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PART 1 

CHAPTER 1 

INTRODUCTION AND RESEARCH BACKGROUND 

1.1 OUTLINE OF RESEARCH TOPIC 

This research topic examines various shift patterns in operation within the Police 

Service of Northern Ireland (PSNI) from 1 April 2004 to 31 March 2007. The research 

study investigated the shift working arrangements in specialist operational policing 

units during this period. The effects Qf different shift patterns on officers' balance of 

work with other aspects of their lives were examined. The main questionnaire survey 

and semi structured interview questions were designed to assess the impact of the 

variable shift working arrangements on the officers' and managers' expectations 

within the PSNI. 

The first important aspect of this research is that the investigation into the variable 

shift arrangements (VSA) and the provision of flexible working which may have led to 

a reduction of absenteeism. This finding will enable the organisation to perform more 

effectively. The research examined the impact on the drive the PSNI has made towards 

meeting the officers' aspirations of balancing work with their family life. The police 

officers' expectations of a better work life balance and the views they hold about the 

duration of their current shift patterns were explored. This may have assisted the 

organisation in improving the officers' satisfaction at work. The primary research into 

the concept of the psychological contract has taken cognisance of their satisfaction at 

work. However, if the organisation changes the work time patterns, then any alteration 

may affect the officers' motivation and work life balance. Therefore, changes to the 

officers' working time may impact on the perceptions they hold about their conditions 

of service and consequently violate their psychological contract. 
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The psychological contract concept was used in the study to gauge the expectation, 

perception and attitude of the officers towards the employer and their working 

conditions. In the series of questions posed, they were asked to give an opinion about 

which shift pattern was providing an effective service to the public and meeting the 

objectives and targets set by the Northern Ireland Policing Board (NIPB). The 

organisation's operational requirement is to meet these objectives and targets through: 

reducing sick absence and improving performance and effectiveness. This matter was 

addressed in greater depth in the semi structured interview questions put to line 

managers. It is expected that the sick absence records held by the organisation would 

provide evidence that organisational performance is improving through better 

attendance at work. 

The psychological contract series of questions were designed so that the officer could 

assess the perceptions he or she held. The answers given were closest to their 

perception or attitude towards work and the various shift patterns which they currently 

work. In parallel to the quantitative research methods applied, the line managers were 

interviewed along these lines but their replies are from a managerial and organisational 

perspective. The qualitative research methods used were semi structured interviews, a 

questionnaire, a case study and participant observation. 

The study investigated the psychological contract to gauge the perception of the 

individual officers' attitude towards the organisation as an employer. The research has 

also looked at the effect ofthe overall efficiency of the organisation since the variable 

shift patterns were introduced. A case study of the main communications control 

centre was carried out following the results from the postal questionnaire survey. 

Many of the areas examined identified some weakness in the job design in the 

communications control centre. Although, some officers were dissatisfied and reported 

that they lacked motivation because of the volume and pressure of work. 

A conceptual model was designed to analyse employee performance and effectiveness 

by using the psychological contract as a mediating variable. The analyses have 

encompassed Human Resource Management (HRM) practices, shift-working, job 

design, job satisfaction, and flexible working. The outcomes are commitment (loyalty 
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to the organisation), effectiveness (low sick absence record), contentment (their 

attitude about attending work), satisfaction (satisfied with their work), and motivation 

(highly motivated by officers). STATA, a quantitative software package was used to 

carry out descriptive, correlation and regression analyses, the results are reported in 

Chapter 5. The psychological contract between the police officer and the police 

service may be perceived to be positive, based on the statistical findings during the 

period 1 April 2004 and 31 March 2007. 

The qualitative analysis includes writing up the interviews with the line managers, 

analysing the responses to the questions answered by these supervisors and the 

interviews from the case study carried out in the central communications control room. 

It is possible that various statistics obtained from the organisation's HRM computer 

system, for example sick absence records and trends from 2004 - 2007 for the 

Operational Command Unit (OCU), Urban Region and the PSNI as a whole may 

demonstrate an increase in officer attendance. This information may confirm the 

officers' effectiveness, yielding higher performance levels, thus assisting the 

organisation to meets its' operational requirements more efficiently. If time permits in 

this study, the crime statistics of detections clearances can be used as this information 

is contained in the Chief Constable's report which is published annually. The results 

from the quantitative analysis and the qualitative methods will be used to write up the 

discussions, conclusions and recommendations for further research. 

1.2 RESEARCH AIMS AND OBJECTIVES 

This research study aims to analyse the impact of a change in shift working on 

organisational effectiveness in the PSNI between 2004 and 2007. 

(a) to defme the current shift patterns and analyse the impact on the 

reduction of absenteeism, and overtime working; 

(b) to define a concept that highlights an increase in the organisation's 

effectiveness, through improved officer performance; 

(b) to define the relationship between commitment, effectiveness, 

contentment, satisfaction and motivation through mediation. 
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The research aims to determine the impact of variable shift patterns on the 

psychological contract and work-life balance. The study will:-

(a) evaluate the level of stress; 

(b) examine the health and safety issues, for example officer 

exhaustion; 

(c) evaluate the level of commitment and motivation; 

(d) develop a model to analyse employee effectiveness by using the 

psychological contract as a mediating variable. 

1.3 RESEARCH QUESTIONS 

Q 1 What impact has the variable shift arrangements had on 

organisational effectiveness by reducing sick absence? 

