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EXECUTIVE SUMMARY 

Sample and respondents 

 30,557 officers took part in the 2017 Pay and Morale Survey between April and June 

2017; a response rate of 25% of all federated rank officers in England and Wales.  

• The sample of respondents was broadly representative of federated ranks in England 

and Wales and was large enough that the percentages quoted in this report can be 

considered accurate within the normal bounds of academic rigour. 

Morale 

 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.  

 90% of respondents said that morale in their force was low and 94% said that morale in 

the police service as a whole was low. These proportions are slightly low than in 2015, 

but identical to those seen both last year and in 2014. 

 The factors most likely to have a positive impact upon respondents’ morale were their 

relationship with colleagues and how they are treated by their line manager. The factors 

most likely to have had a negative impact upon respondents’ morale were the way the 

police as a whole are treated, the way change is managed within the police and pay and 

conditions. 

 Low morale was most common amongst constables, respondents in London and the 

North West, respondents in Road Policing and respondents with between with between 

six and 25 years’ service.  

Engagement 

 More than two thirds of respondents said that did not feel valued in the police and 

would not recommend joining the police to others, whilst 65% of respondents said that 

they were proud to be in the police. 

 Constables and mid-career respondents were least likely to agree with engagement 

indicator. Limited differences in engagement were seen on the basis of region or role.  

Job satisfaction 

 63% of respondents were dissatisfied with their pension, two thirds of respondents said 

that they were dissatisfied with their basic pay, and at least seven out of ten 

respondents were dissatisfied with their allowances and overall remuneration; with the 

exception of pensions, these proportions are higher than any year since the Pay and 

Morale survey started in 2014. 
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 The proportion of respondents who were dissatisfied with their promotion prospects 

was smaller this year than in any year since the Pay and Morale survey started, however 

the proportion of respondents who were dissatisfied with the PDR process was higher 

than in previous years 

 Respondents were more likely to be dissatisfied than satisfied with how they were 

treated by senior managers. 

 Constables, respondents in London and respondents at the start of their service were 

more likely to be dissatisfied with their basic pay, whilst pension dissatisfaction was 

most common amongst mid-career respondents. 

 Differences in satisfaction across respondents in different roles were generally small. 

Cost of living 

 73% of respondents said that they felt financially worse off now than they did five years 

ago, whilst more than one in ten respondents said that they either never or almost 

never had enough money to cover all of their essentials. 

 46% of respondents who did not live in their force area said that the main reason for this 

was the cost of living in that area. 

 Respondents in London and the South East were much more likely to find the cost of 

living expensive or very expensive than respondents in other regions, whilst respondents 

in their probationary period were most likely to say that they can either never or almost 

never afford all of their essentials. 

Psychological contract 

 More than seven out of ten respondents did not feel the police had met its obligations 

to provide them with fair pay, whilst more than eight out of ten respondents did not feel 

that the police service had met its obligations to provide pay increases that maintained 

their standard of living. 

 Half of respondents disagreed that the police service had met its obligations to provide 

the necessary training for officers to do their job well or to provide up-to-date training 

and development; these proportions are higher than in 2016 

 Differences across different ranks in the perception that the police service had met its 

obligations were relatively limited, as well differences across different roles and regions. 

In addition, at least two thirds of respondents, regardless of length of service, disagreed 

that the police service had met its obligations regarding pay. 
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Organisational justice 

 36% of respondents said that they were fairly treated, compared to 32% of respondents 

who said that they were not fairly treated. The proportion of respondents who said they 

were not treated fairly, as well as the proportion who felt that that decisions that 

affected them were not made in a fair way and that felt the people they worked with 

were not treated fairly, have all increased since 2016.  

 At least two thirds of respondents did not feel that they were fairly paid considering 

their experience and training and the hazards, stresses and strains of their job. 

 All ranks have seen a decline in the proportion of respondents who felt that they were 

fairly treated since last year’s survey and this year only at Chief Inspector rank did a 

majority of respondents feel fairly treated. Differences in perceived fair treatment were 

relatively small across different roles, regions and lengths of service.  

 Constables and Sergeants were more likely to feel unfairly paid than members of the 

Inspecting ranks. Perceptions of fair pay varied only slightly on the basis of respondents’ 

region, role and length of service; however respondents at the start of their career were 

most likely to disagree that they were fairly paid according to the hazards, stresses and 

strains of the job. 

Workload and responsibilities 

 72% of respondents in this year’s survey said that their workload and responsibilities 

have increased in the last year; whilst 62% of respondents said that their workload had 

been too high in the last 12 months. 

 50% of respondents said that they would be willing to go the extra mile for the police, a 

decrease from 57% in 2016. 

 Respondents in supervisory ranks, in particular Chief Inspectors, were more likely to say 

that their workload and responsibilities have increased; Similarly, Chief Inspectors were 

most likely to say that their workload was too high. 

 Larger differences were seen across different roles, with respondents in Response 

policing and Investigative roles most likely to say that their workload was too high, 

whilst respondents in Operational Support and Intelligence roles least likely to say that 

their workload was too high. 

 Differences across regions and different lengths of service in terms of workload and 

responsibilities were relatively small.  
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Organisational Commitment 

 In terms of affective commitment, only 39% of respondents agreed that they felt a 

strong personal attachment to the police, although respondents were slightly more 

likely to agree with this statement this year than in 2016 

 For normative commitment, a majority of respondents disagreeing that the police 

deserved their loyalty and that they would not leave the service because of a sense of 

obligation to the people in it.   

 In terms of continuance commitment, 75% of respondents said that staying in the police 

was a matter of necessity as much as desire and 64% felt that they had too few options 

to consider leaving the police.   

 Chief inspectors, and respondents towards the beginning and end of their career were 

most likely to agree with affective and normative commitment statements; mid-career 

respondents were most likely to agree with continuance commitment statements. On 

the other hand, differences in commitment across different regions and roles were 

generally small.  

Promotion and progression 

 Four out of five respondents said that they have not applied for promotion to a higher 

rank; 14% of respondents said that they had applied for promotion but been 

unsuccessful, whilst 6% were currently in the process of apply for promotion 

 68% of respondents who had gone through the promotion process said that they were 

dissatisfied with the process. 

 The most common reason for not applying for promotion was that it would not be worth 

it for the responsibilities and pressures of the role,  

 This years’ survey also asked about the new Assessment and Recognition of Competence 

(ARC) assessment. Just under a quarter of respondents who were due to move to Pay 

Point 4 in the next 12 months said that they were very aware that they would be 

required to complete the ARC assessment in order to reach the next pay point.  

 45% of respondents who had completed the ARC assessment since January said that 

they were dissatisfied with the time taken to complete the ARC assessment; half said 

that they were dissatisfied with the amount of guidance and support they received and 

41% said that the ARC process was either unfair or very unfair. 

 Chief Inspectors and respondents with between six and 10 years’ service were most 

likely to have applied for promotion; respondents’ role and region had limited bearing 

on whether or not they had applied for promotion. 
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Intention to leave 

 13% of respondents said that they planned to leave the police either as soon as possible 

or within the next two years, an increase of two percentage points since 2016. 

 79% of respondents intending to leave the police said that their morale had a major 

effect on their intention to leave; whilst more than two thirds cited the impact of the job 

on their health and wellbeing and how the police as a whole are treated. 

 Constables, respondents in London and mid-career respondents were most likely to 

intend to leave the police.  

 Differences in reason for leaving generally did not differ substantially across different 

ranks, roles, regions or service lengths.  
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BACKGROUND TO THE 2017 PAY AND MORALE SURVEY 
The PFEW Pay and Morale Survey obtains federated rank members’ views on their current 

pay and conditions, as well as their attitudes to their work and the police service in general. 

The Pay and Morale survey is an annual survey, which has been conducted each year since 

2014. This year’s survey was open between April and June 2017. The survey was circulated 

to members via the Police Federation’s National Member Database and via local Joint 

Branch Boards. In total, 30,557 responses were received. After data cleansing the total 

number of responses was reduced to 30,209, representing a response rate of approximately 

25% of all federated rank officers in England and Wales. Statistically, the sample size was 

large enough that the percentages quoted in this report can be considered to be accurate 

within the normal bounds of academic rigour.1   

The Pay and Morale Survey is used as evidence for the Police Remuneration Review Body 

(PRRB) and provides an insight into officers’ attitudes towards their pay and conditions 

across England and Wales. In particular the survey focussed on officers’ morale and the 

factors that affected it, as well as officers’ views on the adequacy and fairness of their pay 

and remuneration. As in previous years, the survey asked officers about their likelihood of 

staying in or leaving the police service as well as the factors had the biggest impact on their 

intention to leave, to allow a better understanding of why officers were planning to leave 

the police service. The survey also addresses officers’ organisational commitment, to 

understand reasons for staying in the police, as well as reasons for leaving. 

Although the two main topics covered by the survey are pay and morale, the survey also 

sought officers’ opinions on aspects of their professional development included their 

promotion prospects and career opportunities, their satisfaction with their training 

opportunities and their attitudes towards new initiative introduced by the College of 

Policing.  

 

AIMS OF THE STUDY 

The five main aims of the study were to: 

 provide information for the Police Remuneration Review Body regarding whether 

the pay and conditions are consistent with attracting and retaining sufficient 

personnel in the service, their capability, and the extent to which personnel are 

motivated;  

                                                      
1
 Margin of error of ±1% with a 99% confidence level 
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 better understand the impact of recent reform to officers’ pay and conditions;  

 compare members’ current experiences and attitudes against the 2014 and 2015 

survey findings; 

 benchmark against other organisations, such as the Armed Forces, by including 

standard measures; and 

 provide evidence for ongoing PFEW policy development. 

 

FINDINGS 

The results can be split into nine areas: 

Morale Findings cover officers’ own morale and their perceptions of morale in 
general and across their force and the service as a whole. They also 
look at how various changes to pay and conditions have impacted on 
morale.  

Engagement Findings cover officers’ pride in the police, the extent to which they are 
motivated and inspire to work towards the objectives of the police 
service, as well as their attachment to the police.  

Job satisfaction Findings cover officers’ satisfaction with various aspects of their job 
including basic pay, allowances and pensions, treatment by the service 
in respect of management, promotion and training; as well as working 
hours and shift pattern. 

Cost of Living A new section in this year’s survey addressed officers’ evaluation of the 
cost of living in their force area, as well as whether their salary allowed 
them to cover their essentials each month. In this section officers in 
the South East were asked about their attitudes towards their regional 
allowances. 

Psychological 
contract 

Findings cover officers’ views on whether the police service had met its 
obligations with regards to various components of their psychological 
contract with the police, including in terms of fair pay and fair 
treatment, support for training and promotion, and working time. 

Organisational 
Justice and 
Fairness 
 

Findings cover officers’ perceptions of procedural justice, relating to 
their feeling that they and their colleagues are treated fairly within the 
police service. They also cover officers’ perception of distributive 
justice, in particular whether they believe that they are fairly paid given 
the hazards and stresses they faced as well as the level of effort and 
experience required in their job. 

Commitment Findings in this area covered officers’ commitment to the police and 
why officers chose to stay in the police. Three aspects of commitment 
were addressed: affective commitment (wanting to stay in the police), 
continuance commitment (needing to stay in the police), and 
normative commitment (feeling an obligation to stay in the police)  
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Workload and 
Working Hours 

Two questions were asked as to whether officers felt their working 
hours and shift patterns were fair. Questions also addressed officers’ 
rating of their workload over the last 12 months and whether or not it 
has increased during that time. Two satisfaction questions were also 
asked about working hours and pattern, which formed part of the job 
satisfaction scale 

Pension Findings in this area addressed the extent to which officers’ pensions 
made them more or less likely to leave the police; in addition the 
reasons for this were measured, with a separate set of possible 
responses provided to officers who said that their pension made them 
more likely to stay, and to officers who said that their pension made 
them more likely to leave. 

Promotion and 
Progression 

Officers’ experiences of the promotion process (in particular the new 
National Police Promotion Framework) were investigated. Respondents 
who did not apply for promotion were asked to indicate their reasons 
for not applying for promotion. Respondents who had completed, or 
would soon be completing, the new Assessment and Recognition of 
Competence assessment were also asked about their experience and 
knowledge of the process. 

Intention to stay 
in or leave the 
service 

Officers were asked what their intentions were with regards to staying 
in or leaving the police service, and were provided with four options: “I 
intend to stay until pension age”; “I will stay for at least the next 2 
years”; “I am planning to leave within the next 2 years”; and “I am 
currently seeking alternative employment”.  
Officers who said that they intended to leave the service were also 
asked what factors had affected their decision. This covered a number 
of areas including satisfaction with their day-to-day role, the impact of 
the job on their family and wellbeing, opportunities outside the police 
and their treatment within the police. 

 

 

OFFICERS’ COMMENTS 

Survey respondents were asked to provide further information on their opinions and 

experiences using open text response boxes at several points during the survey. As well as 

summarising the statistical data gathered from the workforce survey, this report also 

presents a selection of these responses. 
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COMPARISONS 

To provide further context for the findings presented in this report, each section also 

compares the findings of the PFEW survey with other large scale public sector surveys. 

These include the Armed Forces Continuous Attitude Survey (AFCAS), which measures 

attitudes of armed forces personnel, and the Civil Service People Survey. Two comparisons 

are used within this latter survey; firstly the Civil Service as a whole and secondly the 

National Crime Agency (NCA).  
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MORALE 

Summary 

 60% of respondents said that their own morale was low; a bigger proportion than 

reported low morale in 2016, but a smaller proportion than reported low morale in 

2017. 

 90% of respondents said that morale in their force was low and 94% said that morale in 

the police service as a whole was low. These proportions are slightly low than in 2015, 

but identical to those seen both last year and in 2014. 

 The factors most likely to have a positive impact upon respondents’ morale were their 

relationship with colleagues and how they are treated by their line manager. 

 The factors most likely to have had a negative impact upon respondents’ morale were 

the way the police as a whole are treated, the way change is managed within the police 

and pay and conditions. 

 Since 2016 there has been an increase in the proportion of respondents saying their 

morale has been negatively affected by their work-life balance, their health and 

wellbeing, their workload and responsibilities and their day-to-day job role. 

 Low morale was most common amongst constables and least common amongst chief 

inspectors 

 Respondents in London and the North West were most likely to report low morale; 

respondents in the South West were least likely to report low morale; the largest 

differences compared to 2016 were seen in the North West, Wales and the Eastern 

region. 

 Respondents in Road Policing were most likely to report low morale; Road Policing and 

Investigations both saw a six percentage point increase in the proportion of respondents 

with low morale compared to last year. 

• More than six out of ten respondents between with between six and 25 years’ service 

said that they had low morale. Probationers and respondents with more than 30 years’ 

service were least likely to say that their morale was low. 
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What is morale and why is it important? 

Morale reflects the “energy, enthusiasm, team spirit and pride” that people experience 

within their organisationi. Organisational health researchers see morale as an emotion-

based aspect of psychological well-being at work, which is distinct from other aspects of 

psychological well-being such as job satisfactionii,iii. Researchers also distinguish 

workgroup/organisational morale from individual morale, and argue that the former 

concept refers an aspect of the organisational climate and reflects workers’ experience of 

the overall emotional well-being of their workgroup or organisationiv,v.  

Studies have indicated that organisational morale and individual morale are associated with 

a number of important work outcomes. For instance, perceptions of organisational morale 

significantly predict turnover intention, work-related stress, motivation, extra-role 

behaviour and workplace productivityvi,vii. Individual morale has been shown to be a 

significant predictor of turnover intention, as well as workers’ evaluations of the importance 

and utility of their work, extra-role behaviour and performanceviii,ix,x. Research into the 

specific consequences of police morale has found officers’ morale to be a better predictor of 

withdrawal behaviours (including stress-related absence) than other factors typically 

associated with withdrawal, such as psychological distress at workxi.  

Morale was measured using three items, asking officers to rate their own morale, the, the 

morale of their force and the morale of the police service as a whole. It is worth noting that 

items to measure morale were designed to mirror items contained in the Armed Forces 

Continuous Attitude Survey, (AFCAS), to facilitate comparison against the Armed Forces.  

 

Overall findings 

60% of respondents in this year’s survey said that their own personal morale was low. The 

proportion of respondents reporting low morale this year was larger than in 2016, although 

was lower than its peak of 70% in 2015. In addition, around nine out of ten respondents 

said that morale in their force and morale in the police service as a whole was low. The 

proportions of respondents reporting low force morale and low service morale this are 

therefore very similar to those seen last year (in 2016 these proportions were 90% and 94% 

respectively). 
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Table One: Proportion of respondents reporting low and high morale 

 Low Morale High Morale 

Personal morale 60% 14% 

Force morale 90% 1% 

Police service morale 94% <1% 

 

Chart One: Proportion of respondents reporting low morale in since 2014 

 

 

A majority of respondents said that their relationship with colleagues and how they were 

treated by their line manager had a positive impact upon morale. The factor most likely to 

have a negative impact on respondents’ morale was how the police as a whole are treated 

– with 85% of respondents saying this negatively affected their morale. The proportion of 

respondents who said that this factor has a negative effect on their morale has not changed 

substantially in the last year, when it was also the most commonly cited reason for low 

morale. 

 This year, around eight out of ten respondents said that how change is managed within 

the police service had a negative impact upon their morale. This is the first year that 

change management was included within the survey; therefore comparisons with previous 

years are not possible. A number of respondents’ commented on the extent of change 

within the police service and within their force, with a repeated reference to the perception 
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that there was often “change for change’s sake” with little consultation or input with rank-

and-file officers. 

“Change is inevitable but there often appears to be change for changes 

sake! Often driven by promotion and whatever change is implemented is 

always hailed a success but then change happens again. Often change is 

good, like the recent changes to the fraud investigative process, I believe 

are a good thing but [my force] is in a constant state of flux and there are 

many resources engaged in the change branch who appear to be hiding 

from real police work and focusing on change for change sake.” 

Sergeant, 22 Years’ Service 

“There is no interaction with the police on the streets doing to actual job 

when implementing change. The change is usually as a result of a civilian 

with no policing experience, applying a business model to policing which 

quite often just doesn't work. It wastes time and money when it has to be 

changed yet again because it didn't work.” 

Constable, 17 Years’ Service 

“The main impact has been the constant change, the unsettled feeling of 

not knowing what is changing and the transitional phases that take time to 

embed. These have unsettled everyone’s morale. Luckily due to good line 

management I feel in general ok but realise many don't. Senior managers 

appear not to understand the change and the impact on the lower ranks.” 

Sergeant, 14 Years’ Service 

 

This year’s results also showed that since 2016 there has been an increase in the 

proportion of respondents saying their morale has been negatively affected by their work-

life balance, their health and wellbeing, their workload and responsibilities and their day-

to-day job role. For instance, whereas 52% of respondents in 2016 said that their workload 

and responsibilities had a negative impact on their morale; in 2017 this proportion was 61%. 

The impact of workload on morale was a consistent theme within respondents’ comments, 

with around 10% of officers who provided explanations for their answers on these questions 
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making specific reference to their workload, and the impact this had on their wellbeing and 

life outside of work. 

Table Two: Factors with a negative and positive effect on morale in 2016 and 2017 

Factor Negative effect on 
morale  

Positive effect on 
morale  

 2017 2016 2017 2016 
 

How the police as a whole are treated 85% 84% 4% 4% 

Management of change within the 
police 

80% - 4% - 

Pay and benefits  73% 71% 7% 6% 

Work-life balance 65% 58% 14% 16% 

Impact of the job on health and 
wellbeing 

62% 54% 15% 15% 

Workload and responsibilities 61% 52% 13% 15% 

Opportunities for development and 
promotion 

53% 50% 10% 6% 

Treatment by senior managers 49% 42% 20% 20% 

Day-to-day job role 48% 40% 25% 26% 

Treatment by line manager 18% 15% 52% 49% 

Relationship with colleagues 16% 14% 53% 50% 
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 “The workload is far too high. I feel I am consistently working to my limits 

and am still achieving little. I am late most days, which has a detrimental 

effect on my family life. My children, because of the nature of shift work 

and because I am so often late, are increasingly uncertain about who will be 

looking after them. Because of the long hours and because of my workload, 

I am often tired and/or stressed and anxious on my rest days. This leads to 

feeling of guilt for neglecting my children for 6 days out of 10 and I don't 

then feel able to take time to pursue my own interests or to improve my 

general health and fitness .This severely impacts my enjoyment of life and 

very much reduces my happiness.” 

Constable, 8 Years’ Service 

“I do feel that there are simply too few officers working. We have ever 

increasing workloads , with new standards of crime recording, new 

methods of investigation and greater accountability all meaning that the 

same number of crimes take much longer to deal with. Although the figures 

may indicate that we have the same number of crimes (or even fewer) as 

three or four years ago, each crime is more labour intensive than ever - I do 

not feel like this is ever highlighted. One of the results if this is officers 

working 3/4 hours overtime on an almost daily basis (often not claiming the 

overtime). I enjoy my job and I find it challenging and rewarding, but I do 

like to see my wife and children from time to time! This all makes the job 

highly stressful at times and clearly impacts on morale.” 

Constable, 4 Years’ Service 

“I have a role that now has triple the responsibility and workload to what it 

had six years ago. I work at a level above my rank and responsibility but 

that is not financially recognised. My team has greater workloads for less 

officers and staff but with the same expectations from SMT. My health and 

wellbeing has been directly affected by my workload and job expectations.”  

Inspector, 29 Years’ Service  
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Comparisons 

The Armed Forces Continuous Attitude Survey (AFCAS) is the only other national staff survey 

to specifically ask questions regarding morale in the same way as the PFEW survey. In the 

2017 AFCAS survey, 32% of non-officer ranks said that their morale was low; this is a slight 

increase compared to 29% of non-officer ranks who said that their morale was low in 2016. 

However substantially fewer AFCAS respondents said that their morale was low compared 

to PFEW survey respondents; where the proportion reporting low morale this year was 60%.  

61% of non-officer ranks in the 2017 AFCAS survey said that morale in the service as a whole 

was low. This has increased from 53% since last year; however again this is much lower than 

the PFEW survey, where more than nine out of ten respondents felt that service morale was 

low. 

 

Differences between groups 

Rank 

As in previous years, constables were most likely to report low morale; 64% of respondents 

in this group said that their morale was slow. Chief inspectors were least likely to report 

low morale, with 36% of respondents reporting low morale. However compared to last 

year, all ranks had a larger proportion of respondents reporting low morale.   

Chart Two: Proportion of respondents reporting low morale since 2014 (by rank)
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Relatively few differences were seen in the reasons for low morale amongst different ranks.  

