and it seems reasonable to assume that something similar may be
occurring in other organisations, it appears employees have a quota of sickness, that
if exceeded (and there are a number of ways one can do this, runs of 3 or more days
absent due to sickness, 3 or more occasions of sickness absence within a set period,
and so on) somehow reflects poor performance? Papers three, four and five within
this thesis introduce and discuss the concept, and explore how it emerges in the
organisation, and forms one of my major contributions. The findings reported in
paper four show 76% (n=33) of respondents of a survey of senior police officers
(Superintending ranks) acceded to this practice (Hesketh et al., 2014c). | must also
concede that | too have taken this option myself many times during my career, to
avoid a scar on my personal record. This would be the personal record that up until

recently (in Lancashire Constabulary) was ‘forensically’ examined in consideration of
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any development opportunity, including promotion and specialist postings. Hence
the practice leads to an unintended consequence for employees with advancement
in mind, or who value an unblemished personal record. This is an important practical
issue that may lead to sickness absence being underreported by individuals and
therefore skew the assessment, understanding and management of wellbeing across
an organisation.

The additional challenge of addressing ‘an occupation that is customer-facing with
high emotional labour ‘ (Cooper et al., 2005) also presents a unique opportunity to
contribute to existing strands of research within the police environment. My work
explores and develops strategies to organisationally adapt to the new environment
both in terms of the individual and the police service generally, congruent with the
action based philosophy of Lancaster University Management School (LUMS), aimed
at enhancing economic, social and individual wellbeing (LUMS, 2012; The Lums
Mission, 2012).

The successful investigation and analysis of these questions adds to the academic
debate, introduces new knowledge and develops critical thinking and responses to
the problems that emerge from this research; fulfilling my scholarly goals and

meeting the criteria for the award of doctor of philosophy.

1.6 Implications for the workplace

The practical goals of this work include how to manage and maintain levels of
employee wellbeing, commitment and motivation during and post radical change,

recommending actionable steps to address the issues that have emerged, and bring
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about a purposeful change in police culture as a direct result. The notion of
organisational wellbeing provided an opportunity to explore and describe
relationships that are associated with performance (Wright and Cropanzano, 20003;
Cooper et al., 2005). This presented the prospect of conducting this study with clear
fiscal benefits to the police service nationally, making it attractive to a wide variety
of external stakeholders (College of Policing, HMIC, NPCC, Local Governments, Blue
Light partnerships etc.). As mentioned above, at the time of writing (2015) | am
employed, as a police officer, on the national wellbeing portfolio for policing, which
afforded me unfettered access to both people and data across the UK policing arena.
This access allowed me to create informed opinions that supported the data
garnered during this study, and which in turn was, and can be used to develop and
implement national strategies that enables theory to be put into practice on a
nationwide platform. At this time (2015) the UK police service is addressing issues
related to wellbeing far more than had ever been experienced before, committing to
a national working group, and collaboration with the College of Policing (CoP)

organisational development and international business area portfolios.

1.7 Theoretical Position

Throughout this thesis | have taken an epistemological pluralist’s theoretical stance,
acknowledging that there may be multiple explanations (truths) to the phenomena
being studied, a theoretical position described as ‘alethic pluralism’ by both Cook
(2011) and Darwin(2012). "The alethic pluralist contends that differences in subject

matter go hand in hand with differences in truth." (Pedersen, 2012p.588). So, as
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illustrated in Figure 6 later in this thesis, a number of constructs can be elaborated
on in relation to the concept of wellbeing. The approach proposes that there are
numerous lenses through which to view truth, that it is likely that multiple
explanations for truth exist, and not all things are true in exactly the same way; that
there is more than one truth property (Pederson et al., 2013). For example, Popper
proposed that all knowledge is provisional and that theory is tested, compared and
corroborated; but never verified - A Correspondence between theory and reality
(Popper, 1972). Lakatos argued this was too neat, and that nothing was final or
perfect, there just was no counter explanation available at the time - a Pragmatic
theory of truth (Darwin, 2012). Kuhn believed that truth is a set of beliefs that have
managed to prevail in a particular social context, a Consensus theory of truth (Kuhn,
1962). Therefore, in order to avoid what Feyerabend describes as epistemological
anarchism, | take an approach that involves multiple explanations, accounts and
perspectives; "the only principle that does not inhibit progress is: anything goes..."
(Johnson, 2000 p.76), a Coherence theory of truth proposed by Feyerabend.

Alethic pluralism requires mixed methods approaches in order to provide clarity; or
‘complementarity’ according to Hammersley (1996). | acknowledge the complexities
of analysing data garnered from mixed approaches, but seek to create the ‘bigger
picture’ by juxtaposing the two methods to gain greater insight (Brannen, 2005). This
is intended to provide a solid basis for the interpretation, validity, and reliability of

the findings...
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“Developing a mixed method strategy fits with the political currency accorded to
practical inquiry that speaks to policy and policymakers and that informs practice.”
(Bergman, 2008 p.55).