Q 2 To what extent has variable shift patterns affected overtime and 

budgetary constraints if the objectives and targets are met as 

defined in the Policing Plan? 

Q3 To what extent is the psychological contract defined as the mediating 

variable, influenced by the independent variables, shift working, skills 

and work life balance, so relationships between the PSNI and the 

officers are positively maintained? 

Q 4 To what extent do the independent variables and the mediating variable 

(PC) affect attitudinal (commitment and satisfaction), intentional and 

behavioural outcomes to make a more motivated and highly 

productive work force? 

Q 5 Has constant change and adaptability allowed the organisation to 

manage peaks and troughs in demand more effectively, thus 

providing a policing service that is efficient and cost-effective? 
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A theoretical rationale examines linkages between preferences, perception, attributes 

and expectations, which are based on the motivational theories such as need content 

and cognitive process theories. The psychological contract theories investigate 

perceptions of officers in different specialist units. The units are Roads Policing Unit 

(RPU), Tactical Support Groups (TSGs), Belfast Regional Control (BRC), Operational 

Policing Unit (OPT), Source Handling Units (SHU), and others miscellaneous units 

within the Operational Command Unit (OCU). OrganisatIonal structure of the OCU 

can be gleamed - Appendix 1. 

1.4 HISTORICAL BACKGROUND 

The Royal Ulster Constabulary (RUC) was established on 1 June 1922 following the 

partition of Ireland. King George V permitted the new force to use the Royal Irish 

Constabulary (RIC) crest and colours. The RUC was to be a 3000 strong force to 

police the six counties of Northern Ireland. It was supported by the 

Royal Special Constabulary which was a part-time force, commonly known as the 'B' 

Specials. 

As Northern Ireland became more motorised the force established a Traffic Branch in 

1930. The first female officers were recruited in 1943. In 1950, Mobile Support Units 

(MSUs) were established and attached to each policing division. In 1967 conditidns of 

service changed for the police when a 42 hour week was introduced. In 1969, 

following the Hunt Report, the British rank structure was introduced and the force was 

disarmed for 2 years. The changes were introduced to make the RUC more like other 

British police forces. The Royal Special Constabulary was disbanded and replaced by 

the RUC Reserve which was run along the lines of the auxiliary police force in 

England and Wales. 

Duril1g the 'Troubles' in Northern Ireland, the RUC had increased in size to 8.500 

regular officers and 5,000 full-time and part-time reserve constables. At this point it 

was the second largest police force in the UK, with the largest being the London 
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Metropolitan. The RUC was made up of 12 Divisions and 39 Sub-divisions headed by 

one Chief Constable, two Deputy Chief Constables and nine Assistant Chief 

Constables. Pay and conditions of service mirrored those of England and Wales. 

On 23 November 1999 the RUC was awarded the George Cross (GC) by Her Majesty 

Queen Elizabeth n. The GC award recognised and honoured the sacrifices and 

achievements made by the RUC during the thirty years of civil unrest. Following the 

Report of the Independent Commission on Policing in 1999, commonly known as the 

Patten Report, a recommendation was made suggesting that the RUC should have a 

name change. In accordance with the Police Act (NI) 2000 Section 70, the RUC GC 

provided policing in Northern Ireland until 3 November 2001. The RUC GC 

Foundation was established for the purposes of managing the Memorial Garden which 

represents the sacrifices and honours the achievements of the RUC. The force was 

known as RUC GC until the name was changed on 4 November 2001. 

1.4.1 The Patten Report and the background to the PSNI 

The Report of the Independent Commission on Policing (1999) suggested the name 

change and proposed that the name should change to the Police Service of Northern 

Ireland (PSNI). The PSNI has retained the same rank: structure as that used in the 

RUC GC. The District Command Units (DCUs) replaced divisions and sub-divisions. 

The restructuring of Headquarters' Departments and DCUs was carried out but the 

DCUs had been already introduced on 1 April 2001. 

The uniform retained the same colour but was modified to meyt the health and safety 

regulations for public order duties. The vehicles are identical to those of the English 

and Welsh forces. The design is the high visible battenburg design of blue and yellow. 

In order to address parts of the Police Act 1998 and 2000, together with the Patten 

recommendations the Northern Ireland Policing Board (NIPB), the PSNI Chief 

Constable were required to address central issues within the organisation. This 

included a training course for everyone on the new constitutional and policing 

arrangements, namely 'The Course for All'. Employees work within its concepts 
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which contain a new set of ethical and professional standards for the service. The 

PSNI personnel uphold and ensure respect for diversity for all people. This course was 

designed and delivered to all police and police support staff before the end of2002. 

The structure ofthe PSNI today entails one District Command Unit for each of 29 

District Council areas. Generally each unit is headed by a Chief Superintendent or a 

Superintendent depending on the size of the population within the District Council 

area. The divisional headquarter layer of management was removed hence the sub

division formed a DCU wherein each District Commander reports to the appropriate 

Assistant Chief Constable at central regional police headquarters. The RUC sub

divisions were reduced from 38 to 29 when the DCUs were formed thus mirroring the 

29 District Council areas of Northern Ireland. The direct reporting structure for District 

Commanders reflects the accountability recommended in the Patten Report. There is 

much greater delegation of decisibn making devolved to the District Commanders. 

This devolution includes the financial budget, Human Resource Management (HRM) 

and all policing resources for the District. 