In particular, how the police as a whole were treated, management of change within the 

police and work-life balance were amongst the factors most likely to have a negative impact 

upon morale for all ranks. A majority of constables, sergeants and inspectors also said that 

their pay and benefits had a negative impact upon their morale.  

It is however useful to note that, as discussed below, respondents’ engagement and 

evaluations of organisational justice (including perceptions of being valued and fairly treated 

in the police) also increased with rank. Factors such as this may also help explain why this 

same pattern was observed for respondents’ morale. 

Table Three: Factors most likely to have negative effect upon morale (by rank) 

Constable Sergeant Inspector Chief Inspector 

How the 
police are 
treated 

86% How the 
police are 
treated 

84% How the police 
are treated 

77% How the 
police are 
treated 

72% 

Management 
of change 
within the 
police 

81% Management 
of change 
within the 
police 

79% Management 
of change 
within the 
police 

73% Work-life 
balance 

68% 

Pay and 
benefits 

74% Pay and 
benefits 

72% Pay and 
benefits 

62% Management 
of change 
within the 
police 

63% 

Work-life 
balance 

67% Work-life 
balance 

62% Work-life 
balance 

57% Workload and 
responsibilities 

61% 

 

Compared to last year, all ranks were more likely to say that their work-life balance, their 

health and wellbeing and their workload and responsibilities had a negative impact upon 

their morale.  Notable examples include:  

 Last year 53% of constables said that their workload and responsibilities had a 

negative impact upon their morale; this has risen to 62% this year.   

 The proportion of sergeants who said that their health and wellbeing had a negative 

impact on their morale increased from 51% in 2016 to 58% in 2017. 

 In 2016 58% of chief inspectors said that their work-life balance had a negative 

impact upon their morale; in 2017 this proportion was 68%.  
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“I am supposed to be a front line Response Sergeant being out on the 

streets, working alongside and supporting my Officers on a daily basis. 

However now 95% of my time is sat behind the desk on the computer. This 

is due to reduction in Officer and staff numbers and the removal of other 

departments has meant that their responsibilities have been passed to 

front line Sergeants to deal with. I now do the work that 3 years ago was 

done by 5 other people/ departments. In return I have had no 

compensation for this, i.e. no increase in pay. But the risk factor of the 

decisions I now need to make has increased, my responsibilities has 

increased and the rate of criticism and complaint has increased. This in turn 

has increased my stress levels and those of my colleagues as well who are 

in the same position.” 

Sergeant, 18 years’ service 

“I have been working for the police for 5 years. In this time, I have seen a 

massive change in the police as a whole. Reduced officer numbers and staff 

have made a difficult job even more difficult. Officers appear more tired 

and stressed, and are often late off and are having weekly leave days 

cancelled. This has a negative effect on their work life balance. I think 

officers do appreciate that to a certain extent “it is the job.” But they 

seemed to be getting stretched more and more, close to breaking point.” 

Constable, 5 years’ service 

“Officers on the street, who look around the parade room to see just a 

handful (not even that) of colleagues available for back-up has a daily effect 

and causes a constant erosion of morale. As an Inspector the decisions I 

have to make on a daily basis, often due to poor staffing levels, puts me in a 

world overshadowed by stress and professional risk. The decisions taken by 

the Force, in order to shoehorn some sort of service into the government's 

austerity package, means that I am covering a wider geographical area, thus 

adding to the daily professional and personal risk that I take ... for no extra 

money.” 

Inspector, 19 Years’ Service  
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Region 

Respondents in London and in the North West were most likely to report low morale in 

this years’ survey - 64% of respondents in both of these regions said that their morale was 

low. Respondents in the South West were least likely to report low morale. However overall 

respondents’ region had appeared to have relatively limited impact on their morale and a 

majority of respondents in all regions still said that their morale was low.  

 

Figure One: Proportion of respondents reporting low morale (by region) 

 

 

Although the proportion of respondents reporting low morale has increased across all 

regions in the last year; the increase has been more pronounced in some regions than 

others. For instance, in the North West, the proportion of respondents reporting low 
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morale has increased from 56% in 2016 to 64% in 2017. In addition, in both Wales and the 

Eastern region, the proportion of respondents reporting low morale this year was 59%, 

compared to 52% the previous year. 

Chart Three: Proportion of respondents reporting low morale since 2014 (by region) 
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Generally, there are more similarities than differences in the reasons for low morale, with 

the way the police as a whole are treated, management of change within the police, pay and 

benefits and work-life balance most likely to have a negative impact upon morale regardless 

of respondents’ region. 

However respondents in London were more likely to say that their pay and benefits had a 

negative impact on their morale compared to respondents in other regions. Respondents 

in London were also most likely to say that management of change within the police had a 

negative impact upon their morale, whilst respondents in the North West were most likely 

to cite their work-life balance as having a negative impact. Differences across regions for 

these factors were however relatively small. 

 

Table Four: Factors most likely to have a negative effect on morale (by region) 

North West North East Midlands Eastern 

How the 
police are 
treated 

86% How the 
police are 
treated 

85% How the police 
are treated 

86% How the 
police are 
treated 

84% 

Management 
of change 
within the 
police 

81% Management 
of change 
within the 
police 

77% Management 
of change 
within the 
police 

81% Management 
of change 
within the 
police 

77% 

Pay and 
benefits 

74% Pay and 
benefits 

71% Pay and 
benefits 

71% Pay and 
benefits 

68% 

Work-life 
balance 

70% Work-life 
balance 

66% Impact of the 
job on health 
and wellbeing 

63% Workload and 
responsibilities 

64% 
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Table Four (continued). 

South East South West Wales London 

How the 
police are 
treated 

85% How the 
police are 
treated 

83% How the police 
are treated 

83% Management 
of change 
within the 
police 

87% 

Management 
of change 
within the 
police 

78% Management 
of change 
within the 
police 

77% Pay and 
benefits 

74% How the 
police as a 
whole are 
treated 

86% 

Pay and 
benefits 

70% Pay and 
benefits 

66% Management 
of change 
within the 
police 

74% Pay and 
benefits 

84% 

Work-life 
balance 

67% Work-life 
balance 

64% Work-life 
balance 

67% Work-life 
balance 

63% 

 

 

“The severe and deep cuts to [my force’s] pay and conditions has severely 

affected morale. The Police service seems to have taken more than its fair 

share of cuts. Due to the numerous cuts, my monthly take-home pay now is 

usually less than it was 9 years ago when I was a rank lower. I have advised 

both of my children to look for a career elsewhere, definitely NOT a one in 

the police. Were it not for the precarious state of the jobs market generally, 

I think a very large number of officers would leave in an instant.”  

Sergeant, 26 years’ service (London)  
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“In May 2016 [my force] changed the way that front line Policing was 

conducted. This was a big change for the worse that has affected not just 

the morale, stress levels and work life balance of Police Officers but also 

members of the public. In my view members of the public no longer get the 

service they deserve. Officers’ workloads are impossible to manage under 

this new system. Due to this Officers will inevitably make mistakes or miss 

things. Officers have crimes they are unable to investigate due to the 

commitments of the incident queues and more importantly they have no 

time to prepare files for court. I firmly believe that Officers are expected by 

supervision to work their Rest Days to keep up to date with their 

workload.” 

Constable, 9 years’ service (North West) 

“I completely agree that change is often necessary but the way it's thought 

out and implement in [my force] appears to be very haphazard and doesn't 

appear to take into account the potential effects it has on officers until the 

change has already been brought in and has had a negative effect on the 

workforce.” 

Constable, 9 years’ service (London) 
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Role 

Across all roles, the proportion of respondents reporting low morale was higher in 2017 

compared to 2016. Mirroring previous years’ surveys, respondents in Road Policing were 

most likely to report low morale; more than two thirds of respondents in this role said that 

their morale was low. Road Policing also saw one of the largest increases in the proportion 

of respondents reporting low morale, along with respondents in an Investigations role; Road 

Policing and Investigations both saw a six percentage point increase in the proportion of 

respondents with low morale compared to last year. 

Chart Four: Proportion of respondents reporting low morale since 2015 (by role)  
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“Road Policing is treated with total disregard by Management within [my 

force]. Our core role is constantly detracted from to support staff shortages 

in response units and there appears a lack of understanding of the 

importance of preventing road casualties despite reducing harm being a 

Force Priority. I am becoming deskilled and overly concerned about the 

amount of sickness due to emotional and mental trauma within our Staff. 

Staff numbers are in my view critically low; but nobody appears 

concerned.”  

Constable, 19 Years’ Service (Road Policing) 

“I am a detective and I feel that I am undervalued compared to uniform 

colleagues. I perform a difficult role and I am an officer who regularly takes 

on difficult investigations and although a detective still uses my power of 

arrest on a regular basis. The fact that many specialist roles have been 

opened up to PC's has had a very negative effect on me. I am unable to 

move from my current post to a specialist post and have been gazumped by 

officers who have not had to commit to being a detective in difficult 

circumstances learning the trade. This is an issue that has not been 

addressed by senior management. Instead of addressing the issue it has 

been swept under the carpet.” 

Constable, 14 Years’ Service (Investigations) 

“As a detective I find the workloads are increasingly greater with fewer 

officers which is most certainly bringing morale down in the CID. People are 

retiring and not being replaced or going back to uniform to avoid the strains 

of borough CID. There is no incentive to motivate people to apply to 

become a detective, no uniform/clothing allowance (so already financially 

worse off), exams, courses and work books to complete, very large 

workloads (due to lack of DCs) including high risk cases, regularly managing 

trials at court and liaison with CPS; and much more.” 

Constable, 11 Years’ Service (Investigations) 
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Again, few differences were seen in the factors most likely to have a negative impact on 

morale amongst respondents in different roles; with how the police as a whole are treated, 

change management and pay and benefits generally most likely to have a negative impact 

upon morale for all respondents regardless of role. 

Compared to 2016 across all roles there has been an increase in the proportion of 

respondents who said that their work-life balance and their health and wellbeing had a 

negative impact on their morale. Most notably, there has been a ten percentage point 

increase in the proportion of respondents in either an Investigations or Intelligence role who 

said that their work-life balance had a negative impact on their morale. Similarly the 

proportion of respondents in a Road Policing role who said that their health and wellbeing 

had a negative impact on their morale was ten percentage points higher in 2017 than in 

2016. 

Table Five: Negative effect of work/life balance and health and wellbeing on morale in 

2016 and 2017 (by role) 

 Work/life balance Health and wellbeing 

 2017 2016 2017 2016 

Response  77% 72% 69% 63% 

Neighbourhood 65% 60% 61% 54% 

Custody 62% 54% 65% 60% 

Road Policing 66% 58% 66% 56% 

Operational Support 60% 52% 57% 50% 

Intelligence 48% 38% 51% 43% 

Investigations 66% 56% 60% 51% 
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Length of service 

Respondents with 2 years’ service or less and more than 30 years’ service were least likely 

to report low morale; around one in three respondents in these groups said that their 

morale was low. In comparison, more than six out of ten respondents with between six 

and 25 years’ service reported low morale.  

The most substantial difference since last year was seen amongst respondents with 

between 21 and 25 years’ service. In 2016 54% of respondents in this group said that their 

morale was low; in 2017, this proportion was 61%.  

As noted in previous year’s surveys, the finding that mid-service officers are most likely to 

report low morale is not unique to England and Walesxii. On the other hand, mid-service 

respondents in England and Wales have been most negatively affected by recent reforms, 

most notably the introduction of the CARE scheme, what have had a negative impact upon 

morale for many officers. 

“I have had my pension destroyed and this has a huge effect on my morale 

and I have lost all drive and ambition I once had. I was self motivated and 

extremely keen and received several commendations, however since the 

pension change/pay freeze and removal of special priority payment I have 

totally lost interest/motivation in the Police.” 

Constable, 15 years’ service 

“Morale is at an all time low with no support for officers at all ranks. 

Officers not paid enough for the job we do. Goal posts keep changing in 

relation to pensions - the pension promise when I joined is not the pension I 

would be receiving.” 

Sergeant, 14 years’ service 
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Chart Five: Proportion of respondents reporting low morale since 2015 (by length of 

service) 

 

 

For the most part, the factors affecting morale were similar regardless of respondents’ 

length of service, with how the police as a whole are treated, how change is managed within 

the police and pay and benefits most likely to affect respondents’ morale regardless of their 
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Respondents with over 20 years’ service were less likely to say that their morale was 

negatively affected by their work-life balance compared to respondents with short service 

lengths. Notably, the factor most likely to affect the morale of respondents in their 

probationary period was pay and benefits, more than two thirds of respondents stated 

that this factor negatively affected their morale. The issue of salary was raised by many 

probationers who provided comments within the survey. 

 

“I have chosen to become a PC after serving previously as a PCSO and 

before that as a special. Although I have taken the decision to join it 

frustrates me that I have not been able to join the pension scheme, simply 

because I cannot afford to. How can an organisation pay me nearly £1800 

per month (after tax) as a PCSO to £1200 as a PC, for a role which is far 

more challenging and demanding, has a greater impact on my social life and 

overall health and wellbeing due to shift work?”  

Constable, 1 year’s service 

“I have been the sole response officer on shift more than once, and in 5 

months on the beat have taken on in excess of 45 crimes. I have 

experienced work related stress and insomnia from not having the time on 

shift to process my workload and I believe this will only get worse with 

shifts becoming chronically understaffed. I would say the initial pay grade 

of patrol officers is extremely inadequate as they are exposed to all the 

same hazards, pressures and workloads of more experienced officers and I 

have to date not received a single protected learning day to process my 

paperwork due to there not being enough staff on shift to cover my 

absence to do this, therefore the suggestion that younger officers are not 

on beat as much is completely untrue.” 

Constable 1 year’s service 
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Table Six: Factors most likely to have a negative effect upon morale (by length of service) 

0-2 years 3-5 years 6-10 years 11-15 years 

Pay and 
benefits 

69% How the 
police are 
treated 

84% How the 
police are 
treated 

87% How the 
police are 
treated 

87% 

How the 
police are 
treated 

66% Management 
of change 
within the 
police 

75% Management 
of change 
within the 
police 

79% Management 
of change 
within the 
police 

80% 

Management 
of change 
within the 
police 

57% Pay and 
benefits 

75% Pay and 
benefits 

67% Pay and 
benefits 

73% 

Work-life 
balance 

57% Work-life 
balance 

73% Work-life 
balance 

70% Work-life 
balance 

67% 

16-20 years 21-25 years 26-30 years Over 30 years 

How the 
police are 
treated 

86% How the 
police are 
treated 

85% How the 
police are 
treated 

83% How the 
police are 
treated 

79% 

Management 
of change 
within the 
police 

81% Management 
of change 
within the 
police 

82% Management 
of change 
within the 
police 

84% Management 
of change 
within the 
police 

78% 

Pay and 
benefits 

79% Pay and 
benefits 

78% Pay and 
benefits 

68% Pay and 
benefits 

56% 

Work-life 
balance 

65% Impact of the 
job on health 
and wellbeing 

62% Impact of the 
job on health 
and wellbeing 

61% Workload and 
responsibilities 

51% 
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ENGAGEMENT 

Summary 

 More than two thirds of respondents said that did not feel valued in the police and 

would not recommend joining the police to others. 

 65% of respondents said that they were proud to be in the police, this proportion has 

increased slightly since 2016. 

 Constables were least likely to agree with engagement indicators; chief inspectors were 

most likely to feel valued and proud, and also most likely to recommend the police to 

others.  

 Respondents within their probationary period were most likely to agree, and least likely 

to disagree with engagement indicators; mid-career respondents were least likely to 

agree. 

 Limited differences in engagement were seen on the basis of region or role.  

 Differences since 2016 were relatively small and where observed were generally 

consistent across all groups. 

 As one except to this, the proportion of constables and chief inspectors who said that 

they did not feel valued has increased since 2016 whereas the proportion of sergeants 

and inspectors who did not feel valued has remained relatively constant.  

 

What is employee engagement and why is it important? 

Employee engagement is a complex concept, but one that has become increasingly 

important to human resource managementxiii. There are many different definitions and 

components of engagement; however we have followed the lead of other large-scale 

surveys, such as the Civil Service People Survey, and have focussed on what has been 

described as “psychological state” engagement. This form of engagement reflects feelings of 

commitment, involvement, empowerment and positive emotion at workxiv.  

Engagement in an organisational context has been linked to increased citizenship behaviour, 

higher job satisfaction, improved performance and lower turnover intentionsxv,xvi. Research 

addressing police officers’ engagement has also observed similar findings, in particular in 

relation to their intention to leave the policexvii, as well as a clearer understanding of the 

service’s strategic prioritiesxviii. 
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To measure engagement we used the same items as the Civil Service People Survey. These 

included “I would recommend joining the service to others” and “the Police inspires me to do 

the best in my job”. 

 

Overall findings 

More than two thirds of respondents said that did not feel valued in the police and would 

not recommend joining the police to others. In addition a majority of respondents did not 

feel that the police motivated them to achieve its objectives. In general, these proportions 

are very similar to those seen in last year’s survey.  

Respondents’ comments frequently made reference to increasing workloads and to pay and 

conditions when explaining why they did not feel valued and would not recommend the 

police to others. Comments also raised the fact that broader investment in the police, 

including in equipment and training, was also needed to demonstrate that officers were 

indeed valued by the government.  

 

“On the whole, the Police service has generally been good to me. However 

in recent years, pay, allowances and pensions are all being eroded while 

shifts and workloads get worse. While in the past I have recommended a 

career in the Police to friends and family, I would think twice now.” 

Constable, 26 Years’ Service  

“When I joined I was very proud to be a Police Officer, I loved the job and 

would recommend it to anyone. Now I don't enjoy it at all and don't like 

coming in because I know every day that I am here I will pick up more work 

that I will not be given the required time to complete.” 

Constable, 4 Years’ service  
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Chart Six: Proportion of respondents agreeing and disagreeing with engagement 

indicators 
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Constable, 29 Years’ Service 

“I feel that we are undervalued by the current and previous governments. I 

know the police service as a whole is an expensive one, but you cannot 

uphold the laws and be required to do what we are expected to do if there 

is not the investment in the service. Investment in people such as wages, 

training, equipment and ensuring that we as police officers feel that we are 

valued.” 

Constable, 14 Year’ Service  
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Chart Seven: Proportion of respondents disagreeing with engagement indicators since 

2014 
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“I am extremely proud of my profession, but disappointed at the failure of 

the service to manage public expectation, particularly in times of financial 

constriction. Everything is a priority and excessive change is made at every 

turn. Lip service is paid to any consultative process and officers who 

question such processes are branded as obstructive and stuck in their ways. 

The truth is that there is often poor communication and a reluctance to 

accept points of view that have been gained through experience.” 

Sergeant, 26 Years’ Service 

 

 

Comparisons 

Respondents in the PFEW survey were generally less likely to agree with engagement 

indicators than respondents in other workforce surveys. For instance, just 12% of PFEW 

respondents said that they felt valued within the police, compared to 58% of respondents in 

the NCA and 65% if respondents in the Civil Service. PFEW respondents were also least likely 

to recommend joining the service to others. 

One exception to this pattern was seen in the proportion of respondents who felt proud to 

be in the police. Although respondents in the PFEW survey were less likely to feel proud to 

be in the service than respondents in the AFCAS survey, a slightly higher proportion of 

respondents in the PFEW said that they felt proud compared Civil Service People Survey 

respondents, either the National Crime Agency or the Civil Service as a whole.  
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Table Seven: Comparison of the proportion of respondents agreeing with engagement 

indicators in the Pay and Morale survey with other public sectors surveys 

 PFEW 
Survey 2017 

Civil Service 
People Survey 
2016 (National 
Crime Agency) 

Civil Service 
People Survey 

2016 (all 
departments) 

AFCAS 2017 

The service 
motivates me to 
help it achieve its 
objectives 

15% 37% 44% 36% 

I feel valued in the 
service 

12% 58% 65% 31% 

I would recommend 
joining the service 
to others 

13% 37% 51% 39% 

The service inspires 
me to do the best in 
my job 

27% 41% 46% 42% 

I feel proud to be in 
the service 

65% 62% 59% 71% 

 

 

Differences between groups 

Rank 

Constables were least likely to feel valued in the police, more than seven out of ten 

respondents in this rank did not feel valued, compared to just one in ten who said that they 

felt valued. Chief inspectors were most likely to feel valued, nevertheless fewer than one in 

three agreed with this indicator.  

Moreover, the proportion of chief inspectors who reported feeling valued in the PFEW 

survey was still substantially lower than seen in the Civil Service People Survey, either within 

the Civil Service as a whole or in the NCA. As such, the experience of not feeling valued was 

still very common amongst all respondents, regardless of their rank. 
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The proportion of sergeants and inspectors who said that they did not feel valued has 

remained constant since 2016; however the proportion of constables who did not feel 

valued has increased from 69% last year to 71% this year. In addition, chief inspectors were 

also more likely to not feel valued this year; 42% of respondents at this rank said that they 

did not feel valued in 2016, this increased to 46% in this year’s survey.  

Chart Eight:  Proportion of respondents agreeing and disagreeing that they felt valued 

within the police (by rank) 

 

 

 “I do not feel valued by the government for the role that we do, we have 

had to face budget cut after budget cut which has impacted hugely on 

everyday policing. We are not given the right tools and equipment to do our 

jobs. We are not given adequate warm clothing. We are not given adequate 

IT equipment. We are expected to use tablets that often do not work, and 

freeze whilst out taking statements. I feel that a massive issue as a result of 

the budget cut is the lack of officers on the ground.” 

Constable, 11 Years’ Service 
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“I have been told that the police service are a valued organisation by the 

government, though it seems they have no idea what we do and the impact 

it has on our families. The job is hard enough and to be worrying how I am 

going to pay the bills is something I shouldn't have to do. I have felt the 

pain with the original pay freeze and the 7th year of 1% pay rises, though I 

have also seen the cost of living go up around 10% in the same time. We 

just can't go on working in this way and being paid so little.” 

Sergeant, 10 Years’ Service  

 

A similar pattern of results was seen for the proportion of respondents who would 

recommend joining the police to others; constables were least likely to recommend joining 

the police whilst chief inspectors were most likely to recommend joining the police.  These 

proportions have remained relatively stable since 2016.  

Chart Nine: Proportion of respondents agreeing and disagreeing that they would 

recommend joining the police to others (by rank) 
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“I would no longer recommend anyone to join the police, which is a sad 

state of affairs. This used to be a career to be proud of, but the moral within 

the police is rock bottom and is no longer the case. Recently we discussed if 

we could think of anything in the last five years that has been implemented 

into the police that has made our job any easier. We couldn't think of one 

thing, but rolled off many things that has made life a lot more difficult. As 

for the 1% pay rise we have been getting and then having to pay extra 

pension contributions so we are worse off, reflects how the government 

have no appreciation of us what so ever.” 