My research uses methods drawn from ethnography (Van Maanen, 1988). | have
been employed as a Police Officer for over 27 years and | approach the fieldwork
from an ‘emic’ perspective, including narrative analysis. | would describe my
research position as that of a ‘cultural insider.” | am mindful to include ‘etic’
perspectives in order to present a balanced account, remaining culturally neutral to
explicate a better understanding of human nature and behaviour (Headland et al.,
1990). The next chapter describes how this positioning has informed the

methodology employed in the research that constitutes this thesis.
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Chapter 2 - Methodology

This chapter includes a review of the research method and the suitability of the

design for this type of study. Table 1 below illustrates the methods employed for

each paper contained within this thesis:

Paper Title Research Methods Employed Cronbach's
No Alpha
Wellbeing, Austerity and | Desk study literature review - using
1 Policing: Is it Worth 'OneSearch' (Lancaster University
Investing in Resilience Library research discovery tool) to N/A
Training? develop a conceptual paper.
Asset Rich, Peelers Poor: | Research paper analysing primary
2 Measurement and data from multiple cross-sectional
Efficacy of Resilience surveys (n=351) carried out using a 0.804 for 46
Training in Policing wellbeing psychometric survey item ASSET
instrument (ASSET).
Desk study literature review - using
3 Leaveism at Work 'OneSearch' (Lancaster University N/A
Library research discovery tool) to
develop a conceptual paper.
Research paper analysing primary 0.763 for 46
4 Leaveism and Work-Life | data from a survey of senior police item ASSET
Integration: The officers (n=33) carried out using a
Thinning Blue Line? wellbeing psychometric survey 0.880 for 17
instrument (ASSET). item health
inventory
Research paper analysing primary
5 Leaveism and Public data from multiple cross-sectional
Sector Reform: Will the | surveys (n=115) carried out using a 0.761 for 46
Practice Continue? wellbeing psychometric survey item ASSET
instrument (ASSET).
Well-being and Research paper analysing primary
6 Engagement in Policing: | data from multiple cross-sectional
The Key to Unlocking surveys (n=148) carried out using a 0.762 for 46
Discretionary Effort? wellbeing psychometric survey item ASSET

instrument (ASSET).

Table 1 - Methods employed in each research study
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Papers two, four, five, and six in this thesis are concerned with the analysis of
primary data, whilst papers one and three are concerned with the production of
conceptual outputs through the analysis of secondary data gleaned from a
systematic analysis of existing literature. In addition, and based on the problem
under investigation, this chapter also includes information on those further sources
of data that have informed these papers, and a complete description of the research
context and justification for each of the studies contained within this thesis. The
ethics committee at Lancaster University had given prior approval to all of the
research contained within this thesis. The thesis combines the academic disciplines
of Management and Social Psychology, and presents their complementary nature in
action. Because the study involves both investigative and confirmatory elements, a
pluralist, mixed-methods approach is employed in the collection and analysis of
data; and | would propose is wholly appropriate for a study of this type. This
approach captures, clarifies and addresses the research questions posed in this
thesis, which are:

1. To what extent are resilience interventions effective?

2. To what extent does wellbeing manifest itself within the UK police service?

3. To what extent is wellbeing managed, shaped and influenced through

leadership?

A Short Stress Evaluation Tool known as ASSET (Faragher et al., 2004) is the
surveying instrument used in this thesis to model all of the quantitative data

presented in these papers. It is completely self administered, and was used in this

34



context in all of the research papers contained in this thesis. The use of a proven
valid and reliable survey instrument is wholly appropriate to this study, and although
other surveying instruments are also available this was chosen due to it having been
previously used in a policing context nationally by several UK police forces and the
Police Federation Inspector’s Central Committee (RCL, 2007). The benefit of this was
that | could compare data with other police samples (n=5118), as well as the General
Working Population data set (n= 39,240). Although not reported on in any of the
papers making up this thesis, the data was used as a means to explain, in simple
terms, to interested parties how the current position compared to a larger general

working population. As such, | feel it is important to highlight this.

2.1 Research Design

My objective in this section is to argue that the research design | have developed
and adopted is robust and has produced results that are both valid and reliable.
Further, that the papers contained within this thesis follow a coherent narrative and
establish clear outcomes for practice.

| consider it essential to map what has gone before, to look for gaps in the research;
and to establish if new thinking is going to advance the theoretical, practical and
personal aims of the study. In order to establish what Maxwell refers to as a
tentative theory (2005), | have listed the concepts that are of interest to the research
as a whole; the philosophical assumptions according to Creswell (2009). From these |
have situated my own research paradigm. These have included both ontological and

epistemological considerations that have helped to shape my work.
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Wellbeing Blues: Environment, Resilience and Leadership in the Police Service

Figure 5 - Research Design (Maxwell, 2005)

To illustrate my methodology, the narrative sequence | am outlining here, through
Maxwell's research model (2005) is in the form of a Z (in red in Figure 5), and reflects
the overall design process. This is however an oversimplification, and the process by
which the design was arrived at were far more iterative (as represented by the black
arrows) in nature. The rationale being that this allows far more flexibility in a multi-
faceted study of this type, and is practically less linear than suggested by the red Z
shape. However, in order to explain how these categories are synthesised in this
thesis, | will explain how my research was constructed, beginning with the goals.

These clarify what the research is about, and without which the rest of the model
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becomes practically impossible to construct. The conceptual framework, based on an
interpretive approach, forms the basis for my research questions. To recap these are:
1. To what extent are resilience interventions effective?
2. To what extent does wellbeing manifest itself within the UK police service?
3. To what extent is wellbeing managed, shaped and influenced through
leadership?
The interpretive view | have taken is based largely on social phenomena. There are
also significant elements of quantitative data to support the ‘science.” | included
staff surveys delivered through a stress assessment tool called ASSET (Cooper et al.,
2005) which contains comparative data sets from other organisations (general
working population data n=39,240). Taking an approach from business modelling, |
viewed these as the ‘narrative and numbers’ tests (Osterwalder and Pigneur, 2010).
The methods section explores how to effectively answer research questions. As |
have already alluded to, | concede to having travelled frequently between the facets
of the Maxwell model, with each area influencing the others (represented by the
black arrows in Figure 5 above). This was purposefully iterative in nature, and seeks
to discredit, or disconfirm my findings and analysis as | progressed each argument;
using the validity stage to essentially establish that the theory has, so far, survived

the test (Popper, 1972).