There is a slimmer structure at police headquarters. This reflects the shift of focus 

towards community policing and the delegation of responsibility to the District 

Commanders. The current structure permits a more rigorous and strategic approach to 

management. There is now only one Deputy Chief Constable and six Assistant Chief 

Constables. The size of the PSNI is now 7,500 full-time regular officers. The Patten 

Report recommended that there should be a part-time reserve made up of 2,500 

officers. The latter has not been achieved but there are stilI 680 full-time reserve 

officers retained, some of them on contracts for a further 3 years until the 2010/1] 

Financial Year. 

The Patten report recommended that the Northern Ireland Civil Service (NICS) 

management should facilitate transfers of all the civil servants working in the police 

service back to other Northern Ireland Government Departments. This 

recommendation has been achieved and was finalised on 30 September 2008. Patten 

believed that this would allow the NIPB and the PSNI Chief Constable to achieve a 

balanced and representative police support workforce. There are currently 3,500 
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civilian staff employed, of which 800 are temporary agency workers on short term 

contracts. 

All recruitment for police and police support staff has been outsourced to independent 

agencies. Patten recommended that the agencies should advertise vacancies in the rest 

ofthe United Kingdom and in the Irish Republic. It was also recommended that all 

candidates for the police service should continue to be required to reach the specified 

standard of merit in the selection procedure. Candidates reaching this req4ired 

standard should then enter a pool from which the required number of recruits can be 

drawn. At this point the 50:50 religious selections take place so that there is an equal 

number selected from both sections of the community that is Roman Catholics 50 per 

cent and others 50 per cent. 

In the Patten report there was a strong recommendation to prioritise the creation of 

opportunities for part-time working and job-sharing, both for police officers and police 

support staff. It was recommended that career breaks should also be introduced for 

police officers. Another recommendation was that child care facilities should be 

introduced where practicable, or child care vouchers and flexible shift arrangements 

should be offered. 

Many of the police support staff have been able to avail themselves of the facility of 

part-time working, job-sharing, career breaks and flexible working as the conditions of 

service for all police support staff mirror the NICS Code. Police officers were not 

allowed to avail of the privilege of career breaks until 1 September 1997. However, the 

privilege for police officers had to be withdrawn in January 2004 as an unacceptable 

number applied for career breaks to go to serve in Iraq. 

1.4.2 The Organisational Chang~s 

The PSNI came into being on 4 November 2001. Following the change, the three 

Regions were reduced to two, Urban and Rural, each headed by a territorial Assistant 

Chief Constables (ACC). This occurred in October 2003. In each of the two Regions, 
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an Operational Command Unit (OCU) was established under a Chief Superintendent 

who also took on the mantle of Deputy ACe. 

The police service is made up of29 DCUs which were allocated within the two 

Regions. The Urban Region comprises 12 District Command Units (DC Us) and the 

Urban OCU, Rural Region is made up of 17 DCUs and the Rural OCU. The 

Organisational Structure of the PSNI can be gleamed - Appendix 2. 

The remainder of the service comprises: Crime Operations, Criminal Justice, 

Operational Support, Media and Public Relations (PR), Human Resources, Finance, 

Legal Services and the Historical Enquiries. 

The Urban Operational Command Unit (OCU) was established in October 2003, 

comprising the Belfast Regional Control (BRC), Central Vehicle Index (CVI), Roads 

Policing Units (RPU) at Castlereagh and Steeple, 6 Tactical Support Units (TSG) and 

the Explosives Escort Unit at Ballyclare. Other units which were set up fonn the 

structure of the OCU Command. These include a Secretariat, Personnel, Finance, 

Criminal Justice Unit, Intelligence Unit, Training Team, Policy, Planning and 

Perfonnance Unit. Then two additional TSG Units and an Operational Policing Team 

were fonned in late 2004. 

BRC and CVI play a pivotal role in the day to day running of the PSNI. The BRC 

Controllers work with all 12 DCUs in Urban Region and they are involved with Rural 

DCUs and other agencies on a daily basis. The CVI is staffed by police support 

employees who provide a service for the whole operational side of the PSNI. 

The Review of Public Administration (RP A) and the change in District Council 

boundaries will have a big impact on BRC. Under further reorganisation, the DCUs 

will be reduced to 8 larger District Command Units but the land mass the Urban 

Region covers will increase as Lame District reverts to Rural Region while Down 

DCU is coming under Urban Region in the County Down District Command Unit C. 

This change will increase the work load for the communication controllers in BRC. 
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In addition to working with the Districts, BRC controllers, mainly police officers, 

work with the OCU resources. The BRC Motorway desk, police support staff work 

mainly with Roads Policing in Castlereagh, Steeple Barracks and Mahon Road as these 

units cover the two motorways in Northern Ireland. 

In 2003, BRC controllers agreed to move unto the 12 hr shift pattern with 4 days on 

duty and 4 days off. The pattern comprises 2 earlies and 2 lates with 4 rest days. The 

police support staff went unto the 12 hr shift system on 1 August 2004. The police 

support sections in CVI and the BRC Motorway desk mirror the shift patterns ofthe 

police officers in the communication controllers' sections. 

1.5 THE PSNI EMPLOYEE RELATIONS POLICY 

The "RUC maintained a Department for complaints against police and discipline for 

police officers who were dealt with under the Police Discipline Regulations as set out 

in the RUC Code. The RUC had a Personnel Department which undertook 

recruitment, selection and promotion but the policies closely mirror those used on the 

mainland. These polices were drawn up and policed by CENTREX, now known as the 

National Policing Improvement Unit (NPIA). The pay and conditions for senior police 

officers were in the main formulated by the Association of Chief Police Officers 

(ACPO) and the Police Negotiation Board's pay policy was implemented for federated 

ranks. 