Constable, 22 years’ service  

I have two daughters and would actively discourage them from joining the 

organisation. Successive Governments have chipped away at our morale 

and reputation to the detriment of staff. I do not believe the pay is 

commensurate with risk and responsibility and that a career in private 

industry taking into consideration the numbers of staff we manage, would 

be a more lucrative option. 

Inspector, 24 Years’ Service  

 

A majority of respondents, regardless of rank, said that they were proud to be in the 

police. Moreover, compared to last year all ranks have seen an increase in the proportion of 

respondents who said that they were proud. However there were substantial differences 

between different ranks for these indicators, whilst 63% of constables said that they were 

proud to be in the police, 88% of chief inspectors said that they were proud.  
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Chart Ten: Proportion respondents agreeing and disagreeing that they felt proud to be in 

the police (by rank) 

 

 

“I just want to feel proud to be a police officer... to retire feeling I am glad I 

have devoted my career to this organisation..... not to be wishing away the 

last few years because I feel so demoralised and devalued.” 

Inspector, 25 Years’ Service 

“I am proud to be a police officer, I joined knowing that the police would be 

my family and my support and that there would be elements of the public 

and government that would not like us but will still call us when they need 

us.” 

Constable, 14 Years’ Service 
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Region 

The proportion of respondents who felt valued in the police did not vary substantially 

across different regions; ranging from 63% of respondents in the South West to 73% of 

respondents in London. Some regions (including the North West, Midlands, South East, 

Wales and the Eastern region) have seen a slight increase in the proportion of respondents 

who did not feel valued compared to last year. These differences however were modest. For 

instance, the largest difference across the two years was in Wales; in 2016 63% of 

respondents in this region did not feel valued whereas in 2017 this proportion was 67%. 

Figure Two: Proportion of respondents who did not feel valued in the police (by region) 
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In addition, relatively few differences were seen across different regions in the proportion 

of respondents who would recommend joining the police to others, with only a few 

percentage points separating the regions that were most and least likely to recommend 

joining the police.  There has also been little change since last year for this indicator; the 

largest difference between 2016 and 2017 was again in Wales; however the proportion of 

respondents in Wales who not recommend joining the police has only increased four 

percentage points in the last year, from 65% in 2016 to 69% in 2017. 

Figure Three: Proportion of respondents who would not recommend joining the police to 

others (by region) 
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Respondents’ region also appeared to have limited impact on the extent to which they 

were proud to be in the police; the proportion of respondents who were proud to be in the 

police ranged from 62% of respondents in the Midlands to 69% of respondents in Wales. 

Across all regions the proportion of respondents who were proud to be in the police was 

slightly higher in 2017 compared to 2016. 

Chart Eleven: Proportion of respondents agreeing and disagreeing that they felt proud to 

be in the police (by region) 
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Role 

Respondents in a road policing role were least likely to feel valued within the police, whilst 

respondents in a neighbourhood policing role were most likely to feel valued. As noted 

below, respondents in Road Policing role were also most likely to feel that they were not 

fairly paid compared to employees at other organisations and in relation to the 

responsibilities of their job; this can contribute to not feeling valued within the police.  

Chart Twelve: Proportion of respondents agreeing and disagreeing that they felt valued in 

the police (by role) 

 

 

Nonetheless, across all roles a majority of respondents did not feel valued. In addition, the 

proportion of respondents who did and did not feel valued has not changed substantially 

since last year, and the sense of not feeling valued with mentioned within a number of 

comments, regardless of respondents’ role. 
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“In my opinion Response Policing is undervalued. Response Officers are 

frontline, first attendees with usually the least financial support in their 

equipment/vehicles etc. At present they carry a high workload, with little 

opportunity on a daily basis to reduce this. They are tied to the radio and its 

call demand, more than any other role in policing. Response is the first 

department to have resources taken from it to cover other duties.” 

Sergeant, 29 Years’ service (Response) 

“We are under resourced on a massive scale. We are not supported or 

valued by the Home Office or Government. We are losing skilled officers in 

droves and there will be a massive skills gap and lack of experience. We lack 

resilience, if there is large scale civil disorder there are now insufficient 

trained officers to provide PSU for more than a few days deployment.” 

Sergeant, 26 Years’ Service (Investigations) 

 

Respondents in Operational Support or Road Policing roles were least likely to recommend 

joining the police to others, whilst respondents in a Response role were most likely to 

recommend the police. However again, the range of results for this indicator was small and 

around two thirds of respondents in a response role still would not recommend the police 

to others; and respondents’ comments about not recommending the police were not 

isolated to any particular role.  
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Chart Thirteen: Proportion of respondents agreeing and disagreeing that they would 

recommend joining the police to others (by role) 

 

 

“Would you recommend joining the Police Service to a friend, or family 

member? I think the answer to anyone below the rank of Chief Inspector 

would be a resounding "not on your life mate!" I can honestly say that I 

have actively discouraged many people who would have made exceptional 

Police Officers from joining as I believe that in the current environment, 

there is little to offer anyone as a career.”  

Constable, 15 Years’ Service (Investigations) 

“This should be a job to be proud of and one that gives job satisfaction 

however the sheer demands put on the organisation as a whole just leaves 

people stressed and unable to cope (subject to the role being carried out) 

Had I had a crystal ball some 10-15 years ago and could have foreseen what 

was going to happen, I would have left.” 

Constable, 18 Years’ service (Intelligence) 
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Respondents in a Response Policing role were also most likely to feel proud to be in the 

police: 70% of respondents in this role said that they were proud. Respondents in an 

intelligence role were least likely to feel proud; however at 57% a majority of respondents 

in this group still felt proud. This pattern is broadly similar to 2016, and across all roles the 

proportion of respondents who were proud to be in the police increased between 2016 and 

2017. 

As in previous years, respondents in a Response Policing role have a substantially lower 

average length of service to respondents in many other roles. It is therefore feasible that 

tenure-related rather than specific role-related factors might account for the slightly more 

positive responses to indicators or pride and willingness to recommend the police to others 

that are seen amongst respondents in this role. These tenure effects are discussed below. 

Chart Fourteen: Proportion of respondents agreeing and disagreeing that they felt proud 

to be in the police (by role) 
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“I was once very proud to be a police officer, loved coming to work, pay 

being a minor element to the job. However as you get older, marry, get a 

bigger house to accommodate children, pay becomes a more significant 

aspect compared to being a single young officer in service. Therefore the 

treatment of officers in respect of pay and conditions over the last 7 years 

sticks in the throat.” 

Constable, 21 Years’ Service (Investigations) 

“Being a police officer and what it represents is of high significance to me. I 

am proud of what I do and appreciate that I can help people in some of 

their most vulnerable periods in their life. I feel that carrying a workload as 

a response officer, however does not provide the public with a good quality 

service.” 

Constable, 10 Years’ Service (Response Policing) 

 

Length of service 

Probationers and respondents with over 30 years’ service were most likely to agree, and 

least likely to disagree that they felt valued. Despite this, less than one in three 

respondents in these groups felt valued. Excepting these groups, relatively few differences 

were seen on the basis of length of service, with at least two thirds of respondents with 

between 5 and 25 years saying that they did not feel valued. 
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Chart fifteen: Proportion of respondents agreeing and disagreeing that they felt valued in 

the police (by length of service) 

 

 

“The country is reliant on having a dedicated police service and it has been 

proven and publicised on a daily basis that overall this is the case. It is 

currently under resourced in almost every area, yet officers feel obliged to 

'make it work' for themselves, their colleagues and ultimately to do what 

they joined for.... to protect and serve the public. Morale is low and 

resourcing is at breaking point. The pay would not be the sole purpose for 

many officers staying in the Police, but why should the crucial work we 

undertake not be reflected in our pay?” 

Sergeant, 16 Years’ Service 
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Probationers were also most likely to recommend joining the police to others; although 

fewer than half agreed with this indicator. Again, these responses have not changed 

substantially since last year’s survey and at least two thirds of respondents with between 6 

and 30 years said that they would not recommend the police to others. Notable, even 

amongst respondents with more than 30 years’ service, a majority of respondents would 

not recommend joining the police to others. 

Chart Sixteen: Proportion of respondents agreeing and disagreeing that they would 

recommend joining the police to others (by length of service) 
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things as bad as they currently are. Current workloads are unsustainable; 
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each month because we have so few staff which leaves me physically and 

emotionally exhausted. Asking for leave is a constant battle. I do not 

believe that the senior management of the Police truly understand just how 

dire the situation is. The welfare of the people that I work with seems to be 

ignored by the organisation. I would no longer recommend a career in the 

Police Service to anybody.” 

Constable 8 Years’ Service 
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“I am coming towards the end of my service and am due to retire within 20 

months on a full pension of which I am very satisfied. I have had a full and 

varied career in the Police and enjoyed nearly all of it. However, I would not 

recommend it as a long term job now as the terms and conditions re pay 

and pensions are not worth the hard work and the detrimental effect this 

job has on your personal life.”  

Constable, 28 Years’ Service 

 

Regardless of service length, a majority of respondents said that they were proud to be in 

the police. Moreover for all service lengths the proportion of respondents who said that 

they were proud was higher this year than in 2016. 

As with other indicators of engagement, and other associated attitudes such as morale, 

respondents at the beginning of their policing careers were most likely to express pride; 

more than nine out of ten respondents in this group said that they were proud to be in the 

police. Similarly, following the same trend as other indicators, mid-career respondents were 

less likely to be proud to be in the police, for instance 59% of respondents with between 16 

and 20 years’ service expressed pride. 

Chart Seventeen: Proportion of respondents agreeing and disagreeing that they felt proud 

to be in the police (by length of service) 
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“I do this job because I am proud to, I want to help people, it has always 

been my dream and also because of the comradeship. To the organisation 

you are, unfortunately, just a number. They really don't care nor do they 

support you. It is only your team and your immediate supervisors on 

division that look after you; we look after each other because no one else 

does.”  

Constable, 1 Years’ Service  

“I used to love my job, I felt proud to be a police officer and used to go way 

beyond what I was required to do. Now, I come to work, do what I need to 

do and have no desire to do any more than is required. I am tired, have 

insufficient time off and feel drained from the ever increasing demand that 

senior leaders are expecting police officers to now complete.” 

Sergeant, 14 Years’ Service  
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JOB SATISFACTION 

Summary 

 Two thirds of respondents said that they were dissatisfied with their basic pay, and at 

least seven out of ten respondents were dissatisfied with their allowances and overall 

remuneration; these proportions are higher than any year since the Pay and Morale 

survey started in 2014. 

 63% of respondents said that they were dissatisfied with their pension 

 Respondent were most likely to be dissatisfied with Regional Allowances (London 

Allowance and South East Allowance) and Unsocial Hours Payments.  

 The proportion of respondents who were dissatisfied with their promotion prospects 

was smaller this year than in any year since the Pay and Morale survey started, however 

the proportion of respondents who were dissatisfied with the PDR process was higher 

than in previous years 

 Respondents were more likely to be dissatisfied than satisfied with how they were 

treated by senior managers, with 40% of respondents saying that they were dissatisfied. 

 The proportion of sergeants reporting dissatisfaction with pay and remuneration has 

increased more substantially since 2016, however constables were still slightly more 

likely to be dissatisfied. 

 Constables and Sergeants were more likely to express dissatisfaction with senior 

managers and in particular the proportion of Constables who were dissatisfied with 

senior managers has increased by six percentage points since 2016. 

 Respondents in London were more likely to be dissatisfied with their basic pay and with 

their overall remuneration than respondents in other regions; however differences on 

the basis of respondents’ region were relatively limited. 

 Differences in satisfaction across respondents in different roles were generally small. 

 Respondents at end of their service were least likely to be dissatisfied with their pay and 

remuneration, whereas respondents at the start of their service were most likely to be 

dissatisfied with their basic pay.  

 Pension dissatisfaction was at its highest amongst mid-career respondents, particularly 

between six and 20 years’ service. 

 Dissatisfaction with senior managers increased as service length increased and was most 

common amongst respondents with between 26 and 30 years’ service. 
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What is job satisfaction and why is it important? 

Job satisfaction has been defined as “a positive (or negative) evaluative judgement one 

makes about one’s job or job situation”xix and is another key aspect of psychological well-

being at workxx,xxi. In contrast to emotional aspects of well-being such as morale, job 

satisfaction is described as a “cognitive” dimension of well-being, insofar as workers make 

judgements about their job satisfaction by weighing up the positive and negative aspects of 

their work and work environmentxxii. Studies of police officers’ job satisfaction have found 

that taking into account organisational experiences (such as decision-making processes and 

the extent of red tape) as well as operational experiences offers significantly greater power 

to predict officers’ job satisfaction than operational experiences alonexxiii.  

Job satisfaction has been shown to predict a range of work outcomes, including 

absenteeism, strain and burnout, organisational performance and withdrawal 

behavioursxxiv,xxv,xxvi,xxvii. Meta-analytical results additionally indicate that job satisfaction is 

associated with actual (vs. intended) staff turnoverxxviii. Recent research specifically 

concerning police turnover found that job satisfaction was a significant predictor of officers’ 

intention to leave the service; and moreover that job satisfaction accounted for the 

relationship between officers’ working conditions and their turnover intentionsxxix.  

Job satisfaction was measured using twelve items, which asked officers to rate their level of 

satisfaction with a range of aspects of their job, including their remuneration, their working 

arrangements and how they are managed. 

 

Overall findings 

Two thirds of respondents said that they were dissatisfied with their basic pay, and at 

least seven out of ten respondents were dissatisfied with their allowances and overall 

remuneration. A larger proportion of respondents reported dissatisfaction with the pay, 

allowances and overall remuneration this year compared to last year’s survey; indeed these 

proportions are higher than any year since the Pay and Morale survey started in 2014. 

63% of respondents said that they were dissatisfied with their pension. This proportion 

was slightly lower than seen in 2016; however it is still higher than before the introduction 

of the CARE scheme in 2015 and still illustrates that a large majority of respondents are 

dissatisfied with their pension. 
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Table Eight: Proportion of respondents who were satisfied and dissatisfied with pay and 

remuneration 

Factor Dissatisfied  Satisfied 

Basic pay 66% 20% 

Allowances 70% 11% 

Overall remuneration (pay 
and allowances)  

72% 12% 

Pension  63% 23% 

 

Chart Eighteen: Proportion of respondents who were dissatisfied with pay and 

remuneration since 2014 

 

 

Respondents’ comments often highlighted that the impact of a below inflation pay rises on 

their living standards was a key reason for their dissatisfaction. However a range of other 

comments also came up repeatedly. In particular, respondents commented that the 1% pay 

rises in recent years showed a lack of recognition for the increased workloads and pressures 

they had experienced during this time. In addition, this year a number of respondents 

commented that the decreasing attractiveness of police pay and conditions did not seem to 

fit with the College of Policing’s emphasis on “professionalising” policing.  
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“I currently live on my own and find it difficult most months to cover all my 

bills and have money left over to enjoy doing things will my family. This is 

not a massive issue for myself as my wage only supports me. However if I 

were to have children like some of my other colleagues this would be a 

massive struggle on the basic wage by the time you have paid pension, tax 

and living expenses.”  

Constable, 1 Years’ Service  

“I feel that the lack of pay rises is a disgrace, I can only speak for myself and 

my team but we work our fingers to the bone, not even getting meal 

breaks, constantly working overtime, not for the luxury of extra cash but 

due to necessity of keeping Officers on the streets.” 

Sergeant 25 Years’ service  

“The pay has failed to keep pace with inflation over the last 5 years less 

than 1% pay rises whilst inflation bites seeing many other "professions" 

getting way above us and increasing demands to constantly do more for 

less has resulted in poor morale.” 

Sergeant, 29 years’ service  

“The plan for Policing in 2017 is muddled. One the one hand, we have a 

significant push to making it a "recognised profession", and applicants will 

be required to possess a Policing related degree before applying. On the 

other hand, the pay and conditions make it a less attractive position on a 

daily basis. “ 

Inspector, 16 Years’ Service  

 

To understand which allowances were most likely to cause respondents to be dissatisfied, 

respondents were provided with a list of the most common allowances currently available 

to officers in the federated ranks. A “not applicable” response was provided for 

respondents; therefore the proportions reported here reflect levels of satisfaction or 

dissatisfaction amongst respondents in receipt of a specific allowance. 
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In general, only a small proportion of respondents were satisfied with the allowances they 

received. However there was ambivalence towards a number of allowances, namely Away 

from Home Overnight allowance, Motor Vehicle Allowance and Dog Handlers Allowance, 

with a majority of respondents saying that they were neither satisfied nor dissatisfied.  

The allowances respondents were most likely to be dissatisfied with were Regional 

Allowances (London Allowance and South East Allowance) and Unsocial Hours Payments. 

A majority of respondents were dissatisfied with these allowances. Respondents were 

slightly more likely to be dissatisfied with their Unsocial Hours Payment this year than last 

year when 54% of respondents reported dissatisfaction. In comparison, the proportion of 

respondents who said that they were dissatisfied with their regional allowances increased 

from 52% of respondents in 2016 to 65% of respondents this year. 

Chart Nineteen: Proportion of respondents in receipt of specific allowances who were 

satisfied and dissatisfied with these allowances 

 

 

Respondents’ often commented on the higher costs of living in London and the South East 

as a reason for dissatisfaction with their regional allowance. However another frequent 

theme arising from the comments was frustration that although the maxima for South East 

Allowances were increased following last year’s pay review, this increase had not been 

actioned by individual forces. 
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“I find it absurd that living in the South East I am only paid £2,000 (South 

East allowance) more than Police Officers living in in other areas of the UK 

where some house prices are half the price or less than they are in the 

South East. This is clearly unfair and has a detrimental effect on my family 

life as I have to pay so much for my mortgage. The Chief Constable has been 

given the ability to increase the south east allowance but chose not to 

probably through fear of being criticised which is the easy option, rather 

than putting their workforce first.”  

Sergeant, 17 Years’ Service 

“My Chief Constable refused to increase the South East allowance despite a 

survey internally that officers wanted an increase. I cannot envisage a 

circumstance when a Chief Constable will ever agree to an increase. In 14 

years of Policing I have never had an increase in the South East allowance 

and yet the cost of housing has increased along with Council tax.” 

Constable, 14 Years’ Service 

 

The proportion of respondents who were dissatisfied with their promotion prospects is 

smaller this year than in any year since the Pay and Morale survey started, and for the first 

time, fewer than half of respondents said that they were dissatisfied with their promotion 

prospects.  In contrast, dissatisfaction with training has increased slightly in the last year. 

The aspect of development respondents were most likely to be dissatisfied with was the 

PDR process; the proportion of respondents who were dissatisfied with the PDR process 

has increased from 51% in 2016 to 57% in 2017. More than a quarter of respondents (27%) 

said that they had not had a PDR in the last 12 months; despite officers’ spine point 

progression now being linked to PDRs for all federated ranks.
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Table Nine: Proportion of respondents who were satisfied and dissatisfied with training 

and development 

Factor Dissatisfied  Satisfied 

Promotion prospects 48% 17% 

Opportunities for training 48% 25% 

Opportunities for 
Continuous Professional 
Development (CPD) 

46% 22% 

Training received 46% 27% 

Personal Development 
Review (PDR) process 

57% 14% 

 

Chart Twenty: Proportion of respondents who were dissatisfied with training and 

development since 2014 

 

 

For the most part, respondents were satisfied with the treatment they received from their 

line manager: this year only 13% of respondents said that they were dissatisfied. In 

comparison, 40% of respondents were dissatisfied with their treatment by senior 

managers. In addition, Respondents were more likely to be dissatisfied than satisfied with 
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when 36% of respondents said that they were dissatisfied with how they were treated by 

senior managers. 

Table Ten: Proportion of respondents who were satisfied and dissatisfied with their 

treatment by managers 

Factor Dissatisfied  Satisfied 

Treatment by senior 
managers 

40% 31% 

Treatment by line manager 
 

13% 68% 

 

Chart Twenty-One: Proportion of respondents who were dissatisfied with their treatment 

by managers since 2014 
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Respondents’ comments indicated that they often felt a lack of support from senior officers; 

a key theme this year was a sense that chief officers could do more to stand up for officers 

in their force and to ensure that there are sufficient resources to be able to do their jobs 

safely and effectively. 

 

“Chief Constables aren't brave enough to stand up and say that we do not 

have enough money so officers leave work every day knowing that they 

have stuck a very small inefficient plaster over a very big problem and have 

no satisfaction in doing so. There is nothing more demoralising that not 

having the time or resources to do a good job.” 

Constable, 11 Years’ Service 

“The Police service is top heavy with senior management that do not have 

clue about what officers on the ground have to deal with day in and day 

out. There is no recognition for the hard work that response officers do and 

every other department seems to get praised other than them. There is not 

enough Police officers to do our job properly and is no longer safe. It is only 

a matter of time before an officer is seriously injured, whilst senior 

management turn a blind eye. We do not have the equipment, technology, 

or staffing to perform the role effectively.” 

Constable, 3 Years’ Service 

“If the chief officers challenge the government dictates and begin to look 

after their own 'as well as' attend to anti-corruption and the rights of the 

public then this job in this country has the potential to return to the status 

it held as being the best police force in the world and most of us would then 

be 'proud' to serve again.” 

Constable, 11 Years’ Service 
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Comparisons 

44% of non-officer ranks in the 2017 AFCAS survey said that they were dissatisfied with their 

basic pay, compared to 30% who were satisfied. In addition, 55% said that they were 

dissatisfied with their pension. Both of these proportions were slightly higher than seen in 

2016, nonetheless respondents in the AFCAS survey were still less likely to be dissatisfied 

than respondents in the PFEW survey, particularly in regard to their basic pay. 

The Civil Service People survey reports only satisfaction and not dissatisfaction; however 

34% of respondents in the Civil Service People survey 2016 said that they were satisfied with 

their overall benefits package. This proportion was lower amongst respondents at the 

National Crime Agency at 19%, a decrease of two percentage points from 19% of 

respondents in 2015.  In contrast just 12% of respondents in the PFEW survey said that they 

were satisfied with their overall remuneration, indicating there still remained a higher 

degree of satisfaction amongst civil service employees than amongst PFEW survey 

respondents. 