37



2.1.1 Goals — Why have | done this study?

The organisational context set out at the very beginning of this thesis goes some way
to illustrate the current state of policing. For many, there has never been a more
challenging, and stressful, time in their careers. | was attracted to the notion that |
could, in some way, improve this situation for many of my colleagues, some of who
are also very dear friends, and, of course, subsequently improve the service to the
public. Having witnessed practice in the UK police service for over 27 years, | have
experienced first hand some good practice, and some not so good practice; but have
always been convinced that the right working environment, one that is well led, is
conducive to high performance. This study presented me with an opportunity to do
something about it. There is a proven link between employee wellbeing and
organisational performance (Cooper et al., 2005; Wright and Cropanzano, 2000c).
This work provides evidence of an opportunity to create an environment that
develops effective leadership that values the wellbeing of its staff, and realises
improved attendance and high performance as a direct result; as recognised by
Cooper(2011). The challenge is to have the operational capability (Balogun and
Hailey, 2008) to accurately understand, intervene and manage effectively. This thesis
establishes how wellbeing influences both organisational and individual behaviour,
and what this means for the modern police service. It is not difficult to perceive the
benefits this research brings to an organisation (practical goals). Primarily, and
arguably essentially, these are efficiency savings. Sickness reductions alone result in

substantial efficiency savings for an organisation. For example, 84% of police force
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budgets in the UK is spent on personnel (Stansfield, 2014). Presenteeism and
Leaveism may be viewed as hidden, but present no less of a challenge for the police
service. The investigation of Leaveism presented an opportunity to introduce ‘new
thinking’, advancing the ‘world view’(Cresswell, 2009); as well as fulfilling my
personal goals of adding to the academic debate and improving workplace practices.
The lens of wellbeing provided a seemingly fitting media through which to study,
analyse and draw inferences that assisted in understanding and addressing these
modern day social phenomena; ensuring that all staff, both police and police staff,

are afforded every opportunity to lead a fulfilling working life.

2.1.2 Conceptual Framework - So what did | think was going on?

A key part of my design is the ‘system of concepts, assumptions, expectations, beliefs
and theories that supports and informs the research.’” (Miles and Huberman, 1994;
Maxwell, 2005). This section gives an overview of the key concepts around which
this work is framed; the conceptual framework. A way of communicating these
relationships, concepts and so on is by a conceptual model. This details what |
initially intended study, and how the various elements, at that point in time, related
i.e. what is going on with these things and why. Maxwell posits the function of this
theory would be to inform the rest of the design, a tentative theory, and help to
assess and refine the goals of the study, identify potential validity threats and justify
the research (2005 p.33). | have attempted to capture and illustrate this in Figure 6,
as | understood it at that time. Each concept is discussed in further details within the

papers that are included in this thesis. Figure 6 illustrates how theories relate to the
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construct of ‘wellbeing’, which formed the basis upon which to explore the
manipulation and shaping of the motivational and cultural facets that influence the
‘wellbeing zeitgeist'. | used these key concepts to provide both an explanation of my
understanding to date, and identify potential gaps in the literature in relation to

studies of this kind in a policing environment.

Resilience

Leadership

s Iscretionary

Leaveism

Absenteeism

Presenteeism

Figure 6 - Theoretical Concepts that impact on Wellbeing

The papers contained within this thesis address all of these aspects, many of which
are interlinked and influence each other. These concepts are all explored and
examined individually within these papers, but as can be seen in all of the research
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papers contained within this thesis, these relationships are all ingredients of
workplace wellbeing; the central tenet or paradigm within which the work is
situated. As such, what happens in any of these domains can and does impact on
other areas, both singularly and in multiples. The model | developed outside of this
thesis, to illustrate the main features that impact on wellbeing, are seen in Figure 7

below and developed out of the highlighted aspects in Figure 6 of above.
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re. skills to intervene both every day life.

guickly and effectively

Figure 7 - Hesketh model of wellbeing

2.1.3 Theoretical Concepts

Papers one and two within this thesis deal with Resilience and how resilience
training can improve outcomes for workers. In terms of resilience, the word itself
has roots in the Latin verb, resilire - to rebound. Haglund et al suggest resilience
refers to the “ability to successfully adapt to stressors, maintaining psychological
wellbeing in the face of adversity.” (2007 p.899). Masten suggests it as, “the
capacity of a dynamic system to adapt successfully to disturbances that threaten
system function, viability, or development.” (2014 p.6). In support of this, Mallack

believes resilience to be, “the ability of an individual or organization to expeditiously
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design and implement positive adaptive behaviors matched to the immediate
situation, while enduring minimal stress.” (1998 p.148). Luthans defines resilience as
the “positive psychological capacity to rebound or bounce back from adversity,
uncertainty, conflict, failure or even positive change, progress and increased
responsibility.” (2002 p.702). Luthans’ definition highlights the well-known and
important ‘bouncing back’ [or rebounding] aspect of resilience, and is useful in
drawing attention to the extensive need for resilience in both positive (opportunities
or advancement) and negative (dealing with adversity) experiences in the workplace.
Research by Alexander et al (2012), and Brigadier General Cornum (Cornum, 2012)
suggests that the things that enable a person to ‘bounce back’ are not all due to an
individual’s make-up, and effective coping strategies can be learned and developed.
In support Masten (2014) argues that everyone has the ability to develop resilience,
but warns there is no such trait as resilience. The methodology employed in papers
one and two of this thesis illustrate how differing approaches to research can cohere
to present acceptable knowledge (Bryman and Bell, 2011), which in this case is in
respect to resilience; congruent with the alethic pluralist approach adopted.