The conditions of service for the police support staff mirror that of the NICS and the 

Civil Service Code is strictly adhered too. This included dealing with complaints, 

discipline, grievances, pay, allowances, promotion and grading regulations. The police 

support staff enjoyed the benefits of polices of the family friendly legislation for quite 

some time. 
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1.5.1 Current shift working and flexible working practices 

In 2003 the PSNI Chief Constable withdrew the right of career breaks for police 

officers due to a resourcing shortfall. However, applications were considered on 

individual merit and approval was at the discretion of the Commanders. The majority 

of flexible working practices in the PSNI include:-

• Reduced hours and job sharing 

• Part-time working 

• Family friendly hours 

• Unpaid leave - approval for police officers is at the discretion of the District 

Commander 

• Career breaks - approval for police officers is at the discretion of the District 

Commander! Assistant Chief Constaole. 

• Flexible working time for support staff 

• Variable Shift Arrangements (VSA) 

Variable shift patterns allow the PSNI personnel to work 2417,365 days per year with 

more rest days or time off work. Shift work is defined as work outside day time 

working from 0900 to 1700 hours, Monday to Friday. The variable shift system 

includes shifts of more than eight hours in length and can allow for resources to be 

deployed when the operational need is greater. This includes weekends, jobs which 

start from 0700 hours and finish at 1900 hours or starting at 1900 hours and finishing 

at 0700 hours. 

To implement such a shift pattern, a 'local agreement' should be drawn up by a 

District Command or Operational Command Unit. The Police Federation has 

suggested a 'benchmark' of75 per cent agreement by the officers who will actually be 

working the system. Any proposed variable shift system has to be submitted for 

approval by an Assistant Chief Constable and the Police Federation. It has been the 

experience of the Police Service that no single variable shift pattern has been found to 

satisfy the requirements of the whole organisation and the individual worker. It has 

been shown that changes in shift patterns alone are not the panacea to reduce crime or 

accidents. However research has shown that with proper management and supervision, 
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alternative shift systems provide an opportunity for improvement in areas of health, 

welfare, policing demands and service delivery. 

'The Royal Ulster Constabulary (RUC) Regulations 1996 Part 3 Paragraph 21 (1) 

states' .... the expression day' in relation to officers means a period of 24 hours 

commencing at such time or times as the Chief Constable shall fix and the Chief 

Constable may fix different times in relation to different groups of officers'. These 

Regulations have not been changed since 1996 and are still referred to as the RUC 

Regulations. 

The service day is dependent on the duty roster that a District Commander, 

Operational Commander or Bead of Branch chooses to implement. The service day as 

stated in examples given in the General Order Annual Duty Rosters 2004/05 should be 

adhered to. Rosters should not detail shifts which straddle more than one service day. 

The completed roster should average 40 hours per week. Ifthe average is above 40 

hours, then the additional time will accumulate until an appended rest day (ARD) can 

be given. 

No fewer than 11 hours should expire between 2 rostered tours of duty. This rule 

cannot be broken, except in exceptional circumstances where the requirements for a 

duty roster for a particular unit cannot comply with it. In such circumstances an 

exclusion rule under Regulation 18 (C) is required and should be recorded as 'Special 

Category'. An uninterrupted rest period of not less than 24 hours in each 7 days must 

be included. 

Under the European Working Time Regulations 1998 an employer is required to take 

all reasonable steps to ensure that a worker's working time, including overtime, shall 

not exceed an average of 48 hours for each 7 days in any reference period. The 

reference period, over which the weekly working time limit is averaged, is 17 weeks. 

If a worker is working in excess of an average of 48 hours per week in any reference 

period an employer can either reduce the worker's working time or seek the worker's 

agreement to continue to exceed the limit. 
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The Regulations allow a worker to agree with their employer that the weekly time limit 

will not apply to them. This policy of signing a waiver is laid down in the PSNI 

General Order Part 1 No. 8912000. 

Rosters are produced annually therefore a number of unforeseen reasons for changes 

can subsequently arise. It is not possible to list all of the potential reasons which may 

necessitate changes. However, by way of example, changes to rostered duties would 

be justified by unforeseen public order situations, attendance at court appearances and 

essential training. 

An officer has to be told as soon as the requirement is known and at the latest, by 

midnight on the calendar day before the changed period of duty commences. Changes 

to rosters should only be made after full consideration of welfare, operational and 

practical circumstances rather than purely on financial grounds. 

If an officer is required to perform overtime and a duty roster is being altered, it is 

important that the actual or anticipated finishing time of duty is specified to enable pre

detailed/casual overtime to be claimed appropriately. Artificially set finishing times 

should not be used, taking into account the non-entitlement of the first 30 minutes of 

casual retention by officers. 

Shift pattern options in the PSNI comprise shift lengths of 8, 10 and 12 hours. Fixed 

starting and finishing times for each shift pattern are as follows: 0900 to 1700 or 1500 

to 2300 hours; 0700 to 1700 or 1400 to 2400 hours and 0700 to 1900 or 1900 to 0700 

hours. The number of days worked per week, number of crews and average hours per 

week are calculated by Operational Planners to the appropriate variable shift pattern to 

allow for rest days. 