In respect of AFCAS respondents’ satisfaction with their development and progression 

opportunities, 21% of respondents were dissatisfied with their professional development 

opportunities, whilst 55% were satisfied. In addition, 31% of respondents were dissatisfied 

with their promotion opportunities, compared to 40% who were satisfied. 43% of Civil 

Service people survey respondents said that they had opportunities to develop their career 

within their organisation; this proportion was 35% amongst respondents from the National 

Crime Agency. Although these indicators are not directly comparable with those used in the 

PFEW survey, proportions can be contrasted with the 25% of respondents who said that 

they were satisfied with their training opportunities and 17% of respondents who were 

satisfied with their promotion prospects in the 2017 PFEW survey. 

 

Differences between groups 

Rank 

Across all ranks the proportion of respondents who said that they were dissatisfied with 

their basic pay and within the overall remuneration has increased in the last year. 

Constables were slightly more likely to be dissatisfied with their pay and remuneration 

than sergeants; however the proportion of sergeants reporting dissatisfaction has 

increased more substantially since 2016. As such differences in dissatisfaction between 

these two ranks now appear negligible. 
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As in previous years, sergeants at the top of their pay scale were found to have been on the 

top pay point for a longer period of time than respondents in other ranks. Therefore, the 

continuing policy pay freezes and 1% pay rises is likely to have had a greater impact on 

sergeants than respondents in any other rank. This may in part help explain this increase in 

dissatisfaction since 2016. 

The proportion of constables and sergeants who were dissatisfied with their pension has 

decreased slightly since 2016. In comparison, the proportion of inspectors and chief 

inspectors who said that they were dissatisfied with their pension has increased.  For 

instance, this year 43% of chief inspectors said that they were dissatisfied with their pension 

whereas in 2016 this proportion was 39% in 2016, 42% in 2015 and 30% in 2014.  

Further analysis indicates that respondents were more likely to know which pension scheme 

they were a member of this year compared to last year; for instance, whereas in 2016 17% 

of Chief Inspectors and 16% of Inspectors did not know whether they were in the CARE 

scheme or not, in 2017 these proportions were 6% and 4% respectively. Greater knowledge 

of their pension scheme (and in particular that they have transferred into the CARE scheme) 

might provide one explanation for the increase seen in levels of pension dissatisfaction 

amongst respondents at this rank. 

Chart Twenty-Two: Proportion of respondents who were dissatisfied with their pay and 

remuneration (by rank) 
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Table Eleven: Proportion of respondents who were dissatisfied with their pay and 

remuneration in 2016 and 2017 (by rank) 

 Basic pay 
 

Overall remuneration Pension 

 2017 
 

2016 2017 2016 2017 2016 

Constable 
 

67% 62% 73% 64% 65% 70% 

Sergeant 
 

66% 57% 72% 60% 60% 62% 

Inspector 
 

53% 47% 63% 55% 48% 47% 

Chief Inspector 
 

57% 56% 61% 57% 43% 39% 

 

“Police Officers by nature of their contracts are an easy target for pensions, 

pay and conditions and this is shown by the recent changes to pension 

contracts that have been forced on people that have invested many years 

and thousands of pounds into a scheme that they have been forced out of 

regardless of any life planning you may have done. It is also shown in the 

annual pay rise that has either been frozen or has only risen by 1% which 

doesn't match inflation and therefore leaves people financially worse off 

every year. This is a clear message from Government of what they actually 

think of us as a group of people yet continue to reward themselves with 

huge annual rises. If only they cared to 'walk a mile in my shoes.” 

Constable 15 years’ service  

“Whilst I accept the nation faces some significant challenges regarding 

finance but the police service has been cut significantly. Pay rises have been 

below the rate of inflation for some years coupled with a significant 

increase in pension contributions representing a pay cut in real terms. I feel 

it is about time that pay rises are more in line with inflation rather than the 

continued policy of 1% pay rises per annum. To be honest I feel that is fair 

not greedy!!” 

Sergeant 13 years’ service 
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“My pay and conditions were frozen for a prolonged period of time during 

the period of recession and austerity. Since the end of the pay freeze the 

pay increases have been low / derisory which have little or no effect on the 

cost of living and price rises that occurred throughout the pay freeze / 

austerity period. This result to me and the vast majority of officers are we 

are worse off than previously, effectively taking a pay cut. In a nutshell 

Police Officers have been asked to do more, work longer, pay more for less. 

Which is probably the worst sales pitch invented to try and drive up 

standards and morale.”  

Inspector, 16 years’ service  

 

All ranks were slightly less likely to be dissatisfied with their promotion prospects this 

year compared to last year; all ranks were also more likely to be dissatisfied with the PDR 

process this year.  Following the same pattern seen in 2016, Sergeants were slightly more 

likely than respondents in other ranks to be dissatisfied with factors relating to training 

and development. Again, in the same vein as last year respondents in supervisory ranks 

were more likely than constables to be dissatisfied with the PDR process. This year more 

than 60% of Sergeants, Inspectors and Chief Inspectors said that they were dissatisfied. 

Respondents’ comments indicated that there was a high level of bureaucracy within the 

process. However a number of comments also suggested that PDRs seemingly had little 

bearing on officers’ career development and promotion. 

 

“I am rewarded on a yearly basis for the hard work I do with an 

'outperforms' review in my PDR. I have consistently acted up and made a 

real difference in the roles I have taken on, whilst still doing my normal 

role. Yet this isn't good enough. I have 15 years left to do and have lost all 

confidence in the promotion system.” 

Sergeant, 16 years’ service 
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Nonetheless, regardless of rank, a majority of respondents were dissatisfied with the PDR 

process. Again, this is important to note in light of the fact that officers’ pay progression is 

now linked to their PDR. 

Chart Twenty-Three: Proportion of respondents who were dissatisfied with training and 

development (by rank) 

 

 

Overall, the proportion of respondents at all ranks who reported dissatisfaction with their 
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Chief Inspectors who said that they were dissatisfied did not change.  
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Chart Twenty-Four: Proportion of respondents who were dissatisfied with their treatment 

by managers (by rank) 

 

 

Region 

Respondents in London were more likely to be dissatisfied with their basic pay and with 

their overall remuneration than respondents in other regions. Nonetheless regardless of 

region, a large majority of respondents were dissatisfied with these factors.  

The difference between London and other regions was slightly larger when reflecting on just 
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Figure Four: Proportion of respondent who were dissatisfied with basic pay (by region) 
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Figure Five: Proportion of respondents who were dissatisfied with overall remuneration 

(by region) 

 

 

 

Respondents’ comments pointed to the fact that pay increases have not kept up with the 

cost of living. Many respondents, in London but also in high-cost areas outside of London, 

for instance Cambridge, saw their current salary as a barrier to getting on the property 

ladder. Many also felt that their salary was insufficient to support their family, this is 

assessed more detail in the following section. 
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“I'd like to add that it's very hard for the force to ask officers to live in 

London when the basic salary is just too low, anyone that has a family and 

is a single parent cannot possibly rely on the salary alone. Lots of officers 

come to work to London from counties around and outside London because 

is simple not affordable to be able to pay rent or try and get on the 

property ladder.” 

Constable, 2 years’ service (London) 

“Considerations and adjustments need to be made to account for the rapid 

increase in house prices and overall cost of living such as childcare. A job in 

the police service for new joiners, which now pays similar to that of a 

supermarket shelf stacker but with added risk, generally attracts young, 

single officers with no ties. It is proving less and less a viable option for 

those with a growing family who require a family household in areas such 

as London , making it a short term career as officers are forced to either re-

locate or seek alternate employment to better suit their family lives or earn 

more money.” 

Constable, 8 Years’ Service (London) 

“Considering the demands and stresses of the role, from shift patterns to 

dealing with people at their very worst, the basic pay is insufficient in my 

opinion, and particularly in an area like [my force area] where house prices 

are exorbitant and unaffordable for many people at my pay level.” 

Constable, 1 years’ service (Eastern) 

“Within [my force] area, the pay is not sufficient for officers (constables) to 

afford to live in a 'decent' low crime area, therefore many officers are 

having to live next door to many of those we are targeting or are regular 

customers of the police.” 

Constable, 20 years’ service (North West) 
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In terms of dissatisfaction with training, respondents in the South East were least likely to 

report feeling dissatisfied, whereas respondents in London were most likely to report 

feeling dissatisfied. For instance, 39% of respondents in the South East were dissatisfied 

with their opportunities for training and the training they were given, whereas 58% of 

respondents in London were dissatisfied with their training. Respondents in London were 

also most likely to be dissatisfied with their promotion prospects, and again 58% of reported 

being dissatisfied. 

 

Figure Six: Proportion of respondents reporting dissatisfaction with promotion prospects 

(by region) 
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Role 

A majority of respondents in all roles were dissatisfied with their pay and remuneration. 

Repeating the findings of the 2016 Pay and Morale survey, respondents in a Road Policing 

role were slightly more likely to be dissatisfied with their basic pay and overall 

remuneration than respondents in other roles. As seen below, respondents in this role were 

also most likely to feel worse off financially than five years ago; and factors such as this are 

likely to influence pay satisfaction. On the other hand, overall differences between 

respondents in different roles were relatively small, with respondents in all roles 

commenting on their increasing dissatisfaction with the pay and remuneration. 

“With pay freezes for many years and very low rises when they have 

happened, along with the rate of inflation I am £1000s worse off over the 

past several years. The pay in the Police does not match the disruption to 

private life, the personal danger officers’ face.”  

Constable, 15 years’ service (Investigations) 

“My current pay does not reflect the current cost of living. I cannot afford 

to get a mortgage or rent in my force area because my pay does not cover 

this.” 

Constable, 3 years’ service (Response) 

“I have personally experienced a wage drop over the past few years when 

competency related pay was discontinued, we have received below 

inflation pay rises and household bills and council tax etc. have risen’ also 

pension contributions have also risen. we have taken the brunt of the cuts 

over the years of austerity, with increased risks to Police with terrorism we 

should be fairly compensated, we are a 24hr service and this should be 

recognized.” 

Constable, 20 years’ service (Neighbourhood policing) 
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Respondents in Road Policing and in an Operational Support role were most likely to be 

dissatisfied with their pension. Notably, respondents in a Response policing role, who last 

year were amongst the most likely to be dissatisfied with their pension; were this year 

amongst the least likely to be dissatisfied; decreasing from 70% of respondents in 2016 to 

62% of respondents in 2017.  

A larger proportion of respondents (5%) in a Response role than any other role said that 

they have only ever been a member of the CARE scheme, having joined the police after April 

2015. As such these respondents may perceive their pension less negatively than 

respondents who have or will be transferred into the CARE scheme from the PPS or NPPS 

schemes. Nonetheless the results still reflect a majority of respondents in a Response role 

who were dissatisfied with their pension. 

Chart Twenty-Five: Proportion of respondents who were dissatisfied with their pay and 

remuneration (by role) 

 

 

66% 

71% 

63% 

65% 

70% 

62% 

62% 

68% 

58% 

76% 

80% 

67% 

70% 

78% 

67% 

67% 

73% 

62% 

66% 

73% 

62% 

0% 20% 40% 60% 80% 100%

Basic Pay

Overall
Remuneration

Pension

Investigations

Intelligence

Operational Support

Road Policing

Custody

Neighbourhood Policing

Response



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

77 
 

Differences in satisfaction and dissatisfaction with training and development across 

different roles were relatively small. The most substantial difference identified was in 

relation to opportunities for training. Whilst 39% of respondents in Operational Support said 

that they were dissatisfied with their opportunities for training, amongst respondents in a 

Response Policing role this proportion was 52%. 

Chart Twenty-Six: Proportion of respondents who were dissatisfied with training and 

development (by role) 
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respondents’ role were also minimal; differences in dissatisfaction with senior managers 

were again small but slightly more substantial. For instance, whilst 36% of respondents in a 

Neighbourhood Policing and in an Intelligence role were dissatisfied with their treatment by 

senior managers, half of respondents in a Road Policing role were dissatisfied.  

  

47% 

52% 

56% 

47% 

48% 

53% 

49% 

51% 

62% 

53% 

51% 

61% 

46% 

39% 

59% 

49% 

43% 

56% 

47% 

47% 

57% 

0% 20% 40% 60% 80%

Promotion prospects

Training opportunities

PDR Process

Investigations

Intelligence

Operational Support

Road Policing

Custody

Neighbourhood Policing

Response



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

78 
 

Chart Twenty-Seven: Proportion of respondents who were dissatisfied with their 

treatment by managers (by role) 
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“I believe Police Officers are paid a lot less than they should be, Cuts are 

being made, stress levels of officers are high, shift numbers are low and 

officers are stretched thin. I have noticed this from being a PCSO and early 

on as a PC. It does not help with morale.”  

Constable, 1 years’ service 

“Please pay us more. It's the financial situation that adds stress to my 

personal life. At 35 to start a new career at under £20k was nearly make or 

break. We put our lives on the line, we make big sacrifices. The starting 

wages should be higher, as simple as that. It makes you feel undervalued.” 

Constable, 1 years’ service 

“I just feel that every single month I am just scraping by, I am stressed and 

feel that I am constantly counting pennies and trying to make ends meet. 

As a young in service officer in [my force area] it's impossible that I will ever 

be able to buy a house on the current salary; which just makes it difficult 

thinking that I will constantly be renting a property.” 

Constable, 1 years’ service  

“Prior to joining as a police officer, I worked as a police staff member in the 

resolution centre (RC). This role was office based and I was not "forward 

facing" as such as all public contact was via telephone only. My pay upon 

leaving the RC was around £31,000-£32,000 a year. I had to take a £10,000 a 

year pay cut to join as a frontline police officer, taking on more risks and 

dealing with the public directly. This has had a negative impact on my 

lifestyle and often find myself with little or no money 2 weeks after 

payday.” 

Constable, 1 years’ service  
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Respondents with between 16 and 20 years’ service were slightly more likely to be 

dissatisfied with their overall remuneration than other respondents (albeit only one 

percentage point higher than respondents with between 21 and 25 years’ service). This 

finding is similar to previous years and is to be expected given that these respondents were, 

in previous surveys most likely to be affected by the removal of allowances such as 

competence-related threshold payments (CRTP). 

Pension dissatisfaction was at its highest amongst mid-career respondents, particularly 

between six and 20 years’ service. This again is understandable as these respondents are 

most likely to have been affected by pension changes. However in general, a smaller 

proportion of respondents reported dissatisfaction with their pension this year than in 2016. 

The one exception to this was seen amongst respondents with between 21 and 25 years’ 

service; in 2016, 48% of respondents in this group said that they were dissatisfied with their 

pension, this proportion increased to 54% in 2017. 

 

“Changing the pensions was the final straw for a lot of people and to 

change the rules on people who have been working towards retirement 

after 30 years was so wrong and divisive.” 

Sergeant, 19 years’ service 

“I've always been proud of being a Police officer, however I feel let down by 

the Government who have changed the goalposts regarding the 30 year 

career and reductions in pensions and payment rewards.” 

Constable, 20 years’ service 

“I am still high aggrieved about the change to my pension and feel if it was 

any other employer apart from the government they would not have got 

away with it. I have planned my life around this arrangement and have 

turned down other employment on the basis of the financial package that I 

had signed up to on joining the service.” 

Sergeant, 24 years’ service 
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Chart Twenty-Eight: Proportion of respondents who were dissatisfied with pay and remuneration (by length of service) 

76% 

57% 

62% 
70% 71% 

67% 

53% 

70% 

74% 

66% 

70% 

76% 

71% 

56% 

34% 

53% 

72% 

79% 77% 

54% 

13% 

6% 

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

0 - 2 years
service

3 - 5 years
service

6 - 10 years
service

11 - 15 years
service

16 - 20 years
service

21 - 25 years
service

26 - 30 years
service

Over 30 years
service

Basic Pay

Overall
Remuneration

Pension



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

82 
 

Respondents at the start of their careers were least likely to be dissatisfied with their 

training and development opportunities; for instance 24% were dissatisfied with their 

promotion prospects and 36% were dissatisfied with their training opportunities. However 

this still reflects around one in three who were dissatisfied with their training, and a number 

of comments from respondents in their probationary period illustrated this dissatisfaction. 

 

“Most of my negative comments are in regards to training. I must stress, 

after 2 years in the job I am very satisfied and I enjoy the role. However, it 

is clear that the police is stretched and under staffed. As a result, despite 

being keen, hard-working and an ideal candidate for other roles/ training 

for extra skills, I have been unable to do this. There is not the relevant 

recourses to allow me to attend courses. I often come into work in my own 

time and volunteer to gain added experience in the role I want.” 

Constable, 2 years’ service 

 

Amongst respondents who had completed their probationary period there was relatively 

little difference in dissatisfaction with opportunities for training and promotion. In addition, 

across all service length categories, the proportion of respondents who were dissatisfied 

with the PDR process increased between 2016 and 2017. This increase was most 

pronounced amongst respondents with between 26 and 30 years’ service. In 2016, 57% of 

respondents said that they were dissatisfied with the PDR process; this had increased to 

65%. 

 

“Since being a probationer here, I have not been able to have any training , 

not had a PDR, not had a talk about my future, been moved with positions 7 

times forcibly and have not been able to settle down and learn, enjoy and 

appreciate my role.” 

Constable, 7 Years’ Service 
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“Training is poor. We are expected to complete NCALT packages. 

Officers/staff are so busy they do not have the time to complete them 

satisfactorily and due to competing workloads end up just scrolling through 

the packages. Important legislation/SOP should be taught in a training 

environment where staff/officers will be allocated the time to properly 

learn the legislation.” 

Sergeant, 19 years’ service 

“PDR [is the] biggest waste of police time and money. More effect 

management would be quarterly meetings with line manager which is 

recorded and save money as the PDR team could be closed. The freed up 

time could be spent on actual policing.” 

Constable, 12 years’ service 

“At present my force don't even have a functioning PDR system and 

promotion and lateral development is no more than a lottery.” 

Sergeant, 17 years’ service 

 

There was also relatively little difference in respondents’ satisfaction and dissatisfaction 

with their line manager on the basis of their length of service. Dissatisfaction with senior 

managers however increased as service length increased; whilst 19% of respondents with 

two years’ service or less were dissatisfied with their treatment by senior managers, this 

proportion was 45% amongst respondents with between 26 and 30 years’ service.  
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Chart Twenty-Nine: Proportion of respondents who were dissatisfied with training and development (by length of service) 
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Chart Thirty: Proportion of respondents who were dissatisfied with their treatment by managers (by length of service) 
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COST OF LIVING 

Summary 

 73% of respondents said that they felt financially worse off now than they did five years 

ago.  

 46% of respondents who did not live in their force area said that the main reason for this 

was the cost of living in that area. 

 More than one in ten respondents said that they either never or almost never had 

enough money to cover all of their essentials. 

 Differences between ranks for cost of living indicators were relatively small, however 

constables were most likely to say that the cost of living in their force area was 

expensive or very expensive, whilst sergeants were most likely to feel worse off than five 

years ago 

 Respondents in London and the South East were much more likely to find the cost of 

living expensive or very expensive than respondents in other regions, with respondent in 

London in particular most likely to report feeling worse off than they did five years ago 

and most likely to not be able to afford essentials 

 Differences on the basis of respondents’ role were also small, and where there were 

differences it is plausible that length of service effects may account for some of these 

differences 

 Respondents in their probationary period were most likely to say that they can either 

never or almost never afford all of their essentials. 

 62% of respondents with between three and five years’ service who did not living in 

their force area said that they could not afford to live in that area 

 More than eight out of ten respondents with between 16 and 30 years’ service said that 

they were now worse off than 5 years ago. 

 

Overall findings 

73% of respondents said that they felt financially worse off now than they did five years 

ago. 71% of respondents who lived in their force area said that the overall cost of living in 

that area was either expensive or very expensive, with the same proportion saying that they 

cost of housing in their force area was either expensive or very expensive. 46% of 

respondents who did not live in their force area said that the main reason for this was the 

cost of living in that area. 
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“My pay is awful to say the least, all my monthly bills amount to 900 

pounds without including food and petrol, my pay is 1400 a month, after 

food and petrol I am left with about 300 pounds a month to do things with, 

I have not been on holiday since I joined the Police, I live each month to the 

exact money I earn, I have to borrow money from my parents at times for 

example when my boiler broke last year because I do not have any spare 

money. Its embarrassing because so many think Police Constables earn 

good money, for what we do its a disgrace with what we are paid. The 

hours I work and the stress is endless, I finish late nearly every shift and 

have no social life. The staffing levels are so low that I have no idea how to 

manage my workload.” 

Constable, 3 years’ service  

“I do not live a luxury life, I do not go out, I have one child and barely have 

any money left each month to do anything, I feel that I am slowly getting in 

more debt as just to be able to do the basics in life on the pay I’m on and 

the deductions that I have it is tough. One of the main reasons for not 

having another child is because I physically won’t be able to afford it. It 

would be nice to have a bonus on bigger cost of living increments or even 

more help with payments of child care.” 

Constable, 10 years’ service 

“Whilst I am able to meet the financial demands each month, I cannot 

afford to take my family on holiday and have not been abroad for 5 years. 

Yet I continue to confront complete strangers in hostile environments on a 

day to day basis and always will. “ 

Constable, 15 years’ service 

“I know very few officers who can afford to live in my force area. I was born 

and raised in my force area. I would love to live there. This will be 

unaffordable with two kids for the foreseeable.” 

Sergeant, 9 years’ service 
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6% of respondents said that they had a second job, however respondents were not asked 

what this job was or their main reasons for having a second job. 

Only 43% of respondents said that they had enough money to cover all of their essentials 

every month and more than one in ten respondents said that they either never or almost 

never had enough money to cover all of their essentials.  

Chart Thirty-One: Proportion of respondents who had enough money to cover essentials 
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“I am not in debt, I do not have a big mortgage, I do not have massive credit 

card bills, or take massive holidays every year, but I am now in a position 

where I cannot afford big holidays and have to budget for simple things like 

car insurance/tax/MOTs etc. as there just isn't enough spare money to 

cover unexpected costs anymore.” 

Constable, 19 years’ service 

Chart Thirty-Two Proportion of respondents who found the cost of living in their area 

either expensive or very expensive (by rank) 
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Chart Thirty-Three: Proportion of respondents who had enough money to cover essentials 

(by rank) 
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Chart Thirty-Four: Proportion of respondents who said that they were worse off 

financially than five years ago (by rank) 
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area. This compares with less than one in seven respondents in all other regions.  Again, 

many respondents’ comments referenced the high costs of living in these areas. 