Papers three, four and five introduce and explore the phenomena of Leaveism,
implying this will impact on employee absence and presenteeism and subsequent
organisational Performance. Paper three reports on secondary data to outline the
fiscal problem sickness absence in the workplace presents to organisations, and then
sets the scene for the introduction of Leaveism, which is presented as filling a lacuna

in current thinking around sickness and workplace responses. Paper four looks at the
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relationship between leaveism and work-life integration. Although a popular term
for effectively segregating one’s ‘life activity,’ it is proposed that in a contemporary
working environment, especially with the aid of increasingly sophisticated
communication technologies (Boswell, 2007), this ought to be viewed as more of a
work-life ‘integration or harmonisation’ (Lewis, 2005); acknowledging that it is no
longer a 50/50 [balanced] relationship. The modern workplace, including that of
policing, has increasingly blurred boundaries between being on and off duty.
Contrary to Hall and Richter (1989) it is argued that having to make a judgment
about whether police are on or off duty, and then what they do with work or leisure
time (in respect of on-call responsibilities) having made that decision, becomes more
problematic than simply conceding that both exist in tandem. Some may argue the
Police are ‘never off duty.” Therefore, why expend the effort trying to separate,
aspiring for balance; simply integrate? It is agreed that the notion of having a sense
of purpose and meaning is important to leading a successful working life (Robertson
and Cooper, 2011), and work ought to be interesting, challenging and suited to your
personality (Diener and Biswas-Diener, 2008). However, the challenge is to know
where to draw the line; and on whose terms? Do workers distinguish between
consciously taking calls, answering emails or reading reports outside of the
workplace; both physically and contractually? And should they? Is it worth the
effort? Can employees simply rely on natural instinct; ‘it feels about right?’ Do the

general [UK] public expect Police Officers to be just that, on or off duty?
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Paper five uses primary and secondary data to model the cost and frequency of
absence practices in the workplace. A great deal of research on resilience has come
from the emergency and caring professions police (Paton, 2006), army (Cornum,
2012), ambulance service (Gayton and Lovell, 2012), nursing (Zander et al., 2013),
and social work (Grant and Kinman, 2013), probably because the high levels of stress
experienced in these roles. In response to such radical reform paper five argues that
the practice of Leaveism may cease or reduce as officers reach their personal
resilience limits, which could impact heavily on the organisation when it comes to
absence management; and consequent performance. Although this paper relates to
examples in the UK Police, the claims made may be generalisable to other public
sector occupations; and may well extend to the private sector. In terms of
epistemological issues around what could be regarded as truth, it is clear with a
concept like Leaveism, as it develops it may be subject to multiple explanations,
congruent with the alethic pluralist approach.

Paper six addresses the importance of authentic Leadership and the relationship
with Discretionary Effort, concluding with the importance of effective Engagement.
In a study of engagement and burnout in Spanish workers and students at a
university, Schaufeli et al offered a definition of workplace engagement as, “a
positive, fulfilling, work-related state of mind that is characterized by vigor,
dedication, and absorption.” (2002 p.74). Each of these elements have further
descriptions that are closely related to Positive Psychology, such as flow (Seligman,

2003b) and subjective wellbeing; or happiness (Diener, 2000). Robertson and Cooper
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(2010b) proposed that to maintain high levels of sustainable employee engagement,
employee wellbeing should also be high, and this can be achieved through ‘full
engagement’ and not just a commitment-based (organisational) view of the concept.
In support, an analysis of sickness in hospital employees found that those who
experienced high levels of meaningfulness in their job, and those with trusting
relationships with their immediate supervisors were far less likely to take sickness
absence (Suadicani et al., 2014). As alluded to earlier, in terms of sickness absence,
research indicates that engaged workers take on average 2.69 and the disengaged
take 6.19 days sickness per year (Rayton et al., 2009). There is an acknowledgement
that employees can, in fact, be too committed and too engaged with their work. One
should also take care not to relate working hard with burnout. Paper six suggests
burnout occurs when working at 85-100% of one’s capacity over long periods of
time, as almost the norm. It has been established that burnout is not the antipode of
engagement (Schaufeli and Bakker, 2004). Bakker describes people who are too
engaged and too committed as ‘workaholics’ or ‘work addicts,” and distinguishes
them from employees experiencing authentic engagement in work, who they argue
as having outside interests (societal wellbeing), and find their work enjoyable and
fun (Bakker and Demerouti, 2008); similar to the concept of being in ‘flow’ described
by Seligman (2011b p.11). These ‘addicts’ may materialise through concepts such as
Presenteeism, when an employee attends work whilst they are actually unwell, or
puts in ‘face time’ to indicate their dedication to work (Johns, 2010); or as Leaveism,

when an employee takes part of their annual leave entitlement to have time off
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work when they are actually unwell, or who take work on holiday or home that they
cannot complete in contracted hours (Hesketh and Cooper, 2014b). Therefore it is
important to delineate, and establish what behaviour it is that employees are
exhibiting, highly engaged or addicted? High performance, positive attitudes and
lower staff turnover are all cited as positive outcomes of a highly engaged workforce
(Crawford et al., 2010). Whilst employees who are masking illness or taking work on
holiday may actually be working over their limits of resilience (Hesketh et al., 2014c).
Gerich suggests that high workload seems to predict sickness presence, whereas fear
of job loss appears to promote leaveism (2015). Wiley (2009) suggests that as little
as a third of workers are engaged in the UK. He claims that the leadership
behaviours and practices can be very different in organisations seeking a high
engagement workforce, evoking trust and confidence in senior leaders; which he
argues leads to high performance as a direct consequence. He concedes this high
performance is delivered, to a large extent, via discretionary effort. It appears that
once again leadership plays a key role, especially the line management of individuals
(their immediate supervision), who are critical to creating the right environment for
employees to engage proactively (Hesketh et al., 2014e). These environmental
aspects were discussed in great detail in the [UK] government sponsored review into
workplace engagement (MacLeod and Clarke, 2009). Line managers are not only
required to know their staff in almost familial ways, but it is incumbent on leaders to
ensure work is also challenging. Crawford et al argue that work demands that are

viewed as a hindrance by employees are related negatively to engagement, but work
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demand that is challenging (even if difficult) is positively related to engagement
(2010 p.835).