1.5.2 Shift and flexible working policies in other UK police forces 

The policies of all the constabularies reviewed have basically the same objectives:

• To be a fair, flexible organisation; 
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• To facilitate a sensible work-life balance; 

• To offer opportunity for staff to request reduced working hours; 

• To provide part-time work; 

• To have an opportunity for career breaks; 

• To adhere to the principle of equality of opportunity; 

• To acknowledge the right for private and family life - Article 8 of the 

European Convention on Human Rights; 

• To allow career breaks. There is an opportunity to take unpaid leave; 

• To improve staff conditions and remove barriers preventing staff to achieve 

full potential; 

• To give a conditional guarantee of re-employment - use career break to care 

for the family members or elderly relative; 

• To offer personal development, to plan for the future; 

• To balance responsibilities without long term detriment to career. 

The organisation is therefore able to retain the people it needs to supply a continuously 

improving service through trained, experienced, committed staff. 

In the Policing Plan for 2003-05, the Wiltshire Constabulary states that female 

representation in the force is above average and with recruitment it continues to rise. 

With the gradual increase in female officers, this demands that line managers consider 

the work-life balance of their staff and work with flexibility to meet operational needs. 

As the Disability Discrimination Act (DDA) applies to all police personnel since 

1 October 2004 this is adding another dimension to this issue. Therefore, with the 

operational requirements, managers must proactively seek to provide the widest, 

reasonable range of flexibility in staffing to aid recruitment, retention and job 

satisfaction, leading ultimately to increased and sustained performance. 

Wiltshire Constabulary has historically had a 'long hours' culture which also prevails 

across the United Kingdom (UK). The impact of large scale policing operations will 

foster the 'long hours' culture. The significant and persistent rate of change which is 
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taking place, means managers must work to reduce the negative impact of 'long hours' 

through improved staff management practices and clear priorities of workloads. 

The force has a Flexible Working Policy which provides the guidance to managers 

consulting with individuals regarding their work patterns. This has been in operation 

for many years. The Variable Shift Arrangements (VSA) is monitored centrally to 

ensure staff welfare is considered. 

The force has a part-time working policy. The policy is a legal entitlement for staff and 

police officers so it requires the managers to negotiate applications with flexibility 

within operational demands. Part-time working provision provides the opportunity to 

recruit additional staff to meet the budgetary establishment thus creating the additional 

flexibility of staffing numbers. 

Importantly, part-time staff are appropriately managed to maximise their working time 

and commitment. Consideration is given to job-sharing to meet policing operational 

demands. Career breaks are a further opportunity to manage work-life balance for the 

purposes of child care, further education, extended travel etc, thereby retaining the 

skills/experience of staff over a period of time. 

The Home Office agenda is to pursue common terms and conditions of service for all 

police employees. The Human Resources (HR) Strategy 1999-2004 has proved 

effective in guiding the force towards competency based procedures which they are 

now reviewing. 

The Policing Bureaucracy Taskforce (PBT) set up to look at police reform, 

recommended proposals for change that 'forces should take a flexible approach to 

resource planning and rostering, replacing traditional rosters with variable shift 

arrangements and where they can be effectively brokered, fixed rosters'. It was also 

recommended that Information Technology (IT) support should be similar to the type 

used by Merseyside and Staffordshire Constabularies. This would allow benefit to be 

gained from the flexible approach. IT systems need to allow for effective resource 
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deployment, linked to an electronic human resource management system that can 

monitor deployments against operational demand and performance. 

1.6 CHAPTER SUMMARY 

The chapter contains an outline of the research topic. The aims and objectives are 

listed followed by the research questions to be addressed. In order to put the research 

in context for the re~der, an historical background to the organisation has been given. 

This is followed by an overview of the current policies and shift working practices 

within the organisation. 

The research builds upon existing literature and examines issues not fully addressed in 

the research literature such as shift working, the psychological contract and work-life 

balance in policing. There is little if any literature relating to organisational 

effectiveness and shift patterns in the police service. The concept of organisational 

effective was highlighted. The research provided a multivariate model on the use of the 

psychological contract as a mediating variable that integrates different perceptual and 

motivational variables in a policing context. 

A review of the various policies and alterations to the working schedules can have an 

impact on the employees' behaviour at work. This in turn can affect the outcome of 

the officers' effectiveness and have an adverse effect on their perception of the 

psychological contract which was established. 
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1.7 ORGANISATION AND STRUCTURE OF RESEARCH 

The research is presented in three parts and sub divided into eight chapters as follows: 

1.7.1 Part I 

Part I consists of four chapters. The introductory chapter provides an outline of the 

research topic and an historical background has been given to set the research in 

context. There is an overview of current employee relations and shift working policies 

within the PSNI. 

Chapter 2 - Literature Review 

Chapter 3 ~ Theoretical Framework 

Chapter 4 - Research - Methodology and Methods 

1.7.2 Part 11 

Part 11 reviews the findings and presents data obtained from a questionnaire survey 

conducted in the Operational Command Unit of the PSNI. 

Chapter 5 - Findings I - Quantitative 

Chapter 6 - Findings 11 - Qualitative Analyses 

1. 7.3 Part III 

Part III contains the final discussion, conclusions and recommendations 

Chapter 7 - Discussions, Conclusions and Recotnmendations 

APPENDICES 

BIBLIOGRAPHY 
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CHAPTER 2 

LITERATURE REVIEW 

2.1 INTRODUCTION AND STRUCfURE OF CHAPTER 

In the introductory chapter a number of important issues were summarised. It provides 

an historical background and sets the scene for this research. The aims, objectives and 

research questions were described. Gaps in the academic research were identified from 

the literature review which led to the initiation of this research project. 