 

Figure Seven: Proportion of respondents who found the cost of living in their area either 

expensive or very expensive (by region) 
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Figure eight: Proportion of respondents who do not currently live in their force area who 

say that this is because they cannot afford to live in their force area (by region) 

.   
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“I am considering leaving the Police Service entirely, or transferring to 

another constabulary as I cannot afford to live within the area in which I 

currently work. I would like to start a family and own my own house, but 

this is far beyond my capabilities as a first time buyer on a Police Officer's 

salary anywhere near my current home force.”  

Constable, 7 years’ service (South East) 

“I cannot afford to live anywhere near the borough where I currently work 

and know of several officers who travel in excess of 2hrs to get to their 

place of work, who often cannot get home of an evening due to being kept 

on or incurring overtime.” 

Constable, 6 years’ service (London) 

“To be able to afford a nice but modest home in a nice part of town is 

almost impossible on our pay in the South East and what police officer 

wants to buy a house in the bad part of town.” 

Constable, 9 years’ service (South East) 

“Police officers who live in the metropolitan police area do not earn enough 

money to be able to afford to live in the area and are being forced to move 

outside the M25. Thus making travel time longer and the work-life balance 

worse. This is increased by the fact that police don't get to use free bus or 

train travel on anything but the underground or London buses. So when you 

have to move outside the M25 you have to pay more money to get to 

work.” 

Constable, 3 years’ service (London) 

 

Respondents in London in particular were most likely to report feeling worse off than they 

did five years ago. In addition, respondents in London were also most likely to report not 

being able to afford essentials. 18% of respondents in this region said that they either never 

or almost never had enough money to cover essentials each month. This compares to 

between 7% and 11% of respondents in all other regions. 
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Chart Thirty-Five: Proportion of respondents who had enough money to cover essentials 

(by region) 

 

Chart Thirty-Six: Proportion of respondents who said that they were worse off financially 

than five years ago (by region) 
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Role 

Limited differences were seen between respondents’ perceptions of cost of living on the 

basis of their role. For instance, the proportion of respondents who found the cost of living 

in their area to be expensive or very expensive ranged from 68% of respondents in a 

Response role, to 75% of respondents in a Road Policing role.  

Similarly, the proportion of respondents who said that they either never or almost never 

had enough money to cover essentials ranged from 10% of respondents in a Custody or 

Intelligence role to 14% of respondents in a Road Policing role.  

Chart Thirty-Seven: Proportion of respondents who found the cost of living in their area 

either expensive or very expensive (by role) 
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Chart Thirty-Eight: Proportion of respondents who had enough money to cover essentials 

(by role) 
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Chart Thirty-Nine: Proportion of respondents who said that they were worse off 

financially than five years ago (by role) 
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Length of service 

At least two thirds of respondents found the cost of living in their force area expensive or 

very expensive, with length of service appearing to have relatively limited bearing on 

perceptions of the cost of living.  Notably however, 62% of respondents with between 

three and five years’ service who did not living in their force area said that they could not 

afford to live in that area, compared to fewer than half of respondents at other lengths of 

service.  

Chart Forty: Proportion of respondents who found the cost of living in their area either 

expensive or very expensive (by length of service) 
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Chart Forty-One: Proportion of respondents who do not currently live in their force area 

who say that this is because they cannot afford to live in their force area (by length of 

service) 
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Chart Forty-Two: Proportion of respondents who have enough money to cover essentials 

(by length of service) 

 

 

Chart Forty-Three: Proportion of respondents who said that they were worse off 

financially than five years ago (by length of service) 
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PSYCHOLOGICAL CONTRACT 

Summary 

 More than seven out of ten respondents did not feel the police had met its obligations 

to provide them with fair pay 

 More than eight out of ten respondents did not feel that the police service had met its 

obligations to provide pay increases that maintained their standard of living. 

 Half of respondents disagreed that the police service had met its obligations to provide 

the necessary training for officers to do their job well or to provide up-to-date training 

and development; these proportions are higher than in 2016 

 Differences across different ranks in the perception that the police service had met its 

obligations regarding fair pay were limited, as well differences across different roles and 

regions.  

 Respondents with between three and five years’ service were most likely to disagree 

that the police service had met its obligations to provide fair pay compared to 

employees at other organisations and in relation to the responsibilities of their job; 

however at least two thirds of respondents, regardless of length of service, disagreed 

that the police service had met its obligations regarding pay. 

 Around a third of chief inspectors did not feel that the police service had met its 

obligations regarding training and development, this proportion was closer to half of all 

constables, sergeants and inspectors. 

 Respondents in London were most likely to feel that the police service had not met its 

obligations regarding training and development, whereas respondents in the South East 

were least likely to feel that these obligations had not been met. 

 

What is the psychological contract and why is it important? 

A psychological contract is “the perception of the two parties, employee and employer, of 

what their mutual obligations are towards each other”xxx. An individual will hold beliefs 

about what he or she owes their organisation (for example loyalty or extra-role behaviour) 

in return for particular future inducements or benefits (such as fair pay or job security)xxxi. 

Researchers have typically differentiated between two forms of psychological contract 

content: transactional content and relational contentxxxii,xxxiii. Transactional contract content 

relates to specific monetary exchanges, in particular in terms of pay and benefits, whereas 

relational contract content generally refers to long-term obligations that maintain the 
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relationship between the individual and the organisation, for example personal support or 

job security.  

A breach of the psychological contact occurs when either party believes that the other party 

has failed to fulfil their promised obligationsxxxiv. Researchers have found that individuals 

can experience a sense of “violation” (a strong emotional reaction which includes distress, 

anger and betrayal) when they believe their psychological contract has been 

breachedxxxv,xxxvi. In causing this strong emotional response, psychological contract breach 

can have a significant impact upon work outcomes relating to retention and 

performancexxxvii.  

The exit, voice, loyalty and neglect (EVLN) typology provides a framework for workers’ 

response to psychological contract breach and violation. This framework suggests that 

responses to psychological contract breach can include leaving the organisation, talking the 

initiative to improve the situation (e.g. through increased “voice”), decreasing loyalty in the 

form of organisational citizenship and increasing neglect including absenteeism and 

latenessxxxviii. In line with the EVLN framework, studies have shown that psychological 

contract breach and violation predict turnover intention, job satisfaction, organisational 

commitment, in-role and extra-role performancexxxix,xl,xli. In addition, employees who initially 

experience a breach in their psychological contract have been found less likely to believe 

that subsequent organisational decisions have been explained and justified adequatelyxlii. 

Recent research also demonstrates that psychological contract breach is associated with 

actual turnover (in contrast to turnover intention). For example, in a study of military 

personnel, voluntary turnover was shown to become almost 60% more likely for each one-

point increase in a five-point measure of psychological contract breachxliii.  

Psychological contract breach was measured using seven items derived from Coyle-Shapiro 

and Kessler’s (2000)xliv explicit measure of psychological contract fulfilment/breach, and 

asked officers to evaluate key aspects of their transactional and relational psychological 

contracts with the police service using items such as “the necessary training to do my job 

well” and “fair pay for the responsibilities I have in my job”.  
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Overall findings 

More than seven out of ten respondents did not feel the police had met its obligations to 

provide them with fair pay, either in relation to the responsibilities of their job or 

compared to the employees in similar organisations. Whilst these proportions were slightly 

smaller than last year, they were larger than seen in 2014 or 2015.  

In addition, more than eight out of ten respondents did not feel that the police service had 

met its obligations to provide pay increases that maintained their standard of living.  

Chart Forty-Four: Proportion of respondents disagreeing with transactional psychological 

contract indicators since 2014 
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Chart Forty-Five: Proportion of respondents agreeing and disagreeing with relational 

psychological contract indicators 
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“Training is poor. All that is delivered is an email directing you to sign into 

some e learning, and click through some screen slides. No training days are 

available in force either. If you are given opportunity for a training course, 

then duties will reduce your shift, expect you to spend additional hours 

travelling, force you to extend other shifts because they reduced your 

planned shift. So why would you volunteer to attend any training?”  

Sergeant, 16 years’ service 

“Training is basically death by NCALT, a tick box and insurance policy 

exercise only. No meaningful training is provided for any specialist role 

unless you travel out of force to attend national courses.” 

Inspector, 29 years’ service 

“If an officer wants opportunities to better themselves or attend 

development courses, it all comes down to money and invariably the 

training is refused. Training essential to role is usually delivered too late, 

when an officer has already been in post for some considerable time. This is 

not treating our people well” 

Sergeant, 21 years’ service 

“Changes in legislation or procedure is dumped on us by the cheap online 

method of training which everyone agrees is a waste of time as it 'goes in 

one eye then out the other'. It is recognised as a poor method of training. 

Time to do it is another issue of course!” 

Constable, 24 years’ service 

“There should be more training courses available to officers who are willing 

to move into other directions where a new style of policing is required for 

example Cybercrime/digital policing, CT. giving them a fair chance of 

gaining a position in these areas.” 

Constable, 12 years’ service  
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Comparisons 

Comparison of findings from the pay and morale survey with the Civil Service People Survey 

shows that Civil Service employees were more likely to feel that they had access to 

necessary training and that their pay was reasonable compared to other organisations.  

61% of civil service respondents and 41% of NCA respondents said that they had access to 

the right learning and development opportunities when they needed to. This compares to 

28% of respondents in this year’s pay and morale survey. In addition, 37% of civil service 

respondents said that their pay was reasonable compared to people doing a similar job in 

other organisation. Whilst the proportion of NCA respondents who agreed with this 

indicator was lower at 19%, this was still much higher than the 10% of respondents in 

PFEW’s pay and morale survey who said that their pay was fair compared to employees 

doing similar work in other organisations. 

The Armed Forces Continuous Attitude survey measures psychological contract fulfilment 

using a global measure, asking respondents to indicate whether they agreed or disagreed 

that they service had fulfilled its commitments/promises to them in the last 12 months. 39% 

of AFCAS respondents agreed with this whereas 31% disagreed. This indicator is not directly 

comparable with the more specific approach adopted in the PFEW survey, it is nonetheless 

possible to note that this level of agreement was not reached for any of the psychological 

contract indicators measured in the PFEW survey. 

 

 

Differences between groups 

Rank 

As seen in previous years, sergeants were most likely to disagree that the police service had 

met its obligation to provide pay increases that maintained their standard of living. 

Differences between ranks for this indicator were however small, and at least 84% of 

respondents regardless of rank disagreed that the police service had met its obligation to 

provide pay increases to maintain their standard of living. 

Inspectors were least likely to disagree that the police service had met its obligations to 

provide fair pay. Despite this, 65% of Inspectors said that the police service had not met its 

obligation to provide fair pay for the responsibilities of their job, whilst 70% said that the 

police service had not met its obligation to provide fair pay in comparison to other 
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organisation; therefore there was a general sense amongst most officers, regardless of rank, 

that these obligations had not been met. 

Chart Forty-Six: Proportion of respondents disagreeing with transactional psychological 

contract indicators (by rank) 

 

 

More notable differences were seen in the perceptions that the police service had met its 

obligations regarding training and development. In particular, whilst around a third of chief 
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does not yet appear to have been addressed, particularly as the proportion of sergeants 

who this year did not feel that the police service had met its obligations to provide 

necessary and up-to-date has increased, not decreased, since 2016.   
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Chart Forty-Six: Proportion of respondents disagreeing with relational psychological 

contract indicators (by rank) 
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Chart Forty-Seven: Proportion of respondents disagreeing with transactional psychological 

contract indicators (by region) 
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Chart Forty-Eight: Proportion of respondents disagreeing with relational psychological 

contract indicators (by region) 
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Role 

Again, there was very little difference in the proportion of respondents in different roles 

who said that the police service had met its obligation to provide pay increases that 

maintained their standard of living – regardless of role, at least eight out of ten 

respondents felt that this obligation had not been met.  

The perception that the police service had not met its obligations to provide fair pay was 

also common across different roles, with once more at least two thirds of respondents in all 

roles reporting that the police service had not met its obligations regarding fair pay for 

either the responsibilities of their job or in comparison to employees doing similar work in 

other organisations. 

Chart Forty-Nine: Proportion of respondents disagreeing with transactional psychological 

contract indicators (by role) 
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Chart Fifty: Proportion of respondents disagreeing with relational psychological contract 

indicators (by role) 
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This finding replicates the same pattern observed in last year’s survey, and as noted last 

year, respondents in these service length categories will have, for the most part have been 

appointed to the post-2013 salary scale which may have had a bearing on why these 

respondents were more likely to say that their pay was not fair. Again, however, the range 

of responses seen for these indicators was small, and at least two thirds of respondents, 

regardless of length of service, disagreed that the police service had met its obligations 

regarding pay. 

Respondents with two years’ service or less were least likely to disagree that the police 

service had met its obligation with regards to training and development, although just over 

a third still disagreed that police service had met its obligations with regards to these 

indicators. This higher level of agreement is likely to be attributable to the fact that officers 

with less than two years’ service will still be undertaking their initial police training. 

 After two years’ service, the proportion of respondents who disagreed that these 

obligations had been met was very similar, regardless of length of service. For example, the 

proportion of respondents who did not feel the police service had met its obligations to 

provide up-to-date training and development ranged from 46% to 51%, and the proportion 

of respondents who did not feel that the police had met its obligations to provide support to 

learn new skills ranged from 46% to 54%.  
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Chart Fifty-One: Proportion of respondents disagreeing with transactional psychological contract indicators (by length of service) 
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Chart Fifty-Two: Proportion of respondents disagreeing with relational psychological contract indicators (by length of service) 
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ORGANISATIONAL JUSTICE 

Summary 

 36% of respondents said that they were fairly treated, compared to 32% of respondents 

who said that they were not fairly treated. 

 The proportion of respondents who said they were not treated fairly as well as the 

proportion who felt that that decisions that affected them were not made in a fair way 

and that felt the people they worked with were not treated fairly have all increased 

since 2016.  

 At least two thirds of respondents did not feel that they were fairly paid considering 

their experience and training and the hazards, stresses and strains of their job. 

 All ranks have seen a decline in the proportion of respondents who felt that they were 

fairly treated since last year’s survey and this year only at Chief Inspector rank did a 

majority of respondents feel fairly treated. 

 Across all roles, a majority of respondents did not feel that they were fairly paid; 

differences between ranks were most substantial with regards to the fairness of pay in 

relation to the hazards faced within their job with Constables and Sergeants more likely 

to feel unfairly paid than members of the Inspecting ranks. 

 There was only limited variation in perceptions of fair treatment across different 

regions, and similarly perceptions of fair pay varied only slightly on the basis of 

respondents’ region; although respondents in London were somewhat more likely to 

feel unfairly paid for their experience and training than respondents in other regions. 

 Although difference in perceived fair treatment were relatively small, respondents in a 

Road Policing role were least likely to feel fairly treated. In addition, since 2016 there has 

been a 12 percentage point drop in the proportion of Road Policing respondents who 

felt fairly treated. 

 A large majority of respondents, regardless of role did not feel that their pay was fair 

based on their experience and training and the hazards, stresses and strains of their job. 

 Respondents in their probationary period were most likely to feel fairly treated; 

however respondents at the start of their careers were also most likely to disagree that 

they were fairly paid according to the hazards, stresses and strains of the job. However, 

a majority of respondents again felt that their pay was not fair regardless of their length 

of service. 
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What is organisational justice and why is it important? 

Within an organisational context, justice is closely associated with the concept of fairness, 

and is primarily concerned with two main subjective perceptions of fairness. These 

perceptions relate to “(a) the fairness of outcome distributions or allocations and (b) the 

fairness of the procedures used to determine outcome distributions or allocations”; referred 

to as distributive justice and procedural justice respectivelyxlv. Other studies have pointed to 

further dimensions of organisational justice including interpersonal justice (reflecting the 

interpersonal treatment received within organisational procedures) and informational 

justice (reflecting the adequacy of the information received regarding procedures)xlvi,xlvii,xlviii. 

Despite this, there is generally agreement within these studies that people make 

judgements both about the fairness of processes within organisations and about the 

fairness of the outcomes of those processes. We have therefore drawn upon concepts of 

procedural and distributive justice in our analysis of perceptions of fairness within the police 

service. 

Organisational justice can have an impact upon many outcomes including job performance, 

organisational citizenship behaviour, closer identification with the organisation, 

occupational ill-health, turnover intentions, burnout and job satisfactionxlix,l,li,liiliii,liv.. 

Focussing specifically on organisational justice within police organisations, officers’ justice 

perceptions have also been found to predict their satisfaction with the force, support for 

community policing initiatives and attitude towards serving the public, as well as being 

linked to a lower likelihood of misconductlv,lvi.  

Procedural justice was measured using four items adapted from Tyler and Blader (2003), for 

example “Decisions that affect me are usually made in a fair way”lvii. Distributive justice was 

measured using four items from Price and Mueller (1986) which included “I am fairly paid 

considering the responsibilities I have within my job”lviii.  
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Overall findings  

Respondents were slightly more likely agree than disagree that they were treated fairly. 

Despite this, the proportion of respondents who said they were not treated fairly has 

increased from 24% of respondents in 2016 to 32% of respondents in 2017. 

Respondents were also more likely to disagree that decisions were made in a fair way 

(37% in 2016 compared to 45% in 2017) and more likely to disagree that people they 

worked with were treated fairly (31% in 2016 compared to 36% in 2017).  

Table Twelve: Proportion of respondents agreeing and disagreeing with procedural justice 

indicators  

Factor Disagree Agree 

I am treated fairly 32% 36% 

Decisions that affect me are usually 
made in a fair way 

45% 24% 

Overall, the people I work with are 
treated fairly 

36% 32% 

 

“Police officers have a very highly developed sense of fairness. It's why 

most of us join. When we ourselves are treated unfairly it does immense 

damage to the service. When we have to forego pay rises or get blamed 

because we cannot do the impossible with the resources provided or the 

wrong person gets promoted because they fit a desired profile that is 

unrelated to competency then all this undermines the ethos of the service.” 

Constable, 27 years’ service 
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Chart Fifty-Three: Proportion of respondents disagreeing that they were treated fairly 

since 2014 
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“What is difficult to take is that the level I operate at is one of senior 

manager and the people in partner agencies I work with are paid 

significantly more than me. An example of this is the Local Authority. I work 

alongside employees from the Local Authority who are often paid 20-30k 

more than me per annum. It is my opinion that the Police are undervalued 

and the disparity in pay in comparison to other agencies and the private 

sector is difficult to take.” 

Chief Inspector, 24 Years’ Service 

“When commenting on fair pay it needs to be balanced with other public 

service pay. On that basis the police are relatively well paid. What you do 

not expect is to receive continual pay cuts. Despite alleged pay increases of 

1% for the last 6 years I have had nothing but pay cuts. Increases to travel 

and pension costs far outweigh any minimal pay rise.” 

Inspector, 28 years’ service 

“I believe the pay for a police officer is low and [unfair] considering the 

responsibility the roles carries. We are expected to deal with conflict and 

put ourselves in harm’s way to protect the public but then not rewarded 

financially. In actual fact I feel the over the last 5 / 6 years we have had pay 

cuts and its getting to the point where I'm only just managing to pay for 

essential bills. Police budgets cuts are having a major effect on my day to 

day life as fewer officers dealing with calls means higher workload for 

myself and other remaining colleagues.” 

Constable, 17 years’ service 

“This is a demanding, high pressured job during which we have to see and 

deal with the worst of society. All we want is to be paid fairly for this with 

pay rises that are in keeping with the rise in living costs. I do not think this is 

too much to ask.” 

Constable, 15 years’ service 
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Comparisons 

67% of respondents in the AFCAS survey said that they were treated fairly at work, in 

comparison to 15% of respondents who disagreed that they were treated fairly. In addition, 

79% of Civil Service People Survey respondents said that they were treated fairly; this 

proportion was 75% of NCA respondents. Accordingly, and as in previous years, the 

proportion of PFEW respondents who reported fair treatment was much lower than seen in 

other public sector organisations. 

 

Differences between groups 

Rank 

All ranks have seen a decline in the proportion of respondents who felt that they were 

fairly treated since last year’s survey.  Constables, Sergeants and Chief Inspectors all saw a 

decline of nine percentage points in the proportion of respondents who felt fairly treated, 

whilst Inspectors saw an eight percentage point decrease. As noted above, respondents’ 

comments highlighted a range of factors feeding in to low perceptions of fairness, including 

stagnating pay, changes to pensions and increasing demands, which have affected all ranks. 

As a result, this year only at Chief Inspector rank did a majority of respondents feel fairly 

treated. At the other end of the spectrum just over one third of Constables said that they 

were fairly treated, compared to just under a third who did not feel fairly treated. 
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Chart Fifty-Four: Proportion of respondents agreeing and disagreeing that they were 

treated fairly (by rank) 
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Chart Fifty-Five: Proportion of respondents disagreeing with distributive justice indicators 

(by rank) 
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Region 

There was only limited variation in perceptions of fair treatment across different regions; 

however respondents in the South East were most likely to feel fairly treated, whilst 

respondents in London and in the Midlands were most likely to disagree and least likely to 

agree that they were treated fairly.  

Indeed, the largest drop in the proportion of respondents who felt fairly treated since last 

year was in the Midlands, whilst 45% of respondents in this region said that they were fairly 

treated last year, this year to proportion was 32%. 

Figure Nine: Proportion of respondents agreeing that they were treated fairly (by region) 
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Perceptions of fair pay varied only slightly across different regions. For instance, the 

proportion of respondents who did not feel fairly paid for the hazards of their job ranged 

from 73% of respondents in the South West to 80% of respondents in Wales and in London. 

Similarly, the proportion of respondents who did not feel fairly paid for the stresses and 

strains of their job ranged from 84% of respondents in the Eastern and South West regions 

to 88% of respondents in London.  

This findings is possibly more interesting when contrasted again the fact that respondents’ 

in London were most likely to be dissatisfied with their basic pay and most likely to feel 

worse off compared to five years ago. Accordingly different metrics in relation to pay used 

within the survey were found to result in a different pattern of responses across different 

regions. 

Indeed, the most substantial variation was observed regarding fair pay in relation to the 

amount of training and experience officers had, in particular when respondents in London 

were contrasted to respondents in other regions. The proportion of respondents in regions 

outside of London who said that they fairly paid considering their training and experience 

ranged from 60% of Respondents in the South West to 66% of respondents in the Midlands. 

However this compares with 74% of respondents in London.  

Nonetheless it must be remembered that a large majority of respondents, regardless of 

region, did not feel fairly paid considering their experience and training. 
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Chart Fifty-Six: Proportion of respondents disagreeing with distributive justice indicators (by region) 
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Role 

Respondents in an Intelligence role were most likely to agree that they were fairly treated, 

whilst respondents in a Road Policing role were least likely to feel fairly treated. In 

addition, since 2016 there has been a 12 percentage point drop in the proportion of Road 

Policing respondents who felt fairly treated, and 11 percentage point drop in the 

proportion of Response policing respondents who felt fairly treated, as well as a 10 

percentage point decrease in the proportion of respondents in Operational Support and in 

Investigations roles who felt fairly treatment. 