Linking engagement to discretionary effort, Towers Perrin note,

“another way to think about engagement is the extent to which employees put
discretionary effort into their work, in the form of extra time, brainpower and
energy.” This particular report concludes that discretionary effort is the endgame
for effective engagement, and acknowledges that, “having a critical mass of
employees who freely give that effort is of tremendous value.”(2003 p.2).

Taylor, associated with the theory of scientific management (Taylorism), viewed
discretion largely in a negative light, arguing that if workers were relied upon to
employ high levels of discretion they would slow down productivity. His approach,
which championed rigid supervisory regimes, suggested the removal of as much
discretion as possible from the work (at the time this was largely focused on
production line activities in industrial America). At the time (turn of the century) jobs
with high levels of discretion were only associated with those who worked for
themselves, such as farmers or highly skilled craftsmen. The wisdom of the day
dictated that work ought to be oriented towards removing as much discretion as was
possible from the workplace, in an attempt to ‘manage out’ errors and maximize
productivity (Yankelovich and Immerwahr, 1984). Fast forward 100 years or so and
the focus is now concerned with unlocking discretionary effort, largely through
psychological constructs such as identity, commitment, control and motivation.

However there is caution, “although improved performance and productivity is at the
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heart of engagement, it cannot be achieved by a mechanistic approach which tries to
extract discretionary effort by manipulating employees’ commitment and emotions. “
(MacLeod and Clarke, 2009 p.9). Papers six seeks to establish how the workforce

connects with the organisation, concluding that Resilience and Leadership play a vital

role in creating a conducive Environment for Wellbeing to flourish, and informed the

model illustrated in Figure 7.

2.1.4 Research Questions — What | wanted to understand?
Holistically, the papers presented here address the research questions:

1. To what extent are resilience interventions effective?

2. To what extent does wellbeing manifest itself within the UK police service?

3. To what extent is wellbeing managed, shaped and influenced through

leadership?

| acknowledge that these questions have been refined during the course of this
research, as | have revisited their relevance in relation to the research objectives.
This was a purposeful strategy undertaken for the construction of this thesis, and
contributes to the interactive design philosophy. It is aimed at not being effectively
‘held to ransom’ by the scope of the research questions as my line of inquiry
developed new propositions. This flexibility allowed me to deal with emerging issues,
such as Leaveism, affording me the opportunity to research and publish findings in a
timely fashion, congruent with the skills required for future research practice. |
would suggest opportunities to explore notions that emerge and have potential to

impact in the workplace should not be overlooked, or put on hold for a later date;
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and would further propose that in academia this provides a distinct advantage of the

alternative submission approach.

2.2 Methods - Phases of the research

As briefly alluded to earlier, the phases of research took the form of analysing what
has been done already, identifying gaps, confirming the position and then
progressing recommendations to new working practices. To clarify the organising
principle in this thesis, the papers are sequenced to deal with the issues, in order, of
resilience training efficacy, leaveism and leadership; they are not presented in
temporal order; of researching, writing or publication. The rationale is to order them
to address, in turn, the research questions. During the early planning stages of this
work (first year) | developed the illustration in Figure 8 to outline the plan and
provide a rationale to my sponsors (Lancashire Constabulary). The use of this frame
of reference assisted greatly in constructing and presenting this thesis in a coherent
form. It also performed, and still does, the dual role of providing a roadmap for
others to replicate, as the work develops on the national policing stage,
recommending changes to HR policies and practices and implementing changes
within police organisations. It should be noted that the Quest approach is a name
given internally for a systematic way of reviewing departments within Lancashire
Constabulary. Sherlock is the name given to the intranet site that hosts the internal
Internet pages for Lancashire Constabulary. The work that established what was
already known about the status quo for policing (at that time in 2011) is drawn from

a number of sources, which | will now detail. These areas begin in the distance, with
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Wellbeing Blues: Environment, Resilience and Leadership in the Police Service

national data, and draw closer to the subject organisation (Lancashire Constabulary);
including work within the organisation already carried out by others. | then deal with
how |, in turn, integrated these into the planning and execution of my own research.
The intention is to give the reader a fuller picture of this research in the context of
national wellbeing in policing. That is, there has not been any significant study about
resilience training in the UK policing published. And to date, very little on resilience
training efficacy in a police setting, highlighting the significance of work contained

within this thesis.

Academic - .
Researcn Women's
Network

External
Business
Scanning

Figure 8 - Wellbeing Strategy: Process and Approach
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2.2.1 Absence Analysis

As part of the research | requested analysis of specific areas of sickness within the
organisation. The intention was to add weight to, or dispel some of the anecdotal
discourse around sickness trends. The work was carried out by one of the force
intelligence data analysts, using HR data going back over the past 10 years.

The reduction in officer and staff numbers are a serious concern in respect of both
the wellbeing of those still employed, and the organisational capacity to meet
current and future demand. One of the assumptions was that with decreasing
numbers there would be an increasing amount of sickness. This analysis reported
there was no link between falling numbers of officers and average rates of absence,
although it did conclude that there were higher rates of absence in officers in
‘frontline’ roles than those who were not (almost 14% in the long-term). This was
applicable to both male and female officers, with females at slightly higher rates in
‘frontline’ roles. We also looked at ‘frontline’ in town centres compared to rural
policing areas and found there was slightly higher levels of sickness absence in
officers in the more rural areas, than of their colleagues in busy town centre areas.
This was more pertinent in long-term than short-term (self-certified) periods of
sickness.

In the area of childcare and school holiday periods the data showed evidence that
was contrary to popular belief, with sickness absence during school holidays steadily

declining amongst all staff with dependents. We also noted that there was a decline
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in officers with children of school age, and an increase in officers taking annual leave
during the school holiday periods.