This chapter covers the review of literature which encompasses published academic 

research on the concept of organisational effectiveness, theory of the psychological 

contract, the use of flexible working and the extent to which officers' work and their 

personal lives are balanced has been the focus. These areas were reviewed in detail 

however the concept of organisational effectiveness has been researched from scant 

information found on the intemet. 

The first section on the concept of organisational effectiveness includes a review of 

research carried out by Yuchtman (1967), Richard et al (2009); Nelson (2009), and 

Ulrich (2009). The main argument from the review is that the Human Resources 

Departments should play a greater role in assisting senior management to build a robust 

framework that will link strategic goals to support business purposes and direction. 

The academic research on the psychological contract theory was thoroughly reviewed. A 

challenge to the transactional/relational continuum was raised by Herriot et al (1997) but 

Guest and Conway (1996) argued that trust is fundamental to the psychological contract. 

The section also includes the proposal of investigating the psychological contract as a 

possible intervening variable which may affect the outcomes in the multivariate 

analyses. 
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The literature review covered the research on flexible working and work life balance in 

policing. It was found that the main barrier to flexible working in the police service is 

lack of resources as it is difficult to cover operational policing needs on the 2417 shift 

patterns with too many part-time officers. The uptake of flexible working is found 

mainly amongst female police officers as reported by ACPO (1999). The shift working 

systems ih the UK were reviewed along with the UK legislation to protect shift workers. 

The next section comprises published academic research on shift working systems and 

in particular research into shift working in policing. The review revealed that the 12 hour 

shift system is popular with officers as it represents a compressed working week. 

Webberbum (1997) reported a reduction in the level of sick absence with the 12 hour 

shift pattern. The effects of changing work time were mentioned as this can be seen as a 

cost-cutting exercise, affecting the way officers perceive the behaviour of management. 

A case study carried out in BRC formed part of this research project. Therefore the 

academic research on call centre communications centr~s in policing was reviewed. The 

main findings from the research are that the characteristics of call handling are 

distinctive and are a major cause of occupational ill-health. 

The extensive literature review revealed a gap in the academic knowledge. There seems 

to be little, if any, academic knmyledge on the impact of shift patterns on work-life 

balance, the effects on the psychological contract and organisational effectiveness in 

policing. 

2.2 CONCEPT OF ORGANISATIONAL EFFECTIVENESS 

The definition of this concept is how effective an organisation is in achieving its goals. 

Richard et al (2009) stated that organisational effectiveness captures an organisation's 

performance plus the plethora of internal performance outcomes normally associated 

with more efficient or effective operations and other external measures that relate to 

considerations that are broader than those simply associated with economic valuation by 
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managers or customers, for example corporate social responsibility. An organisation's 

effectiveness is also dependent on its' communicative competence and ethics. Ethic is a 

foundation found within organisational effectiveness. The PSNI strictly enforces the 

Code of Ethics which it introduced in November 2003. An organisation must exemplify 

respect, honesty, integrity and equity to allow communicative competence with its 

participating members, (Richard, 2009). Therefore along with ethics and communicative 

competence police officers in UK police forces can achieve their intended goals. 

Organisational effectiveness is an abstract concept and is basically impossible to 

measure, (Richard, 2009). Yuchtman et al1967 has suggested that instead of measuring 

organisational effectiveness the organisation determines proxy measures which could be 

used to represent effectiveness. An example of a proxy measure used in the police 

service to assess organisational effectiveness is by collecting statistics on the reduction 

of number of days lost through sick absence or a reduction in the amount of overtime 

used by reorganising the officers' work time. The variable shift patterns allow resources 

to be deployed at peak times when operational requirements are highest. This can assist 

in the reduction of overtime. If the police forces across the UK operate the most 

effective shift pattern for the organisation and the officer, then this will assist the 

organisation in achieving its desired outcomes. The research on shift working patterns 

has shown that agreement must be sought and approved before working time 

arrangements can be changed. However, if unacceptable shift patterns or adjusted 

working times are enforced, this can lead to disrupting the psychological contract, 

causing friction and frustration leading to low morale. 

Nelson, 2009 reported that Human Resources Departments play a role in developing 

organisational effectiveness. He found that organisational effectiveness is an 

organisation's ability to maximise results in a competitive external environment. He 

argued that part of the HR function is to help an organisation to be effective. When the 

scope for cost cutting and efficiency improvements cease to be the main source of 

profitability growth, the organisation needs to focus on profitability generation through 

employees' innovation and the development of new ideas. The focus on employees, 

their performance, innovation and creativity is the professional concern of the HR 
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function. He believes it is the business concern of line managers and especially the 

concern of the senior management. Nelson argued for this to be accomplished it depends 

on:-

• Effective leadership; 

• A knowledgeable, skilled and motivated work force; 

• An organisation designed to enable its employees to achieve their goals. 

Therefore, the transformation of the HR function from what it traditionally was a 

relatively passive administrative function into a business enabling activities to be jointly 

shared with the line managers and HR professionals. The line managers need help in 

gaining levels of creativity and performance that are required to achieve the excellent 

results that will differentiate their business and competence. For success to be achieved 

there needs to be business focused people in the HR function, (Nelson, 2009). In the UK 

the police service needs to have an advanced understanding of the value-adding benefits 

of good people management practices. 