Chart Fifty-Seven: Proportion of respondents agreeing and disagreeing that they are 

treated fairly (by role) 
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Chart Fifty-Eight: Proportion of respondents disagreeing with distributive justice indicators (by role) 
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Length of service 

Respondents in their probationary period were most likely to feel fairly treated; this was 

the only service length category where a majority of respondents reported fair treatment. 

Mid-career respondents, and in particular those with between 11 and 20 years’ service were 

least likely to feel that they were treated fairly: just 34% of respondents in this group 

reported fair treatment. In both instances these findings are in keeping with earlier findings, 

with probationers also more likely to have positive attitudes towards the police including 

morale and engagement. 

Chart Fifty-Nine: Proportion of respondents agreeing and disagreeing that they are 

treated fairly (by length of service) 
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“In real terms, I would estimate my pay to be down at least £5 - £6,000 over 

the past few years. This takes into account loss of SPP, CRTP, Pay freezes, 

1% increase and Pension increases. At the same time workload has 

increased due to less resources, Responsibility has increased massively due 

to more complex issues around CSE, Safeguarding etc. IPCC has made us 

more accountable. We are under increased scrutiny and there is increased 

risk of things going wrong an people finding themselves on the wrong end 

of misconduct. Less resources also has a huge impact on work life balance 

as there is less chance of time off to spend with family at key times. The 

workforce is getting older due to recruitment freezes and a huge amount of 

experience has retired. Simply put, we are not being paid fairly for the job 

we do.” 

Sergeant, 25 years’ service 

 

A notably different pattern was seen amongst perceived fairness of pay in relation to the 

hazards, stresses and strains of the job. Respondents at the start of their careers were 

most likely to disagree that they were fairly paid according to the hazards, stresses and 

strains of the job; with the proportion of respondents who disagreed that they were fairly 

treated decreasing steadily thereafter. However even amongst respondents with more than 

30 years’ service, who were least likely to disagree with these indicators, a majority of 

respondents still felt that their pay was not fair. 

“I believe the pay is fair as long as it is in line with inflation at the higher 

end of the pay scale however the starting salary for a police officer is not 

truly representative of the risk younger, front line officers face.” 

Constable, 10 years’ service 

“I think we should be paid more than we are. At times my job can be 

dangerous and I could earn similar amounts by sitting in an office outside of 

the Police - this isn't right. We carry so much risk and stress as well, our 

salaries are not fair.” 

Constable, 4 years’ service 
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Chart Sixty: Proportion of respondents disagreeing with distributive justice indicators (by length of service) 
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WORKLOAD AND RESPONSIBILITIES 

Summary 

 72% of respondents in this year’s survey said that their workload had increased in the 

last year; whilst 72% also said that their responsibilities have increased over the same 

period. 

 62% of respondents said that their workload had been too high in the last 12 months. 

 50% said that they would be willing to go the extra mile for the police, a decrease from 

57% in 2016. 

 Respondents in supervisory ranks, in particular Chief Inspectors, were more likely to say 

that their workload and responsibilities have increased compared to Constables, 

although a majority of all ranks reported an increase.  

 Similarly, a majority of respondents in all ranks said that their workload has been too 

high over the last 12 months but Chief Inspectors were again most likely to say that their 

workload was too high. 

 Differences across regions and different lengths of service in terms of workload and 

responsibilities were relatively small. 

 Larger differences were seen across different roles, for instance whilst 73% of 

respondents Response policing role, and 69% of respondents in an Investigations role 

said that their workload was too high, in comparison, 43% of respondents in an 

Operational Support role and 44% of respondents in an Intelligence role said that their 

workload was too high 

 

Overall Findings 

72% of respondents in this year’s survey said that their workload had increased in the last 

year. In addition, 72% of respondents said that their responsibilities have increased over 

the same period. The proportion of respondents who have seen their workload increase is 

one of the most consistent findings across the four years that the Pay and Morale survey has 

been running, with only a one percentage point variation in responses seen during this 

timeframe.  

This year 62% of respondents said that their workload had been too high in the last 12 

months; compared to 35% who said that their workload was about right. Although this 

proportion is slightly higher than seen in last year’s survey again finding from each four 

years of the Pay and Morale survey have been relatively consistent for this indicator.   
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Table Thirteen: Proportion of respondents reporting an increased and too high workload 

since 2014 

 2017 2016 2015 2014 

Increase in workload in last 
12 months 

72% 71% 72% 72% 

Workload too high in last 
12 months 

62% 61% 62% 57% 

 

“There are not enough Police Officers compared to the workload we deal 

with. We are constantly on minimum staff and more is being required of us. 

We are given less time to deal with jobs therefore the level of service we 

offer to victims is getting worse. You are constantly having to battle with 

supervision and the control room just to be able to do your own work.” 

Constable, 4 years’ service 

“The one thing affecting police officer morale and capability is the lack of 

officers - numbers have been drastically reduced, so that expectations and 

workload of those remaining has been dramatically increased. And the 

senior staff offer no support, telling us "that's the way it is, get on with it."  

Sergeant, 25 years’ service 

“I am committed to my work however the home/work balance has tipped 

as I am working more hours (even though I'm part time) to get my work 

completed. Workload has increased, staffing has decreased in my team. I 

do not feel that I have time to 'think' or to come up with alternative/more 

productive ways of working - which would make life easier for the team and 

victims”  

Sergeant, 23 years’ service 
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“In the last few years there has been rapid and unprecedented change to 

Policing, workloads and responsibilities have increased, numbers of officers 

have decreased and pay increases have been insulting as in real terms 

officers are receiving less for doing more.” 

Constable, 10 years’ service 

This year, the proportion of respondents willing to go the extra mile for the police was 

50%. Although differences across years for this indicator are relatively small, this does 

reflect a decrease in the proportion of respondents who agreed that they were willing to go 

the extra mile since previous years.  

Chart Sixty-One: Proportion of respondents willing to go the extra mile for the police since 

2015 
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Although the Civil Service People Survey addresses workload using a slightly different way, 

by asking about whether respondents have an acceptable workload, this still provides a 

useful comparison. 58% of respondents in the Civil Service as a whole said that they had an 

acceptable workload, and for respondents from the NCA this proportion was also 58%. This 

year’s PFEW Pay and Morale survey found that 35% of respondents said that their workload 

was about right; a much lower proportion than see in the Civil Service or NCA.  

Differences between groups 

Rank 

At least two thirds of respondents, regardless of rank said that their workload and 

responsibilities had increased in the last year. However respondents in supervisory ranks, 

and in particular respondents at Chief Inspector rank, were more likely to say that their 

workload and responsibilities have increased compared to Constables. 

Chart Sixty-Two: Proportion of respondents reporting an increase in workload and 

responsibilities (by rank) 

 

A majority of respondents in all ranks also said that their workload has been too high over 

the last 12 months; again Constables were least likely to say that their workload was too 

high whilst Chief Inspectors were most likely to say that their workload was too high. 

For Constables, Sergeants and Inspectors the proportion of respondents who said that their 

workload was too high this year was within one percentage point of the proportion of 

67% 66% 

76% 
81% 

76% 
80% 79% 

85% 

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Workload Responsibilities

Constable

Sergeant

Inspector

Chief Inspector



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

137 
 

respondents in 2016 who reported too high a workload. The proportion of Chief Inspectors 

who said that their workload was too high has increased slightly more, with 77% of 

respondents this year compared to 74% of respondents last year reporting that their 

workload was too high. 

 

Chart Sixty-Three: Proportion of respondents reporting that their workload was too high 

(by rank) 

 

 

Region 
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Chart Sixty-Four: Proportion of respondents reporting and increase in workload and 

responsibilities (by region) 
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Chart Sixty-Five: Proportion of respondents reporting that their workload was too high (by 

region) 

 

 

Role 

Respondents in a Response policing role were most likely to say that their workload and 
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Chart Sixty-Six: Proportion of respondents reporting an increase in workload and 

responsibilities (by role) 
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Chart Sixty-Seven: Proportion of respondents reporting that their workload was too high 

(by role) 

 

 

Length of service 
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Chart Sixty-Eight: Proportion of respondents reporting an increase in workload and 

responsibilities (by length of service) 
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Chart Sixty-Nine: Proportion of respondents reporting that their workload was too high 

(by length of service) 
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ORGANISATIONAL COMMITMENT 

Summary 

 In terms of affective commitment, only 39% of respondents agreed that they felt a 

strong personal attachment to the police, although respondents were slightly more 

likely to agree with this statement this year than in 2016 

 For normative commitment, a majority of respondents disagreed that the police 

deserved their loyalty and that they would not leave the service because of a sense of 

obligation to the people in it.   

 In terms of continuance commitment, 75% of respondents said that staying in the police 

was a matter of necessity as much as desire and 64% felt that they had too few options 

to consider leaving the police.   

 Differences in commitment were seen across different ranks, chief inspectors were most 

likely to agree with affective and normative commitment statements, whereas 

constables were least likely to agree; reporting of continuance commitment was less 

closely associated with respondents’ rank. 

 Differences in commitment across different regions and roles were generally small.  

 Respondents’ length of service was more closely associated with their reported 

commitment; respondents towards the beginning and end of their policing career were 

most likely to agree with affective and normative commitment statements, whereas 

respondents in the middle of their careers were least likely to agree 

 In contrast mid-career respondents were amongst the most likely to agree with 

continuance commitment statements, whilst respondents at the beginning of their 

policing careers were least likely to agree. 

 

What is organisational commitment and why is it important? 

Organisational commitment is one aspect of the psychological bond between an individual 

and an organisation that results in “a) a belief in and acceptance of the organisation's goals 

and values; (b) a willingness to exert considerable effort on behalf of the organisation; (c) a 

definite desire to maintain organisational membership”lix. Organisational commitment is 

thought to be an important predictor of work-related attitudes and behaviours, and 

research has repeatedly demonstrated that organisational commitment influences a range 

of positive outcomes including turnover intention, attendance, performance stress and 

organisational citizenship behaviourlx,lxi. Organisational commitment has increasingly 

become a focus of attention in policing research over the last fifteen yearslxii,lxiii,lxiv and 
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officers’ organisational commitment has also been found to influence a range of outcomes 

including motivation and intention to leave the policelxv,lxvi. 

Researchers typically differentiate between three types of commitment: affective 

commitment, normative commitment and continuance commitmentlxvii,lxviii. Affective 

commitment reflects a sense of wanting to remain in an organisation, normative 

commitment reflects a sense of obligation to remain in an organisation and continuance 

commitment reflects a sense of needing to stay in an organisation (either because of a lack 

of alternatives or because of the high sacrifice associated with leaving). Affective 

commitment in particular positively correlates with work outcomes, including organisational 

citizenship behaviour and performance, whilst continuance commitment often shows 

negative correlations with these outcomeslxix,lxx,lxxi. 

Organisational commitment was measured using 10 items taking from Meyer et al.’s (1993) 

Three Component measure of organisational commitment. Three items measured affective 

commitment, including “I feel a strong sense of ‘belonging’ to the police service”, three 

items measured normative commitment, including the reverse coded item “I do not feel any 

obligation to stay in the police”; and four items measured continuance commitment, 

including “I feel that I have too few options to consider leaving the police service”. 

 

Overall findings  

The proportion of respondents who agreed and disagree with affective commitment 

statement was relatively finely balanced, for instance 39% of respondents agreed that 

they felt a strong personal attachment to the police, whilst the same proportion disagreed 

with this statement.  

On the other hand, respondents were slightly more likely to agree with affective 

commitment statements this year than last year. For example, 41% of respondents this 

year said that they felt a strong sense of belonging to the police service, in contrast to 35% 

of respondents in 2016. 

Respondents were however slightly more likely to disagree than agree that they would be 

happy to spend the rest of their career within the police service, reflecting the same pattern 

seen in last year’s survey. 
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“I have served 22 years in the police and never have I seen morale as low as 

this and the commitment from individuals around that sense of belonging 

to a meaningful organisation and career have all but gone.” 

Sergeant, 22 years’ service 

“I love being a police officer - it is my dream job. I feel my employer does 

not love me back. I feel broken hearted but continue to do a good job due 

to my personal commitment and belief in the concept of law enforcement 

as a whole. What stops me leaving is that it would break my heart to give 

up my warrant card and I just can’t bring myself to do it.” 

Constable, 14 years’ service 

 

Chart Seventy: Proportion of respondents agreeing and disagreeing with affective 

commitment indicators  
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loyalty and that they would not leave the service because of a sense of obligation to the 

people in it.   

Since 2016 there has been very little change in the proportion of respondents who said that 

they felt a sense of obligation to stay in the police. Respondents were however slightly more 

likely to feel that the police deserved their loyalty this year compared to last year (when 

52% of respondents disagreed, and 17% of respondents agreed, that the police service 

deserved their loyalty).  

Respondents’ comments making reference to a sense of loyalty to the police often reflected 

a sense that officers sense of loyalty to the police was not reciprocated, for instance by the 

Government and because of changes to pay and conditions. This eroded the sense of 

obligation officers felt towards the service. 

“About 10 years ago, just prior to the recession, I was happy with "my lot". I 

earned a reasonable salary, there was some scope for some overtime and I 

earned CRTP and I felt my career was interesting and varied. Now, after 

years of wage-freezes followed by 1[per cent] pay rises combined with no 

overtime, loss of CRTP, increased pension contributions and ever-rising 

inflation, I feel as though I'm approx. £500 per month worse off. 

Consequently I am dissatisfied with my situation and any feelings of loyalty 

towards my organisation have long-since evaporated.”  

Constable, 22 years’ service 

“Over the last few years our pay and conditions have been continuously 

eroded, whilst the cost of living increases. Whilst I like my role, and my 

colleagues, and feel valued and supported by both, I do not feel valued by 

the police service as a whole, or feel any loyalty towards the organisation, 

only to colleagues and the public.” 

Sergeant, 24 years’ service 
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Chart Seventy-One: Proportion of respondents agreeing and disagreeing with normative 

commitment indicators 
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police officer was seen as being eroded and as a result financial incentives were becoming 

more important in keeping officers within the police.  

“Being in the police is now a job, it is not a career. If I had age on my side I 

would leave. Alas I am too old and have too much invested within this role 

to leave. It’s just the way it is.”  

Sergeant, 18 years’ service 

“Officers are leaving in droves, for those left morale is very low. The 

younger ones often leave and seek alternative employment. The mid-

service and older officers only stay because they are stuck in the pension 

trap. “ 

Constable, 24 years’ service 

 “Policing is a vocation not a business - take away the desire to serve the 

public, arrest criminals and you take away the fundamentals of why people 

join. We serve the public of which we are all part of.” 

Inspector, 21 years’ service 

“I used to love this job and I knew I would never be rich doing this job but it 

had a vocational aspect as well. At the moment I would leave if I could but 

it would mean I would loss too much financially. I have always been proud 

to be a police officer but I think the way it is being run with all the cost 

cutting it makes it almost impossible to do the job in a professional 

manner.” 

Constable, 27 years’ service 
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Chart Seventy-Two: Proportion of respondents agreeing and disagreeing with continuance 

commitment indicators 
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statement. These findings are in keeping with other results in the Pay and Morale survey, for 

instance with constables also most likely to report low morale and low engagement, which 

may contribute to lower affective commitment to the police. 

Chart Seventy-Three: Proportion of respondents agreeing and disagreeing that that they 

feel a strong sense of belonging to the police (by rank) 
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Chart Seventy-Four: Proportion of respondents agreeing and disagreeing that they police 

deserved their loyalty (by rank) 
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Chart Seventy-Five: Proportion of respondents agreeing and disagreeing that staying in 

the police was a matter of necessity as much as desire (by rank)  

 

Chart Seventy-Six: Proportion of respondents agreeing and disagreeing that they have too 

few options to consider leaving the police (by rank) 
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Region 

Differences in affective commitment across different regions were relatively small, with 

only a seven percentage point difference between the South West region, where 

respondents were most likely to report a strong sense of belonging to the police, and the 

North West, where respondents were least likely to report a strong sense of belonging.   

Chart Seventy-Seven: Proportion of respondents agreeing and disagreeing that they felt a 

strong sense of belonging to the police (by region) 
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Chart Seventy-Eight: Proportion of respondents agreeing and disagreeing that the police 

service deserves their loyalty (by region) 
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Chart Seventy-Nine: Proportion of respondents agreeing and disagreeing that staying in 

the police was a matter of necessity as much as desire (by region) 

 

Chart Eighty: Proportion of respondents agreeing and disagreeing that they have too few 

options to consider leaving the police (by region) 
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Role 

Few differences were seen in respondents’ affective commitment on the basis of their 

role; for instance with agreement with the statement “I feel a strong sense of belonging to 

the police service” ranging from 36% of respondents in an Intelligence role, to 43% of 

respondents in a Response or Neighbourhood role. 

Chart Eighty-One: Proportion of respondents agreeing and disagreeing that they felt a 

strong sense of belonging to the police service (by role) 
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Chart Eighty-Two: Proportion of respondents agreeing and disagreeing that the police 

service deserves their loyalty (by role) 
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Chart Eighty-Three: Proportion of respondents agreeing and disagreeing that staying in 

the police was a matter of necessity as much as desire (by role) 

 

Chart Eighty-Four: Proportion of respondents agreeing and disagreeing that they have too 

few options to consider leaving the police (by role) 
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Length of service 

A large range of responses was seen on the basis of respondents’ length of service. 

Respondents towards the beginning and end of their policing career were most likely to 

agree with affective commitment statements, whereas respondents in the middle of their 

careers were least likely to agree. For instance whilst 65% of respondents with two years’ 

service or less and 70% of respondents with 30 years’ service or more said that they felt a 

strong sense of belonging to the police, only 35% of respondents with between 11 and 15 

years’ service, and 36% of respondents with between 16 and 20 years’ service said that they 

felt a strong sense of belonging. 

Mid-career respondents were found to have lower organisational commitment in academic 

studies that were conducted prior to recent changes to pay and conditionslxxiii. As such, 

changes such as transfer to the CARE scheme, removal of CRTP and so on cannot by 

themselves explain the lower affective commitment seen amongst officers during the 

middle of their careers. However, it must be noted that mid-career officers were most likely 

to be affected by such changes. Moreover, we also see the pattern of responses here that 

was seen above concerning officers’ engagement and their morale, and these factors are 

also likely to be linked to the extent to which officers’ feel a strong emotional bond with the 

police service. 

Chart Eighty-Five: Proportion of respondents agreeing that they felt a strong sense of 

belonging to the police (by length of service) 
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The same pattern seen for affective commitment was also seen regarding respondents’ 

normative commitment. Respondents with two years’ service or less and 30 years’ service 

or more were most likely to agree with normative commitment indicators whilst mid-career 

respondents were least likely to agree; in particular, fewer than one in five respondents with 

between 11 and 20 years’ service felt that the police service deserved their loyalty. However 

even amongst early- and late-career respondents less than half felt the police deserved their 

loyalty. 

Notably, there has however been a 10 percentage point increase since last year in the 

proportion of respondents with two years’ service or less who said that the police deserved 

their loyalty (from 34% in 2016 to 44% in 2017). There has also been a 14 point increase in 

the proportion of respondents with over 30 years’ service who said that the police service 

deserved their loyalty (from 27% in 2016 to 41% in 2017). In contrast, the corresponding 

increase amongst respondents with between 11 and 20 years’ was only 5 percentage points. 

 

Chart Eighty-Six: Proportion of respondents agreeing that the police service deserves their 

loyalty (by length of service) 
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with between six and 30 years’ service said that staying in the police service was a matter of 

necessity as much as desire, whilst at least two thirds of respondents with between six and 

25 years’ service felt that they had too few options to consider leaving the police.  

Again, reflecting the opposite of other forms of commitment, respondents at the beginning 

and end of their policing careers were least likely to agree with continuance commitment 

statements. For instance, 44% of respondents in their probationary period said that staying 

in the police service was a matter of necessity as much as desire, and only 35% of 

probationers felt that they had too few options to consider leaving the police. 

This finding is perhaps to be expected, given that respondents at the start of their careers 

are likely to have fewer “sunk costs” in terms of skills development, as well as financial costs 

such as pensions, compared to respondents with longer service. Similarly respondents at the 

end of their careers are less likely to feel that they have to stay in the police, because they 

will have reached full pensionable service. 

 

Chart Eighty-Seven: Proportion of respondents agreeing that staying in the police was a 

matter of necessity as much as desire (by length of service) 
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Chart Eighty-Seven: Proportion of respondents agreeing that they have too few options to 

consider leaving the police (by length of service) 
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PROMOTION AND PROGRESSION 

Summary 

 Four out of five respondents said that they have not applied for promotion to a higher 

rank; 14% of respondents said that they had applied for promotion but been 

unsuccessful, whilst 6% were currently in the process of apply for promotion 

 68% of respondents who had gone through the promotion process said that they were 

dissatisfied with the process. 

 The most common reason for not applying for promotion was that it would not be worth 

it for the responsibilities and pressures of the role, however compared to 2016 

respondents were more likely to say that promotion would not be worth it for the salary 

and for the responsibilities and pressure of the job.  

 This years’ survey also asked about the new Assessment and Recognition of Competence 

(ARC) assessment. Just under a quarter of respondents who were due to move to Pay 

Point 4 in the next 12 months said that they were very aware that they would be 

required to complete the ARC assessment in order to reach the next pay point.  

 45% of respondents who had completed the ARC assessment since January said that 

they were dissatisfied with the time taken to complete the ARC assessment; half said 

that they were dissatisfied with the amount of guidance and support they received and 

41% said that the ARC process was either unfair or very unfair. 

 Constables were least likely to have applied for promotion to a rank higher than the one 

they were currently in, whilst Chief Inspectors were most likely to have applied. 

 There were some in the reasons for not applying for promotion in different ranks, for 

instance, constables were more likely to say that they had not applied for promotion 

because they wanted to pursue other roles at their current rank, whereas chief 

Inspectors were more likely than other ranks to say that they had not applied for 

promotion because they intended to apply in the next year. 

 Differences in applications for promotion within different regions were small, and 

overall, the reasons for not apply for promotion were similar across different regions 

 Respondents’ role had limited bearing on whether or not they had applied for 

promotion, however there were some differences in reasons for not applying for 

promotion across different roles. 