The lack of any causal link to sickness that may infer skulduggery is of great benefit
to this study in that what we were faced with what appears to be ‘genuine’ sickness
absence. The analysis indicates that there is no obvious correlation between gender,
age, geographic area or downsizing of any significance. Following the initial findings |
explored further lines of enquiry until | was satisfied that the data had yielded all
that was useful to this research. Although these key findings are not modelled in
papers within this study, it appears the impact of Presenteeism and Leaveism may
well render some of the data questionable at least. For example, it appears that staff
being unwell may not correlate with force sickness absence data. To be clear,
regarding the significance of this line of inquiry, being absent with purported
sickness could be construed as illegal (fraudulent), whilst being present or on annual
leave whilst sick is not. This is well documented in several of the research papers
contained within this thesis, providing supportive rationale for the confirmatory

elements of this research design.

2.2.2 Co-operative Inquiry

Co-operative inquiry (Heron, 1996) was used iteratively throughout this study to
make full use of the resources made available by Lancashire Constabulary to assist in
this research. As mentioned earlier, the Deputy Chief Constable for Lancashire
Constabulary is currently (2015) the national police lead for wellbeing and

engagement in UK policing, and as such access to research participants was much
52



easier than it may be for researchers outside the organisation. However, it should be
noted that the police generally are cautious around sharing information with others,
including fellow officers. The Freedom of Information Act has been helpful with this
dilemma as it allows a search of ‘open source’ databases without having to
continually seek permission from the source force. For data such as absence, policy,
expenditure this is invaluable and allows the researcher some room in which to
operate without having to constantly lean on potentially sensitive data from the host
organisation to illustrate their point; an issue researchers are all to familiar with.

The initial ASSET survey described below was conceived in part out of observations
provided in work submitted by two cohorts (n=18) of a Talent Management
programme the force ran. | set the first group the objective to explore what
wellbeing meant to them, purposefully leaving the task open to multiple
interpretations. The question | posed to the first cohort was...

“I would like staff to consider the following, and write a short piece (3,000 word max)
on what their view of the subject area is; along with the benefits or pitfalls involved
in pursuing this strategy. The purpose of this research is to develop a contemporary
approach to human resource management (HRM), specifically in the areas of
employee wellbeing and mid-career motivation. The goal is to create an
organisational culture that acknowledges these phenomena and actively seeks to
address issues that will ultimately ensure all employees lead a fulfilling working life;

and performance is optimised as a direct consequence.”
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Following the submissions | held one to one discussions with the individual authors
to explore context and ensure | was garnering the intended conclusions from their
work. This proved to be a valuable exercise and provided far more information to
inform this study than was presented within the written submissions. In response a
general theme emerged from the group (n=6), in that they identified the unique
nature of the work of the Public Protection Unit (PPU), and their close proximity to
front line policing. The PPU thus provided the optimum initial sample group for a
number of reasons. As mentioned, the group represented the service in what is
arguably the most sensitive area of business that is of concern to the general public,
that of protecting vulnerable citizens. From a research perspective the group also
provided an opportunity to present a stratified sample indicative of both staff and
warranted officers of all ages, ranks and grades across all divisions of the force.

The second cohort of Talent Management staff (n=12) were utilised to explore
subtleties in the different length of service categories that are described in the
career stages literature, and are apparent in the analysis of the initial PPU
guestionnaires. The findings from this work were used to provide an evidence-based
approach for the running of the second ASSET questionnaire (Appendix 2), which
explored and compared results with that of the first PPU survey (Appendix 1). The
qguestion | posed to the second Talent Management Cohort was...

“How does Wellbeing impact on the life of individuals employed by Lancashire

Constabulary in the Service Categories 0-7 years, 8-25 years and 26 years and over.”
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The group worked in three teams of four, each with one of these categories. They
reported back by way of short group presentations. The findings were congruent
with those of the first cohort, providing support for those findings and informing the
second PPU survey (n=44) and providing hypothesis for a third survey (n=48) |
labelled Talent Management. Subsequent surveys were carried out on the
Superintending ranks, Response teams; and an organisation wide survey including

those who had undergone resilience training, as illustrated in Table 2 below.

2.3 Methods - ASSET Surveys

Throughout these research papers | have utilised A Short Stress Evaluation Tool
(ASSET). This is used to provide a diagnosis of stress in the workplace, employing a
developed (valid and reliable) screening questionnaire (Faragher et al., 2004), which
in the cases modelled here was captured via an online self-administered survey
approach delivered and collected on a MS Sharepoint platform. The data was then
transferred from Sharepoint onto Excel, taken out of the Constabulary internal
systems and loaded onto SPSS at Lancaster University for analysis. It should be noted
that some analysis was done using MS Excel, such as the General Working
Population comparisons, which | will explain later in this chapter. This survey
instrument collects data from individuals on stress perceptions (potential stressors),
general health and attitudes of respondents towards their organisation. The survey
also measures job satisfaction and commitment to the organisation. Questions on
perceptions of your job and attitudes towards the organisation are measured on a six

point Likert scale ranging from Strongly Disagree to Strongly Agree. The health
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guestions are measured on a four point Likert scale from Never to Often. As stated,
although it can be used as a pen and paper survey, for these papers the survey was
written out on a Sharepoint platform within Lancashire Constabulary and sent
electronically to six pre-selected groups over the course of this study (2012-2015),

detailed in Table 2 below:

Group Name No of Respondents
PPU 1% Survey 71
PPU 2™ Survey 44
Talent Management Survey 48
Superintendents Survey 33
Response Survey 54
Resilience Survey 101

Total Respondents: 351

Table 2 — ASSET Surveys conducted 2012 — 2015 (Multiple cross-sectional design)

The question sets were a combination of the ASSET tool developed by Robertson
Cooper Ltd, biographical questions, questions designed to capture respondents use
of existing organisational wellbeing facilities (such as corporate gym memberships
and sports & social facilities), and personal responses in relation to feeling unwell
(testing for Leaveism).