Nelson, 2009 reported that the first priority of the leaders is to shape the business, 

purpose and direction to deliver an excellent service to the community. Leaders must 

ensure that the organisation's employees are fully committed to the business's purpose 

and direction. However the organisation's structure, process and culture need to be 

aligned to the high level of creativity, energy and effort to generate the proper working 

environment. Non alignment in an organisation causes blocks to progress, friction, 

frustration and poor customer focus, (Nelson, 2009). 

Ulrich, 2009 described the role of HR in developing organisational effectiveness as a 

partner in strategy execution, to work with senior management in designing the 

organisation to realise its purpose and direction to achieve its goals. He described HR 

personnel as administrative experts who need to be effective and efficient in HR 

processes, measure achievements and deliver results. He argued that they should act as 

an employee champion. The psychological contract has changed and people need to be 

fully engaged in realising the business purpose and direction, (Ulrich, 2009). He 
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believes that an organisation needs 100 per cent thinking from the employees and not 

just 5 per cent from the management. 

Ulrich, 2009 sees HR as a change agent whereby they need to anticipate and enable the 

organisation to build the capability of change into its core competences. To develop an 

organisation which can maximise results in the competitive external environment by 

delivering excellent customer service, effective leadership is the top priority. He 

reported that HR professionals can support the development of leaders who use power 

for the benefit of the whole organisation. HR can help senior managers to build a robust 

framework that will link strategic goals with guiding principles in support of business 

purposes and direction. HR can help support the thorough development of performance 

measures that cover the factors critical for organisational success and the competency 

framework that will drive the development and application of the right knowledge and 

skills. Ulrich, 2009 suggests that an 'Organisational Integration' model needs to be 

adopted to enable redesign and realignment of structures, processes, systems, culture and 

people in pursuit of the necessary change with business purpose and direction to 

facilitate superior people performance in the organisation. 

2.3 RESEARCH ON THE PSYCHOLOGICAL CONTRACT THEORY 

The psychological contact is defined as the perception of the reciprocal expectations and 

obligations implied in the employment relationship. It is the employer and employee 

perception of their mutual obligations towards each other, (Guest & Conway, 2002). The 

content of the psychological contract refers to what the employee is expected to 

contribute to the organisation for example effort, commitment, competence, loyalty and 

attendance. The organisation will provide in return pay, job security, career support and 

development. Research has also evaluated the state of the psychological contract Guest, 

(1998) assessing the extent to which workers perceive that the organisation has fulfilled 

its promises and commitment, provided fairness of treatment and engendered trust. 
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Trust is argued to be fundamental to the psychological contract, (Guest & Conway, 

1998). How~ver, Rousseau (2004) reported that there is limited consideration of trust in 

respect of the nature of the psychological contract that is the extent to which it is 

transactional or relational. She argued that the nature of the contract is central to the 

understanding of the psychplogical contract. Recent research findings in the UK have 

shown that a positive psychological contract will result in high commitment to the 

organisation, high motivation, sense of satisfaction and well-being, (Emmott, 2005). 

The psychological contract concept suggests that by adopting human resource practices, 

employers are more likely to improve business performance, (Purcell et aI, 2003). 

Employees have substantial discretion on how to do their jobs. It is more likely they use 

their discretion positively if they perceive fair treatment. Adopting human resources 

practices is insufficient. The policies need to be actually put into practice if they are to 

influence the employees' behaviour. 

Rousseau, (1995) defines the psychological contract as 'individual beliefs, shaped by the 

organisation, regarding terms of an exchange agreement between individuals and their 

organisation'. In discussion, Rousseau (1995) highlights that these beliefs can arise 

from a wide range of factors such as overt promises made between an individual and 

their supervisor or observations of others' experiences. The literature emphasises that 

the psychological contracts can be described in terms of both the nature of the bellefs 

and the process through which the beliefs arise. The nature of the employees' beliefs 

about the exchange agreement has been differentiated in terms of transactional or 

relational orientation. A psychological contract with a transactional orientat-ion is 

argued to focus upon short-term, largely financial benefit to the employee, (Rousseau 

1995 pp 98-9). Loyalty and commitment are unlikely to be an integral part of the 

transactional psychological contract. In contrast, a psychological contract with a 

relational orientation is likely to have evolved over time as a partnership develops 

between an employee and the employer, (Rousseau, 1995 pp 102). This implies that 

there is mutuality and reciprocity between them. Employees' perception of terms of 

employment is likely to be more than remunerative, which incorporate benefits about 

support from the employer, such as training and career development. 
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The way in which equity and fairness are affinned is very important in maintaining the 

relational contract with the nature of the beliefs become more prominent as they are 

assessed over time. Therefore, a relational psychological contract is characterised for 

the employee as trusting their employer, giving a high commitment, high integration and 

identification with the organisation thus contributing to a long tenn commitment, 

(Rousseau, 1995). She argues that a pennanent employee is more likely to have a 

relational psychological contract than a temporary worker. Therefore a temporary 

worker is more likely to have a transactional orientated psychological contract with the 

employer, (Rousseau, 1995). 

Guest (2004) argues that the pSYGhological contract is at the heart of the issues related to 

flexible employment contracts, which has resulted in employees' attitudes and 

behaviours. He suggested that an individual's disposition to their psychological contract 

will be affected directly by the contract relating to organisational, occupational and 

wider contextual factors. Guest (2004) emphasises that whether a person is employed in 

a contract of choice be it pennanent or temporary it has been shown consistently to be an 

important influence. 