 Respondents with between six and 10 years’ service were most likely to say that they 

were in the process of applying for promotion, however for the most part, and in 

particular after around 10 years’ service, the reasons respondents gave for not applying 

for promotion did not vary substantially on the basis of their length of service.  
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Overall findings 

Four out of five respondents said that they have not applied for promotion to a higher 

rank. This is a slight increase on previous years, when around three quarters of respondents 

said that they had not applied for promotion. 

A further 14% of respondents said that they had applied for promotion but had been 

unsuccessful; whilst 6% were currently in the process of apply for promotion.  

 

“The promotion process opens next week. I am already overloaded with 

work, yet if I want to get promoted I am now going to have to do the 

following:- - Register my interest - Write an expression of interest with 

evidence - Get through the paper sift - Have my application recommended 

by SMT - Be successful at the Interview process of 2 panels of 3 on a 

carousel basis. If successful, I will then be offered a posting, to fill a gap 

somewhere, even if it does not match my skillset or current work life 

balance situation with travel and family. I love the role I am in now, which 

is a specialist role. I'm really good at it. Yet, despite successfully acting up 

and the current Sergeant post being vacant, if I am successful at the 

promotion process I've been told that I will be given the opportunity to 

apply for the post I am currently doing, but that I will probably not get it 

and therefore will be posted elsewhere.”  

Constable, 11 years’ service 

 

Amongst the 6% of respondents who were in the process of applying for promotion, 68% 

said that they were dissatisfied with the promotion process, compared to just 9% of 

respondents who were satisfied. 

One in three respondents who had not applied for promotion said that this was because 

they enjoyed their current role; however the most common reason for not applying for 

promotion was that it would not be worth it for the responsibilities and pressures of the 

role. In addition 32% of respondents felt that the promotion process was too time-

consuming and 31% of respondents said that promotion would not be worth it for the salary 

on offer. 
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Table Fourteen: Reasons given for not applying for promotion 

 Factor  

It would not be worth it for the responsibilities and pressures of 
the job 

37% 

I enjoy my current role 33% 

The promotion process is too time-consuming 32% 

It would not be worth it for the salary on offer 31% 

I want to stay at the rank I am in 28% 

Promotion would mean being posted somewhere else within the 
force area 

24% 

I have too many commitments in my family/personal life 23% 

I am more interested in pursuing other roles at my current rank 22% 

I do not believe there is any point in applying, as there are not 
enough positions at the next rank 

19% 

I would have to leave my current specialism if I were promoted 17% 

I plan on retiring or resigning soon 16% 

I intend to apply within the next year 8% 

 

“I have recently been promoted to Sergeant. The pay rise after promotion 

really wasn't worth all the stress and anxiety I had to go through to obtain 

this rank. Including the extra responsibility on promotion . On top of that I 

have had to complete the NPPF process which again is a ridiculous and 

pointless exercise which not only abstracts me from my day to day role but 

has caused me even more stress as all officers in the same position as me 

have been threatened with demotion if we don't complete this process.” 

Sergeant, 18 years’ service 

“I joined the police with certain expectations and hopes. Some have those 

have already been crushed. I feel there is little or no room for promotion at 

present with a lot of specialist roles seemingly being handed out to civilians 

and promotion pools being chocked full of candidates with no roles to 

fulfil.” 

Constable, 13 years’ service 
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“There is a general lack of support to improve officer's knowledge and skills 

in order for them to specialise or be promoted . You could join up and stay 

in the job role you join in for your whole service quite easily. I cannot say I 

have ever had much interest/help from supervisors with regards to career 

progression. There is also no training on how to write application forms and 

how to sit boards, which makes it all the more difficult.” 

Sergeant, 25 years’ service 

 

The proportion of respondents who had not applied for promotion because they enjoyed 

their current role has remained relatively stable since 2016. In contrast, compared to last 

year respondents were more likely to say that promotion would not be worth it for the 

salary and for the responsibilities and pressure of the job. They were also more likely to 

cite the time taken to complete the promotion process as a barrier to applying for 

promotion. 

Chart Eighty-Eight: Reasons given for not applying for promotion in 2016 and 2017 
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63% of respondents who were currently applying for promotion said that they were 

applying via the National Police Promotion Framework; as did 40% of respondents who said 

that they had unsuccessfully applied for promotion and 65% who successfully applied for 

promotion. 

Respondents who had applied for promotion via the NPPF who had either been successful 

or unsuccessful within the process were somewhat more likely to be dissatisfied with the 

promotion process than respondents who had not applied via the NPPF. On the other 

hand, respondents who said that their application for promotion was currently in progress 

via the NPPF were slightly less likely to be dissatisfied with the promotion process than 

respondents who had not applied via the NPPF. 

 

Chart Eighty-Nine: Proportion of respondents satisfied and dissatisfied with the promotion 

process 

 

 

This year’s survey also asked eligible respondents about the new Assessment and 

Recognition of Competence assessment introduced in January. Completion of the ARC 

assessment is now required for officers to progress from Pay Point 3 to Pay Point 4 on the 

Constables pay scale.  
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Just under a quarter of respondents who were due to move to Pay Point 4 in the next 12 

months said that they were very aware that they would be required to complete the ARC 

assessment in order to reach the next pay point. This compares to 41% of respondents who 

said that they were not at all aware that they would be required to complete the ARC 

assessment to reach Pay Point 4. 

Chart Ninety: Proportion of respondents at Pay Point Three who were aware that they 

would be required to undertake the ARC assessment in the next 12 months 

  

 

Of the respondents who have completed the ARC assessment since January, 45% said that 

they were dissatisfied with the time taken to complete the ARC assessment. This 

compares to 16% who said that they were satisfied. 

In addition half of respondents said that they were dissatisfied with the amount of 

guidance and support they received regarding the ARC assessment. This compares to 16% 

of respondents who said that they were satisfied. 

Respondents were also asked how they would rate the overall fairness of the ARC process. 

41% of respondents said that the ARC process was either unfair or very unfair. This 

compares to 18% of respondents who said that the process was fair.  
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Chart Ninety-One: Proportion of respondents completing the ARC assessment since 

January who felt that the process was fair and unfair 

 

 

Differences between groups 

Rank 

Constables were least likely to have applied for promotion to a rank higher than the one 

they were currently in, whilst Chief Inspectors were most likely to have applied. 

Conversely, 38% of Chief Inspectors said that they were unsuccessful in the promotion 

process, in contrast to 11% of Constables, 18% of Sergeants and 27% of Inspectors. Notable, 

just over one in ten sergeants said that they were currently in the process of completing the 

promotion process, compared to less than 5% of constables.  
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Chart Ninety-Two: Proportion of respondents who have not applied for promotion to the 

next rank (by rank) 

 

 

There were some differences amongst respondents of different ranks as to why 

respondents had not applied for promotion. For example, Constables were more likely than 

respondents at other ranks to say that they had not applied for promotion because they 

wanted to pursue other roles at their current rank. 25% of Constables expressed this view, 

compared to 12% of sergeants, 11% of inspectors and just 5% of chief inspectors 

In contrast, Chief Inspectors were more likely than other ranks to say that they had not 

applied for promotion because they intended to apply in the next year (28%), and because 

they were not ready yet (23%) compared to other ranks (where these proportions were 12% 

or less and 11% or less respectively). 

Chief Inspectors were less likely than other ranks to say that promotion was not worth it 

for the responsibilities. 11% of Chief Inspectors felt that promotion would not be worth it 

for this reason, whereas 39% of Constables and Inspectors and 28% of Sergeants expressed 
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followed by Constables (33%) and Sergeants (20%); this contrasts with less than four 

percent of Chief Inspectors. 

Finally, ranks who were required to apply for promotion via the NPPF were slightly more 

likely to say that the process was too time consuming (Constables 31%; Sergeants 40%) 

than ranks who did not have to apply via the NPPF process (27% Inspectors; 17% Chief 

Inspectors). However, on the other hand, there was very little difference in satisfaction with 

the promotion process between ranks who did and did not need to apply via the NPPF 

process.  

Chart Ninety-Three: Proportion of respondents who were satisfied and dissatisfied with 

the promotion process (by rank) 

 

 

Region 

Differences in the proportions of respondents who had applied for promotion within 

different regions were small, ranging from 78% of respondents in the South West n London 
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67% 69% 69% 66% 

26% 20% 20% 25% 

7% 11% 11% 9% 

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Constable Sergeant Inspector Chief
Inspector

Satisfied

Neither satisfied nor dissatisfied

Dissatisfied



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

173 
 

Chart Ninety-Four: Proportion of respondents who have not applied for promotion to the 

next rank (by region) 

 

 

Overall, the reasons for not apply for promotion were also similar across different regions. 

For example, the proportion of respondents who said that it would not be worth it for the 

salary ranged from 29% of respondents in the North East to 33% of respondents in South 

East and Eastern regions. Similarly, the proportion of respondents who said that promotion 

would not be worth it for the responsibilities ranged from 35% of respondents in London to 

39% of respondents in the North West. 

One of largest differences between different regions was seen in the proportion of 

respondents who had not applied for promotion because there were no suitable positions 

available. 24% of respondents in London and the North West provided this as a reason for 

not applying for promotion, in contrast to 10% of respondents in the North East and 12% of 

respondents in Wales. 

In addition, there was some variation in the proportion of respondents who had not applied 

for promotion because it would mean being posted elsewhere in their force area. In 

particular, 30% of respondents in Wales provided this a reason for not applying for 

promotion, compared to 20% of respondents in the North East and 21% of respondents in 

London and the South West.  
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Role 

Respondents’ role also appeared to have limited relationship on whether or not they had 

applied for promotion. Respondents in a response role were least likely to apply for 

promotion. Again, it may be noted that respondents in Response roles were found to have 

shorter service, therefore this, as opposed anything intrinsic within the Response role may 

account for this slight difference. In addition, at least three in four respondents in all other 

roles reported that they had not applied for promotion.  

In addition, there was little difference in the proportion of respondents in most roles who 

said that they had been unsuccessful in the promotion process, with between 14% and 

16% of respondents across different roles saying that they had applied for promotion but 

been unsuccessful. The only exception to this was respondents in a Response role where 

10% said that they had been unsuccessful in the promotion process. 

Chart Ninety-Five: Proportion of respondents who have not applied for promotion to the 

next rank (by role) 
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resigning soon; compared to 10% of respondents in a Response role and 15% of 

respondents in a Neighbourhood role. 

In addition, 51% of respondents in an Operational Support role and 44% of respondents in 

either a Road Policing or Intelligence role said that they had not applied for promotion 

because they enjoyed their current role, whereas this proportion was 28% of respondents 

in a Response role and just 21% of respondents in a Custody role.  

Respondents in a Custody role were also least likely to say that promotion would not be 

worth it for the salary (24%) or for the responsibilities of the role (29%). At the other end of 

the scale 37% of Road Policing respondents said that promotion would not be worth it for 

the salary, whilst 41% of respondents in this role said it would not be worth it for the 

responsibilities of the role. 

The most substantial differences however concerned the belief that promotion would 

mean leaving respondents’ current specialism. 43% of Road Policing respondents cited this 

as reason for not applying for promotion, compared to 19% of respondents in an 

Investigations role, and 5% of respondents in a Custody role.  

Chart Ninety-Six: Proportion of respondents who said that they had not applied for 

promotion because it would mean leaving their current specialism (by role) 
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Length of service 

Understandably, respondents at the beginning of their career were least likely to have 

applied for promotion. Respondents with between six and 10 years’ service were most 

likely to say that they were in the process of applying for promotion (9% of respondents in 

this group said that they were in the process of applying), whilst respondents with between 

21 and 30 years’ service were most likely to say that they have applied for promotion but 

were unsuccessful in the process (18% of respondents in this group said that they had been 

unsuccessful at promotion). 

Chart Ninety-Seven: Proportion of respondents who have not applied for promotion to 

the next rank (by length of service) 
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Respondents with less than 5 years’ service were also less likely to say that promotion 

would not be worth it for the salary or responsibilities compared to respondents with more 

than 5 years’ service. For instance, whereas 17% of respondents with between 3 and 5 

years’ service said that promotion would not be worth it for the salary, 31% of respondents 

with between 6 and 10 years’ service, 36% of respondents with between 11 and 15 years’ 

service and 37% of respondents with between 16 and 20 years’ service expressed this view.  
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INTENTION TO LEAVE 

Summary 

 13% of respondents said that they planned to leave the police either as soon as possible 

or within the next two years, compared to 11% of respondents in 2016. 

 79% of respondents intending to leave the police said that their morale had a major 

effect on their intention to leave; whilst more than two thirds cited the impact of the job 

on their health and wellbeing and how the police as a whole are treated 

 Overall there has been limited change in the last year in the factors most likely to affect 

respondents’ intention to leave the police, and the most common reasons for leaving 

remain unchanged since 2016. 

 Constables were most likely to intend to leave the police either as soon as possible, 

whilst members of the Inspecting ranks were least likely to intend to leave, however 

differences in intention to leave were relatively small and many of same reasons for 

leaving were cited by respondents regardless of rank 

 Larger differences were seen in the proportion of respondents who said that they 

intended to stay in the police until retirement. Only 48% of Constables said that they 

intended to stay until retirement, compared to 71% of members of the Inspecting ranks. 

 Respondents in London were more likely to leave the police, with 19% saying that they 

intended to leave either as soon as possible or within the next two years; outside of 

London differences in intention to leave were relatively small and the reasons for leaving 

were mainly similar across all regions. 

 Differences in intention to leave across different roles were also small and the reasons 

for leaving were also consistent across roles. 

 However it was noted that the proportion of respondents in a Custody role intending to 

stay until pension age was at least ten percentage points higher than respondents in any 

other role. 

 Mid-career respondents, in particular respondents with between six and 20 years’ 

service were most likely to intend to leave, and were also least likely to intend to stay 

until retirement – for instance just 35% of respondents with between six and 10 years’ 

service said that they intended to stay until pension age. 

 The factors most likely to be cited by respondents as having a major impact upon their 

intention to leave the police were again similar regardless of respondents’ length of 

service. 
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Overall findings 

One in eight respondents said that they planned to leave the police either as soon as 

possible or within the next two years. This is a very similar figure to seen in 2016. 

Respondents this year were slightly less likely to intend to stay in the police service until 

pension age compared to last year; however the differences between 2016 and 2017 were 

small. 

6% of respondents who planned to stay in the police for at least the next two years said that 

they intended to move forces. This proportion was identical to the proportion seen 2016. 

Table Fifteen: Proportion of respondents intending to stay in and leave the police since 

2014 

Intention 2017  2016  2015  2014 

I intend to stay until pension 
age  

52% 53% 50% 51% 

I will stay for at least the next 
two years 

17% 15% 13% 12% 

I am planning to leave within 
the next two years 

6% 5% 7% 6% 

I am seeking alternative 
employment at the moment 

7% 6% 9% 8% 

I don’t know 19% 20% 23% 23% 
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Chart Ninety-Eight: Proportion of respondents intending to stay in and leave the police 
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Inspector, 27 years’ service 

“I would love to leave the Police - I'm gutted to say that... I still want to do 

my best for victims of crime but the Government have crushed morale. I 
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“This is an awful time for the Police Service in general. Morale is at an all-

time low and experienced police officers are leaving the service due to the 

level of demand faced by them on a daily basis with little or no support 

from the Force.” 

Inspector, 14 years’ service 

 

Amongst respondents who intended to leave the police either as soon as possible or within 

the next two years, morale was the most commonly cited factor affecting intention to leave. 

79% of respondents intending to leave the police said that their morale had a major effect 

on their intention to leave. 

More than two thirds of respondents also cited the impact of the job on their health and 

wellbeing and how the police as a whole are treated as having a major impact on their 

intention to leave, whilst a majority also said that their pay and benefits, the impact of the 

job on their personal life and how change was managed in the police had a major effect.  

Table Sixteen: Reasons for intending to leave the police 

Factor No effect on intention 
to leave  

Some effect on 
intention to leave  

Major effect on 
intention to leave  

Your morale 
 

3% 18% 79% 

The impact of the job 
on your health and 
wellbeing 

6% 21% 72% 

How the police a 
whole are treated 

7% 23% 70% 

Your pay and 
benefits 

10% 28% 62% 

The impact of your 
job on your 
family/personal life 

10% 29% 61% 

Management of 
change within the 
police 

12% 35% 53% 

Better job 
opportunities 
outside of the Police 

20% 31% 49% 
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Your workload and 
responsibilities 

20% 33% 47% 

Your opportunities 
for development and 
promotion 

26% 29% 45% 

Dissatisfaction with 
your day-to-day job 
role 

21% 35% 44% 

Your treatment by 
senior managers 
 

24% 35% 41% 

Your treatment by 
your line manager 

59% 25% 16% 

Your relationship 
with your colleagues 

67% 24% 9% 

 

Respondents were slightly less likely to say that their morale, the treatment of the police as 

a whole and their pay and benefits had a major effect on their intention to leave in this 

year’s survey. However, overall there has been limited change in the last year in the 

factors most likely to affect respondents’ intention to leave the police, and the four most 

common reasons for leaving are unchanged since 2016.  

Chart Ninety-Nine: Factors with a major impact on intention to leave since 2015 
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Comparisons 

Comparison of intention to stay in or leave the police with intention to leave in other public 

sector surveys is problematic. The AFCAS survey does ask respondents to provide this 

information; however there are sufficient differences between the nature of policing service 

and military service that the two cannot be seen as directly comparable. Taking this into 

account  it is still useful to note that 13% of non-officer ranks respondents in the 2017 

AFCAS survey said that they had either put in their notice to leave or planned to leave the 

service as a soon as they could. Amongst respondents in the PFEW Pay and Morale survey 

7% said that they were currently seeking alternative employment.  

 

Differences between groups 

Rank 

Constables were most likely to intend to leave the police either as soon as possible, whilst 

members of the Inspecting ranks were least likely to intend to leave.  This finding aligns to 

other results within the report, for instance with respondents’ morale and engagement 

increasing along with their rank. 

Notably, although differences in the proportion of respondents at different ranks intending 

to leave were relatively small, larger differences were seen in the proportion of 

respondents who said that they intended to stay in the police until retirement. Fewer than 

half of Constables said that they intended to stay until retirement, compared to 71% of 

members of the Inspecting ranks. In addition, around more than one in five Constables did 

not know whether or not they intended to stay in the police, compared to around one in ten 

inspectors and chief inspectors. Thus constables appeared to have more uncertainty about 

their future within the police compared to more senior ranks. 
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Chart One-Hundred: Intention to stay in or leave the police (by rank) 

 

There has been little change in any ranks’ intention to leave since last year’s survey. 

Compared to 2016, the proportions of Constables, Sergeants and Chief Inspectors who 

intended to leave the police have all increased by one percentage point, whilst the 

proportion of Inspectors has not changed. 

There were more similarities than differences in the reasons why respondents of different 

ranks said that they intend to leave the police with morale, how the police as a whole are 

treated, and pay and benefits amongst the most common reasons given by Constables, 

Sergeants and Inspectors for why they intended to leave the police. 

A majority of chief inspectors who intended to leave the police also said that their morale 

and their pay and benefits influenced their decision to leave. However 59% of respondents 

also said that opportunities for development and promotion had an impact on their 

intention to leave. Notably, whereas in 2016 69% of Chief Inspectors said that opportunities 

outside the police increased their intention to leave, this proportion had reduced to 40% in 

2017. This may reflect the fact that Chief Inspectors who say better opportunities outside 

the police in 2016 have now left to pursue those opportunities.   
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Table Seventeen: Reasons for intending to leave the police (by rank) 

Constable Sergeant Inspector Chief Inspector 

Morale 81% Morale 71% Morale 65% Morale 63% 

Impact of the 
job on health 
and wellbeing 

74% Impact of the 
job on health 
and wellbeing 

68% Impact of the 
job on health 
and wellbeing 

65% Development 
and promotion 
opportunities 

59% 

How the 
police as a 
whole are 
treated 

72% How the 
police as a 
whole are 
treated 

64% Pay and 
benefits 

62% Pay and 
benefits 

52% 

Pay and 
benefits 

62% Pay and 
benefits  

62% How the police 
as a whole are 
treated 

59% Workload and 
responsibilities 
/how change 
in managed 
within the 
police 

48% 

 

Region 

Generally differences in intention to leave across different regions outside of London were 

relatively small; ranging from 9% of respondents in Wales and the Easter region to 13% of 

respondents in the South East. Respondents in London were more likely to leave the 

police, with 19% saying that they intended to leave either as soon as possible or within 

the next two years. This proportion has increased by three percentage points since 2016, 

when 16% of respondents in London said that they intended to leave. The higher intention 

to leave in London might in part be attributable to the perception of suitable opportunities 

outside the police. For instance, as noted above, respondents in London were less likely 

than respondents in other regions to feel that they had too few options to consider leaving 

the police. 
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Figure Ten: Proportion of respondents intending to leave either as soon as possible or 

within two years (by region) 

 

 
 

 

Respondents in all regions were all most likely to cite morale, the impact of the job on 

health and wellbeing and the treatment of the police as a whole as reasons for leaving the 

police. Respondents in London were slightly more likely to say that their pay and benefits 

influenced their intention to leave, with 74% saying that this factor had a major impact upon 

their intention to leave. 
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Table Eighteen: Reasons for intending to leave the police (by region) 

North West North East Midlands Eastern 

Morale 80% Morale 86% Morale 82% Morale 76% 

Impact of the 
job on health 
and wellbeing 

77% Impact of the 
job on health 
and wellbeing 

77% Impact of the 
job on health 
and wellbeing 

68% Impact of the 
job on health 
and wellbeing 

76% 

Treatment of 
the police as a 
whole 

69% Treatment of 
the police as a 
whole 

73% Treatment of 
the police as a 
whole 

70% Treatment of 
the police as a 
whole 

66% 

Impact of the 
job on family 
and personal 
life 

66% Impact of the 
job on family 
and the 
personal life 

65% Impact of the 
job on family 
and personal 
life 

61% Impact of the 
job on family 
and personal 
life 

64% 

South East South West Wales London 

Morale 76%  Morale 76% Morale 81% Morale 77% 

Impact of the 
job on health 
and wellbeing 

76% Impact of the 
job on health 
and wellbeing 

72% Impact of the 
job on health 
and wellbeing 

78% Pay and 
benefits 

74% 

Treatment of 
the police as a 
whole 

66% Treatment of 
the police as a 
whole 

64% Treatment of 
the police as a 
whole  

74% Treatment of 
the police as a 
whole 

74% 

Impact on the 
job on family 
and personal 
life 

65% Impact of the 
job on family 
and personal 
life 

58% Impact of the 
job on family 
and personal 
life 

66% Impact of the 
job on health 
and wellbeing 

65% 
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Role 

Differences in intention to leave across different roles were also small, ranging from 11% 

of respondents in a Custody role to 14% of respondents in a Roads Policing role. Overall 

these proportions were very similar to last year, with no role seeing more than a two 

percentage point swing in the proportion of respondents intending to leave.  