Lancaster University Ethics Committee granted approval prior to the first survey

being sent out (2012).
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A pilot survey was conducted with 12 staff, a mixture of civilian staff and warranted
officers, as is represented in the PPU, prior to the first full scale survey. The purpose
of the pilot was to establish that the interpretation being attributed to each question
was as intended by myself. One of the participants in the pilot noted that there
ought to be an option to respond N/A to the Faith Questions posed. | amended the
survey, and subsequently respondents used his option (61% and 38% over the two
guestions). Another noticed a duplication of the grade LC10 (a civilian staff grade)
across two options, and potential for confusion if they had children aged 18yrs;
these errors were also rectified. | noted that apart from a few minor changes, it was
interpreted as | anticipated and the changes actually added to the survey, providing
a greater element of detail for analysis. The initial launch for the questionnaire
distribution was delayed due to an adverse government announcement that would
have potentially skewed the outcomes. On 4™ September 2012 the government
announced that as from 2015 there would be significant changes to the pension
scheme for Police Officers. This was met with angst amongst Police Officers, as the
changes would have a significant impact on their pay and conditions of service. After
consultation (with Prof Cooper) | decided that this announcement would have such a
significant impact on the survey returns, that | should delay it to allow for the effects
of this news to subside sufficiently so as not to significantly influence the results. The
first questionnaire (Appendix 1) was sent to 180 members of staff across the Public
Protection Department (PPU) of Lancashire Constabulary. This accounted for the

department in its entirety, including part-time staff. At the time of the survey there
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were no agency staff employed within the department. 71 respondents, equating to
a response rate of 29%, returned usable surveys. This allowed me to make a
confident generalisation of the findings across the Public Protection Unit, facilitating
comparison with the normative group (GWP) and of course, the second tranche.
Whilst the first survey was available for completion there were three communiqués
to staff reminding them that the survey was open (on Sharepoint). These were in
response to the pattern of returns, which seemed to suggest there was an
underlying reason the responses had stopped after a couple of weeks. | ascertained
that this was due to staff mistakenly believed they could partially fill it in, save it, and
then return to finish it at a later date. One of the communications sought to provide
clarity on this. Once that had been sent out, the returns began again. A further
communication reminded staff of the closing date, and the final was a notification on
the date of closing.

A later survey was also conducted with PPU (post resilience training). A total of 115
provided usable responses to the 2 PPU surveys. The responses were evenly
distributed across all in the departments, across all divisions and the headquarters
suite allowing it to be treat as a stratified sample. The survey instruments measured
potential exposure to stress in respect of a range of common workplace stressors.
Questions on perceptions of your job and attitudes towards the organisation are
measured on a six point Likert scale ranging from Strongly Disagree to Strongly
Agree. The health questions are measured on a four point Likert scale from Never to

Often. The scores for the core ASSET questions (which are on the general working
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population database n=39,240) are then converted into mean scores on a standard
ten (STEN) scale, which is a normally distributed 1 to 10 scale where the mean score
is 5.5 and the standard deviation is 2. Scores that are in the range 4 to 7 indicate that
the response is typical within the context of the normative group. Scores in the
range 1-3 and 8-10 indicate that the responses are more extreme than the
normative group, in terms of being more or less positive than the average. One of
the benefits of this is that | am able to communicate an almost immediate picture of
the status quo to the study sponsors. Also, | am able to collate baseline data prior to
any interventions (and the second survey), effectively the first study in a longitudinal
exercise. The scores were examined and compared to a database of over 39,000
responses from 27 organisations within the UK, some of those being police forces.
This is referred to as the General Working Population. A simple traffic light system
then indicated if the scores were more or less positive than the average national
picture in each of the key areas, compared to the general Working Population
(Appendix 3). Though it must be noted this did not feature in any of the published
papers within these thesis, | feel it is important to speak about this.

The survey was modified (Appendix 4) and conducted with a group of Police officers
that had completed 26 years and over service. The purpose of this was to capture
information on a diverse group within the service where hypothetically we may have
expected to find extremes in attitudes, perceptions and lifestyle. This was conducted
to follow on from the hypothesis generated by the 2" cohort of Talent management.

Within Lancashire Constabulary there are a total of 147 (as of 04/04/13) that fall into
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this particular category (service of over 25yrs). Conducted from a self-administered
ASSET questionnaire, | received 48 responses prior to the closing date. Data analysis
illustrates that the findings were not as anticipated, especially within the areas of
‘Workload’ and ‘Engagement,” which were more positive than the PPU findings.
Primarily conducted to provide a local picture in response to a wider national survey
conducted by Affinity (Donaldson-Fielder et al., 2014), a further survey was
conducted of the Superintending ranks within Lancashire Constabulary. The research
group for the fourth paper in this thesis, this survey was targeted at those police
officers performing at the senior ranks below the executive (n=33), including Chief
Superintendents, Superintendents and those who perform at the Superintending
ranks on occasion (Chief Inspectors who are eligible).

A further two surveys were conducted, using the same instrument and methodology,
the first looking at the picture for response officers (n=54), and the second looking at
a cross section of the working population in Lancashire Constabulary (n=101). This
use of multiple cross-sectional surveys was purposeful, and the rationale was to
utilise availability and [for me] to maintain a useful function within the research
organisation. | acknowledge the use of a randomised control trial would have
provided the ultimate gold standard research methodology, however this was simply
impractical in the circumstances. | would argue that this might have adversely
impacted on research output (i.e. publications) during the course of the study also.
In addition, the use of multiple small-scale studies has brought confidence to key

stakeholders within the organisation and has created far more acceptance of the
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role of research within the workplace, and the value it can add; especially at the
executive level (what would have been referred to as ACPO). Indeed to provide an
example of this, following the analysis of the first tranche of ASSET responses | held
professional discussions about the findings with the executive officers, which are
detailed later in the general discussion towards the end of this thesis. According to
Bosk,

“As a research method, fieldwork yields results that often are phenomenologically
rich, theoretically provocative and practically useful.”

(1979 p.212)

As such, the product of these discussions contains data that adds in terms of quality
and sense-making. It also assists in resolving a further issue that Bosk noted...

“All fieldwork done by a single field-worker invited the question, why should we
believe it?”

(Bosk, 1979 p.212).

Therefore, to publish peer reviewed research en route is, in my opinion, wholly
appropriate and adds value for academia and the subject organisation, in my case

Lancashire Constabulary; who now (2015) lead nationally on wellbeing.
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2.4 Methods - Resilience Training

This section highlights the practical interventions that were conducted during this
research, illustrating the applied nature and linking to the practical goals of the
study. During the course of this research Lancashire Constabulary ran three 1-day
resilience-training courses, provided by an outside specialist-training provider. The
course covered aspects known to impact on stress in the workplace, including the 4
key components of Confidence, Purposefulness, Social Support and Adaptability. The
classroom-based inputs involved slide-based learning, interactive activities and case
studies with a focus on aspects the strengthened personal resilience. The full training

programme is detailed in Appendix 4.

Three sessions were held:

Session Date Attendees
1 19/03/13 18
2 25/04/13 14
3 12/07/13 18

Table 3 - Resilience Training Sessions

All the sessions were hosted at Lancashire Constabulary HQ. Delegates underwent a
post-course internal evaluation questionnaire, which although not academically
robust (it was carried out by a police administrator from the police training school) it

provided an initial indication that delegates found the course useful and informative.

62



2.5 Conclusion

This chapter has detailed the methodology employed in this thesis, including the
overall research design, dealing with emergent themes (leaveism) by using a flexible
research design and details of how the overall research strategy was applied.

The following chapters contain the six papers detailed below, in which research
papers have each an individual methodology. The papers, where applicable, are
represented as they were published i.e. verbatim, including abstracts. Dependent on
publication the papers have structured abstracts.

To recap, the papers are presented as follows:

Paper 1 - Wellbeing, austerity and policing: Is it worth investing in resilience training?
Paper 2 - Asset rich, Peelers poor: Measurement and efficacy of resilience training in
policing

Paper 3 - Leaveism at work

Paper 4 - Leaveism and work-life integration: The thinning blue line

Paper 5 - Leaveism and Public sector Reform: Will the practice continue?

Paper 6 - Wellbeing and Engagement in policing: The key to unlocking discretionary
effort?

All of the papers were conceived, researched, written and submitted for publication

during the course of this study (2011-2015).
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Chapter 3 Paper 1 - Wellbeing, austerity and policing: Is it

worth investing in resilience training?

3.1 Abstract

The purpose of this paper is to deepen conceptual understanding of workplace
wellbeing in policing, particularly personal resilience. This is a conceptual paper
reviewing and discussing contemporary literature with a focus on themes congruent
with personal resilience in a police setting. This paper considers wellbeing in the
context of police work in the UK, and how resilience factors impact on an individual’s
working life; and the implications for policing generally.

People can be trained to improve their resilience by a host of activities and
approaches. These skills can be used to assess their own levels of resilience, and
inform how to manage others through a variety of techniques.

Some resilience factors are completely out of an individual’s locus of control; but
many are not. Organisations can contribute by providing training and creating
environments where individuals can practice these approaches as part and parcel of

their daily activity, and flourish from doing so.

3.1.1 Keywords

Wellbeing, Resilience, Performance, Training, Leadership, Environment, Policing

3.1.2 Paper Type

Conceptual Paper
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3.2 Introduction

Policing in the UK is undergoing a programme of unprecedented change. With
decreasing officers and staff in all forces, set against a background of increases in
complex criminal activity and changing crime trends. Together, these factors create a
working environment that can be particularly stressful for employees, and as such
lower performance levels may be experienced (Wright and Cropanzano, 2000c).
Work can be viewed in a number of ways, “...people with jobs focus on financial
rewards for working, rather than pleasure or fulfilment; those with careers focus
primarily on advancement; and those with callings focus on enjoyment of fulfilling,
socially useful work.” (Wrzesniewski and Dutton, 2001 p.184). The key aim of this
work is to understand and describe these factors, and to provide evidence that
resilience interventions can result in successful outcomes for both individuals and
policing organisations, and ultimately add public value (Benington and Moore, 2011).
“How we define wellbeing influences our practices of government, teaching, therapy,
parenting, and preaching, as all such endeavours aim to change humans for the
better, and thus require some vision of what better is.”(Ryan and Deci, 2001 p.142).
Robertson and Cooper posit that people with higher levels of psychological wellbeing
(PWB) are happier, more positive, likely to live longer; and from an organisational
perspective are a more valuable resource (Robertson and Cooper, 2011). They argue
that organisations, including police with whom they have conducted a great deal of
research, will benefit by creating an environment where employees can successfully

prosper, have a sense of purpose; and enjoy a fulfilling working life. If organisations
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succeed in this respect, they can expect dedication and optimum productivity in
return, “Work can make you sick — and work can make you happy. Which one
happens depends on who you are, what you do and how you are treated at work.”
(Robertson and Cooper, 2011 p.3). This proposition is supported by Oswald et al,
who also argue that happiness makes workers more productive (2014). Their study
explored a number of reward mechanisms, such as comfort food, watching comedy
films, as well as the opposite impact of discussing family tragedy. Warr and
Clapperton suggest that two terms are required when describing workplace
happiness, environment-centred and person-centred, and concede there is
considerable interaction between the two (2010).

In terms of cost, a recent freedom of information enquiry uncovered the extent of
sickness through mental health problems in the UK police. It reported 600,000
sickness days a year are lost to stress, anxiety or depression, with 78 officers
nationwide away from the workplace for an entire yea