Of some note is the proportion of respondents in a Custody role intending to stay until 

pension age, which was at least ten percentage points higher than respondents in any 

other role. The most plausible explanation for this finding is the fact that respondents in a 

Custody role were on average older, and had a longer length of service, compared to 

respondents in other roles. As noted below, these factors also associated with an increased 

likelihood of intending to stay in the police until pension age. 

Chart One-Hundred and One: Intention to stay in or leave the police (by role) 
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A similar set of factors was again raised by respondents, regardless of role, as having a 

major impact on intention to leave. In particular, morale, the impact of the job on health 

and wellbeing, the treatment of the police as a whole and pay and benefits, were amongst 

the factors most likely to influence respondents’ intention to leave. 

The reasons given by respondents for intending to leave in this years’ survey were generally 

also similar to those given by respondents in 2016. The most substantial difference across 

the two surveys was in the proportions of respondents in a Response policing role or 

Neighbourhood role who said that the impact of the job on health and wellbeing had a 

major impact on intention to leave. For respondents in a Response policing role this 

increased from 75% in 2016 to 82% in 2017, whilst for respondents in a Neighbourhood 

policing role this increased from 66% of respondents in 2016 to 74% of respondents in 2017. 

Table Nineteen: Reasons for intending to leave the police (by role) 

Response Neighbourhood Custody Road Policing 

Morale 87% Morale 79% Morale 68% Treatment of 
the police as a 
whole 

79% 

Impact of the 
job on health 
and wellbeing 

82% Impact of the 
job on health 
and wellbeing 

74% Impact of the 
job on health 
and wellbeing 

64% Morale 78% 

Treatment of 
the police as a 
whole 

74% Treatment of 
the police as a 
whole 

71% Treatment of 
the police as a 
whole 

62% Impact of the 
job on health 
and wellbeing 

72% 

Impact of the 
job on family 
and personal 
life 

70% Impact of the 
job on family 
and personal 
life 

64% Impact of the 
job on family 
and personal 
life 

59% Pay and 
benefits 

63% 
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Table Nineteen (continued). 

Operational support Intelligence Investigations 

Morale 75% Morale 68% Morale 78% 

Treatment of 
the police as a 
whole 

70% Pay and 
benefits 

66% Impact of the 
job on health 
and wellbeing 

71% 

Pay and 
benefits 

66% Treatment of 
the police as a 
whole 

62% Treatment of 
the police as a 
whole 

68% 

Impact on 
health and 
wellbeing 

64% Impact on 
health and 
wellbeing 

61% Pay and 
benefits 

64% 

 

 

Length of service 

As would be expected, respondents with more than 30 years’ service were most likely to 

intend to leave the police either as soon as possible or within the next two years. In 

addition, respondents with less than two years were least likely to intend to leave. 

Mid-career respondents, in particular respondents with between six and 20 years’ service 

were most likely to intend to leave, although the proportion of mid-career respondents 

who said that they intended to leave the police has not changed by more than one 

percentage point since 2016. 

Whereas mid-career respondents were slightly more likely to intend to leave the police than 

respondents towards the beginning and end of their career, they were also least likely to 

actively plan to stay in the police until retirement. For instance, just 35% of respondents 

with between six and 10 years’ service said that they intended to stay until pension age. 

  



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

191 
 

Chart One-Hundred and Two: Intention to leave stay in or leave the police (by length of 

service) 

 

 

The factors most likely to be cited by respondents as having a major impact upon their 

intention to leave the police did not appear to have a strong association with 

respondents’ length of service, with morale, pay and benefits, the treatment of the police 

and the impact of the job on their health and wellbeing, again most likely to influence 

intention to leave.   

Although for the most part there was limited change in the reasons for leaving since last 

year’s survey, compared to 2016 this year respondents with two years’ service or less were 

more likely to cite their workload and responsibilities as having a major impact on 

intention to leave (this year, 68% of probationers this year cited this, compared to 47% of 

probationer in 2016). In addition, this year respondents with between 26 and 30 years’ 

service were more likely to say that reaching pension age had a major impact on intention 

to leave compared to 2016, when 61% of respondents said that this had a major impact on 

their intention. 
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Table Twenty: Reasons for intending to leave the police (by length of service) 

0-2 years 3-5 years 6-10 years 11-15 years 

Morale 72% Morale 86% Morale 87% Morale 81% 

Pay and benefits 70% Impact of the 
job on health 
and 
wellbeing 

82% Impact of the 
job on health 
and 
wellbeing 

80% Impact of the 
job on health 
and 
wellbeing 

74% 

Workload and 
responsibilities 

68% Treatment of 
the police as 
a whole 

78% Treatment of 
the police as 
a whole 

75% Treatment of 
the police as 
a whole 

72% 

Impact of the 
job on health 
and 
wellbeing/family 
and personal life 

64% Pay and 
benefits 

72% Impact of the 
job on family 
and personal 
life 

70% Pay and 
benefits 

64% 

16-20 years 21-25 years 26-30 years Over 30 years 

Morale 79% Morale 79% Reached 
pension age 

67% Reached 
pension age 

60% 

Impact of the 
job on health 
and wellbeing 

73% Treatment of 
the police as a 
whole 

70% Impact of the 
job on health 
and wellbeing 

63% Impact of the 
job on family 
and personal 
life 

49% 

Treatment of 
the police as a 
whole 

71% Impact of the 
job on health 
and wellbeing 

69% Morale 60% Impact of the 
job on health 
and wellbeing 

30% 

Pay and 
benefits  

70% Pay and 
benefits 

72% Treatment of 
the police as a 
whole 

57% Treatment of 
the police as a 
whole 

29% 
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CONCLUSION 
This is the fourth year the Pay and Morale survey has been running and whilst many findings 

from the 2017 survey show close parallels to previous years, there are some findings that 

require particular recognition. Firstly, this year’s survey found a larger proportion of officers 

reporting low morale compared to last year. Indeed, since the Pay and Morale survey 

started, there has only been one year where the proportion of respondents with low morale 

was large; that was in 2015: the year in which the CARE pension scheme was introduce. 

Since last year there has also been an increase in the proportion of respondents who said 

that factors linked to demand and capacity within the police service, including work-life 

balance, health and wellbeing and workload and responsibilities; with a vast majority of 

respondents saying that their workload and responsibilities have increased in the last. Other 

surveys such as the 2016 Demand, Capacity and Welfare survey have previously highlighted 

the challenging working environment faced by officers. The finding from this year’s Pay and 

Morale Survey that more respondents say that these factors are having a negative impact 

on their morale and that low morale has increased in prevalence therefore reemphasises 

findings from other previous research carried out by the PFEW.  

Another notable finding from this year’s survey is that the proportion of respondents who 

were dissatisfied with their pay and remuneration is higher than at any time since the Pay 

and Morale survey was established. For the first time the Pay and Morale survey asked 

respondents questions about affordability and cost of living. Almost three quarters of 

respondents felt financially worse off now than five years ago, and perhaps most worryingly, 

more than one in ten respondents said that they either never or almost never had enough 

money to cover all of their essentials (rising to around one in six probationers). Such findings 

provide a clear demonstrate of the impact that below inflation pay rises have had on 

officers. However they also illustrate the effect that earlier changes introduced following 

the Winsor review, including the removal of CRTP and SPP and the lower starting salary or 

new entrants, continue to have on officers.  

What is clear from the Pay and Morale survey this (and indeed every) year is that a large 

number of officers are proud to be in the police. Moreover, for a majority of officers the 

relationships they have their colleagues and line managers can help bolster their morale. 

However the decrease in morale and living standards seen in this survey presents a worrying 

pattern that must be addressed as a matter of urgency to ensure that this trend does not 

continue.  

  



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

194 
 

REFERENCES 

                                                      
i Hart, P. M., Wearing, A. J., Conn, M., & Carter, N. L. (2000, p.213). Development of the 

School Organisational Health Questionnaire: A Measure for Assessing Teacher Morale and 

School Organisational Climate. British Journal of Educational Psychology, 70(2), 211-228. 

ii Hart, P. M., & Cooper, C. L. (2001). Occupational Stress: Toward A More Integrated 

Framework. In N. Anderson, D.S. Ones, H.K. Sinangil, & C. Viswesvaran (Eds), Handbook of 

Industrial, Work and Organizational Psychology (vol 2). London: Sage (pp.93 – 114). 

iii Cotton, P., & Hart, P. M. (2003). Occupational Wellbeing and Performance: A Review of 

Organisational Health Research. Australian Psychologist, 38(2), 118-127. 

iv Hart and Cooper (2001); op.cit.  

vPeterson, C., Park, N., & Sweeney, P. J. (2008). Group Well‐Being: Morale from a Positive 

Psychology Perspective. Applied Psychology, 57(s1), 19-36.  

vi Weakliem, D. L., & Frenkel, S. J. (2006). Morale and Workplace Performance. Work and 

Occupations, 33(3), 335-361. 

vii Gould-Williams, J. (2007). HR practices, Organizational Climate and Employee Outcomes: 

Evaluating Social Exchange Relationships in Local Government. The International Journal of 

Human Resource Management, 18(9), 1627-1647. 

viii Britt, T. W., Dickinson, J. M., Moore, D., Castro, C. A., & Adler, A. B. (2007). Correlates and 

Consequences of Morale Versus Depression Under Stressful Conditions. Journal of 

Occupational Health Psychology, 12(1), 34 - 47  

ix Langkamer, K. L., & Ervin, K. S. (2008). Psychological Climate, Organizational Commitment 

and Morale: Implications for Army Captains' Career Intent. Military Psychology, 20(4), 219. 

x Jackson, E. M., Rossi, M. E., Hoover, E. R., & Johnson, R. E. (2012). Relationships of Leader 

Reward Behavior with Employee Behavior: Fairness and Morale as Key Mediators. 

Leadership & Organization Development Journal, 33(7), 646-661. 

xi Hart, P.M. & Cotton, P. (2002). Conventional Wisdom is Often Misleading: Police Stress 

within an Organisational Health Framework. In M.F. Dollard, A.H. Winefiled, & H.R. 



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

195 
 

                                                                                                                                                                     
Winefield (Eds), Occupational Stress in the Service Professions. London: Taylor & Francis, 

(pp. 103 – 142). 

xii
 Chan, J., & Doran, S. (2009). Staying in the job: Job satisfaction among mid-career police 

officers. Policing, 3(1), 66-77. 

xiii Truss, C., Shantz, A., Soane, E., Alfes, K., & Delbridge, R. (2013). Employee engagement, 

organisational performance and individual well-being: exploring the evidence, developing 

the theory. The International Journal of Human Resource Management, 24(14), 2657-2669. 

xiv Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial 

and organizational psychology, 1(1), 3-30. 

xv Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of 

managerial psychology, 21(7), 600-619. 

xvi Yalabik, Z. Y., Popaitoon, P., Chowne, J. A., & Rayton, B. A. (2013). Work engagement as a 

mediator between employee attitudes and outcomes. The International Journal of Human 

Resource Management, 24(14), 2799-2823. 

xvii Brunetto, Y., Teo, S. T., Shacklock, K., & Farr‐Wharton, R. (2012). Emotional intelligence, 

job satisfaction, well‐being and engagement: explaining organisational commitment and 

turnover intentions in policing. Human Resource Management Journal, 22(4), 428-441. 

xviii Biggs, A., Brough, P., & Barbour, J. P. (2014). Strategic alignment with organizational 

priorities and work engagement: A multi‐wave analysis. Journal of Organizational Behavior, 

35(3), 301-317. 

xix Weiss, H. M. (2002, p.175). Deconstructing job satisfaction: Separating evaluations, 

beliefs and affective experiences. Human Resource Management Review, 12(2), 173-194. 

xx Grant, A. M., Christianson, M. K., & Price, R. H. (2007). Happiness, health, or relationships? 

Managerial practices and employee well-being tradeoffs. The Academy of Management 

Perspectives, 21(3), 51-63. 

xxi Hart and Cooper (2001); op.cit. 



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

196 
 

                                                                                                                                                                     
xxii Hart, P. M. (1999). Predicting employee life satisfaction: A coherent model of personality, 

work, and nonwork experiences, and domain satisfactions. Journal of Applied Psychology, 

84(4), 564 - 584 

xxiii Burke, K. J., & Paton, D. (2006). Predicting police officer job satisfaction: traditional 

versus contemporary models of trauma in occupational experience. Traumatology, 12(3), 

189-197. 

xxiv Ybema, J. F., Smulders, P. G., & Bongers, P. M. (2010). Antecedents and consequences of 

employee absenteeism: A longitudinal perspective on the role of job satisfaction and 

burnout. European Journal of Work and Organizational Psychology, 19(1), 102-124. 

xxv Duffy, M. K., Ganster, D. C., & Shaw, J. D. (1998). Positive affectivity and negative 

outcomes: the role of tenure and job satisfaction. Journal of Applied Psychology, 83(6), 950 

– 959. 

xxvi Faragher, E. B., Cass, M., & Cooper, C. L. (2005). The relationship between job satisfaction 

and health: a meta-analysis. Occupational and environmental medicine, 62(2), 105-112. 

xxvii Vermeeren, B., Kuipers, B., & Steijn, B. (2014). Does Leadership Style Make a Difference? 

Linking HRM, Job Satisfaction, and Organizational Performance. Review of Public Personnel 

Administration, 34(2), p. 175 – 195. 

xxviiiGriffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and 

correlates of employee turnover: Update, moderator tests, and research implications for the 

next millennium. Journal of management, 26(3), 463-488.  

xxix Allisey, A. F., Noblet, A. J., Lamontagne, A. D., & Houdmont, J. (2014). Testing a Model of 

Officer Intentions to Quit: The Mediating Effects of Job Stress and Job Satisfaction. Criminal 

Justice and Behavior, 41(6), p. 751 – 771.  

xxx Guest, D.E. & Conway, N. (2002, p.1) Pressure at work and the psychological contract. 

London: CIPD.    

xxxi Rousseau, D. M. (1990). New hire perceptions of their own and their employer's 

obligations: A study of psychological contracts. Journal of Organizational Behavior, 11(5), 

389-400. 



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

197 
 

                                                                                                                                                                     
xxxii Robinson, S. L., Kraatz, M. S., & Rousseau, D. M. (1994). Changing obligations and the 

psychological contract: A longitudinal study. Academy of Management Journal, 37(1), 137-

152. 

xxxiii Zhao, H. A. O., Wayne, S. J., Glibkowski, B. C., & Bravo, J. (2007). The Impact of 

Psychological Contract Breach on Work‐Related Outcomes: A Meta‐Analysis. Personnel 

Psychology, 60(3), 647-680. 

xxxiv Robinson, S. L., & Rousseau, D. M. (1994). Violating the Psychological Contract: Not the 

Exception but the Norm. Journal of Organizational Behavior, 15(3), 245-259. 

xxxv Robinson, S. L., & Morrison, E. W. (2000). The Development of Psychological Contract 

Breach and Violation: A Longitudinal Study. Journal of Organizational Behavior, 21(5), 525-

546 

xxxvi Bordia, P., Restubog, S. L. D., & Tang, R. L. (2008). When Employees Strike Back: 

Investigating Mediating Mechanisms between Psychological Contract Breach and Workplace 

Deviance. Journal of Applied Psychology, 93(5), 1104. 

xxxvii Zhao et al. (2007). Op. cit. 

xxxviii Turnley, W. H., & Feldman, D. C. (1999). The Impact of Psychological Contract Violations 

on Exit, Voice, Loyalty, and Neglect. Human Relations, 52(7), 895-922. 

xxxix Coyle‐Shapiro, J., & Kessler, I. (2000). Consequences of The Psychological Contract for 

the Employment Relationship: A Large Scale Survey. Journal of Management Studies, 37(7), 

903-930. 

xl Zhao et al. (2007). op. cit. 

xli Rigotti, T. (2009). Enough Is Enough? Threshold Models for The Relationship Between 

Psychological Contract Breach And Job-Related Attitudes. European Journal of Work And 

Organizational Psychology, 18(4), 442-463. 

xlii Lester, S. W., Kickul, J. R., & Bergmann, T. J. (2007). Managing Employee Perceptions of 

the Psychological Contract over Time: The Role of Employer Social Accounts And Contract 

Fulfilment. Journal of Organizational Behavior, 28(2), 191-208. 



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

198 
 

                                                                                                                                                                     
xliii Clinton, M. E., & Guest, D. E. (2014). Psychological Contract Breach and Voluntary 

Turnover: Testing A Multiple Mediation Model. Journal of Occupational and Organizational 

Psychology, 87(1), 200-207. 

xliv Coyle‐Shapiro, J., & Kessler, I. (2000). Consequences of The Psychological Contract for the 

Employment Relationship: A Large Scale Survey. Journal of Management Studies, 37(7), 903-

930. 

xlv Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K. Y. (2001, p.425). Justice 

at the millennium: a meta-analytic review of 25 years of organizational justice research. 

Journal of applied psychology, 86(3), 425 - 445. 

xlvi Bies, R. J., & Moag, J. F. (1986). Interactional justice: Communication criteria of fairness. 

In R. J. Lewicki, B. H. Sheppard, & M. H. Bazerman (Eds.), Research on negotiations in 

organizations (Vol. 1, pp. 43–55). Greenwich, CT: JAI Press. 

xlvii Cohen-Charash, Y., & Spector, P. E. (2001). The role of justice in organizations: A meta-

analysis. Organizational Behavior and Human Decision Processes, 86, 278–321. 

xlviii Colquitt, J. A. (2001). On the dimensionality of organizational justice: A construct 

validation of a measure. Journal of Applied Psychology, 86, 386–400. 

xlix Colquitt, J. A., LePine, J. A., Piccolo, R. F., Zapata, C. P., & Rich, B. L. (2012). Explaining the 

justice–performance relationship: Trust as exchange deepener or trust as uncertainty 

reducer?. Journal of Applied Psychology, 97(1), 1 - 15 

l Niehoff, B. P., & Moorman, R. H. (1993). Justice as a mediator of the relationship between 

methods of monitoring and organizational citizenship behavior. Academy of Management 

journal, 36(3), 527-556. 

li Blader, S. L., & Tyler, T. R. (2009). Testing and extending the group engagement model: 

linkages between social identity, procedural justice, economic outcomes, and extrarole 

behavior. Journal of Applied Psychology, 94(2), 445 – 464. 

lii Greenberg, J. (2010). Organizational injustice as an occupational health risk. The Academy 

of Management Annals, 4(1), 205-243. 

liii Cohen-Charash and Spector (2001) op.cit. 



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

199 
 

                                                                                                                                                                     
liv Campbell, N. S., Perry, S. J., Maertz, C. P., Allen, D. G., & Griffeth, R. W. (2013). All you 

need is… resources: The effects of justice and support on burnout and turnover. Human 

Relations, 66(6), 759-782. 

lv Myhill, A., & Bradford, B. (2013). Overcoming cop culture? Organizational justice and 

police officers' attitudes toward the public. Policing: An International Journal of Police 

Strategies & Management, 36(2), 338-356. 

lvi Wolfe, S. E., & Piquero, A. R. (2011). Organizational justice and police misconduct. 

Criminal justice and behavior, 38(4), 332 – 353. 

lvii Blader, S. L., & Tyler, T. R. (2003). A four-component model of procedural justice: Defining 

the meaning of a “fair” process. Personality and Social Psychology Bulletin, 29(6), 747-758. 

lviii Price, J. L., & Mueller, C. W. (1986). Handbook of Organizational Measurement. 

Marshfield, MA: Pittman. 

lix Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974, p.604). Organizational 

commitment, job satisfaction, and turnover among psychiatric technicians. Journal of 

applied psychology, 59(5), 603 - 609 

lx Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, turnover 

intention, and turnover: path analyses based on meta‐analytic findings. Personnel 

psychology, 46(2), 259-293. 

lxi Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, 

continuance, and normative commitment to the organization: A meta-analysis of 

antecedents, correlates, and consequences. Journal of vocational behavior, 61(1), 20-52. 

lxii Currie, P., & Dollery, B. (2006). Organizational commitment and perceived organizational 

support in the NSW police. Policing: an international journal of police strategies & 

management, 29(4), 741-756. 

lxiii Johnson, R. R. (2015). Police Organizational Commitment The Influence of Supervisor 

Feedback and Support. Crime & Delinquency, 61(9), 1155-1180. 



Pay Survey Full Report 2017 Research & Policy Support 
Fran Boag-Munroe 

R108/2017 

200 
 

                                                                                                                                                                     
lxiv Metcalfe, B., & Dick, G. (2001). Exploring organisation commitment in the police: 

Implications for human resource strategy. Policing: An International Journal of Police 

Strategies & Management, 24(3), 399-420. 

lxv Bradford, B., Quinton, P., Myhill, A., & Porter, G. (2013). Why do ‘the law’comply? 

Procedural justice, group identification and officer motivation in police organizations. 

European Journal of Criminology, 11(1), 110 – 131 

lxvi Brunetto, Y., Teo, S. T., Shacklock, K., & Farr‐Wharton, R. (2012). Emotional intelligence, 

job satisfaction, well‐being and engagement: explaining organisational commitment and 

turnover intentions in policing. Human Resource Management Journal, 22(4), 428-441. 

lxvii Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational 

commitment. Human resource management review, 1(1), 61-89. 

lxviii Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component conceptualization. Journal of applied 

psychology, 78(4), 538 – 551. 

lxix Riketta, M. (2002). Attitudinal organizational commitment and job performance: a meta‐

analysis. Journal of organizational behavior, 23(3), 257-266. 

lxx Meyer, J. P., Paunonen, S. V., Gellatly, I. R., Goffin, R. D., & Jackson, D. N. (1989). 

Organizational commitment and job performance: It's the nature of the commitment that 

counts. Journal of applied Psychology, 74(1), 152 – 156. 

lxxi Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: comparison of 

affective commitment and continuance commitment with perceived organizational support. 

Journal of applied psychology, 78(5), 774- 780. 

lxxii
 Ernst and Young (2015) Exit Levers: Why policing needs new ways to enable officers to 

leave. London: Ernst and Young LLP.  
lxxiii

 Dick, G. P. (2011). The influence of managerial and job variables on organizational 
commitment in the police. Public administration, 89(2), 557-576. 