In studies relating to the relationship contract between the type of contract and the nature 

of attachments to an organisation, suggests that those on temporary employment 

contracts show either the same or lower commitment than those on pennanent contracts 

(Guest, 2004). However pennanent employees who are required to engage in greater 

functional flexibility, through job enlargement may adopt a more instrumental approach, 

as their psychological contracts are re-interpreted as transactional, thus reducing the 

level of their sense of affective commitment that they felt to the organisation. 

The procedural justice theory described by Greenberg (1987) focuses on the perception 

offaimess in organisations by categorising individuals' views and feeling about their 

own treatment and the treatment of others within the organisation. There are close 

parallels with the concept of expectations based on beliefs and the processes through 

which these beliefs have arisen in the definition of the psychological contract. The 

appreciation for justice in organisations has been expanded beyond the equity theory 

which is basically 'what is fair' . This perception goes beyond the relative balance of 
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outcomes and inputs as the equity theory states. Officers believe that what makes their 

organisation fair is the fairness of the rules and procedures used in the organisation for 

example how often are they consulted in decisions that affect them or how accurately is 

their perfonnance appraisal evaluated. 

A challenge to the transactional/relational continuum was raised by Herriot et al (1997). 

They argued that transactional obligations operate as hygiene factors as described by 

Herzberg's two-factor theory (1957) whereby they prev~nt a relational contract from 

developing until the hygiene factors have been fulfilled. 

One common theme within the psychological contract literature is that of 'breach' of the 

psychological contract. The breach of the psychological contract is the failure to fulfil 

the obligations. The perceptions of whether or not obligations are fulfilled are not 

always shared by the employer and the employee, (Guest and Conway 2001). These 

perceptions can arise from the lack of mutuality in the contract that is the extent to 

which the different parties share perceptions of the content of the psychological contract. 

The perception of the breach may arise from a complex and sometimes imperfect sense 

making process but whether the breach is real or perceived, its potential effects will be 

the same. This may lead to violation of the psychological contract which in turn can lead 

to intense attitudina1 and behavioural reactions towards the employer, (Rousseau, 1989). 

This will involve anger, resentment and a sense of injustice, leading to dissatisfaction 

and possibly dissolution of the relationship. 

The research on the breach of the psychological contract has focused on the employees' 

view of the breach of contract but the research suggests that reaction to the breach of 

contract may vary depending on the nature of the psychological contract. There seems to 

be general agreement that a psychological contract becomes more transactional after a 

breach. In transactional contracts, breaches of obligation may create perceptions of 

inequity in economic exchange and may lead to feelings of injustice and betrayal. The 

likely response to this is that the employee perceives his/her obligations are reduced or 

the employer's obligations are increased. However those with a more transactional 

contract may have a less adverse reaction to a breach thus making emotions of violations 

less likely, (Rousseau et aI1994). They also argued that breaches of relational 
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obligations are likely to have much stronger effects than breaches of transactional 

obligations as employees place greater emphasis on the employment relationship itself 

and will therefore be more negatively influenced by the breach. The breach in the 

relational contract may change the nature of the social relationship which leads to 

erosion of trust and relational obligations on the part of the employer and employee. In 

fact breaching the relational obligations may destroy the relationship itself, (Rousseau et 

aI1994). 

In considering trust in relation to the nature of the psychological contract, Rousseau 

(1995) argued that trust only exists in the relational psychological contract which has 

been generally described, whereas the transactional aspects are more focused on the 

short-term exchange and monetary aspects. In research to evaluate the state of the 

psychological contract, Guest (1998) assessed the extent to which workers perceive that 

the organisation has fulfilled its promises and couunitments, provided fairness of 

treatment and engendered trust. Rousseau (2005) believes that too much time is spent 

on examining the violations of the psychological contract and the research into the 

fulfilment of the contract has been neglected. 

Bellou (2007) assessed the psychological contract after major organisational changes in 

relation to mergers and acquisitions. The study identified specific changes in the content 

of the psychological contract during the mergers and acquisitions as the content of both 

the previous and the current psychological contracts were examined. A total of 225 non 

managerial employees were asked to participate in the study before and after the 

changes. The analysis revealed that major organisational changes can have a significant 

impact on individuals' view of their employment relationship. Bellou (2007) reported 

that participants that feel confident in handling organisational changes are more prone to 

believe that their psychological contract has been replaced by a new subordinate 

contract. In the study a comparison of the t-tests provided support for the hypothesis. 

Bellou (2007) emphasised the importance of organisational agents shielding employees 

against the negative impact of change. They fostered the ability to cope with change. 

In a study on organisational anxiety and applying psychological concepts into 

organisational theory Baruch et al (2007) reported that individual anxiety can inform 
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analysis of organisational performance in times of change. The study involved three 

case studies in validating the model which is based on the concept of anxiety as an 

organisational phenomenon and its potential for prevention, recognition and treatment. 

Baruch et al (2007) stated when encountering crisis, confusion, and difficulties, both 

individuals and organisations can suffer from anxiety-related problems. The paper 

argued that organisational anxiety can be diagnosed and treated in a similar way to other 

anxieties of individuals. Baruch et al (2007) reported that recognition of organisational 

anxiety is only advantageous if the methods of prevention or treatment are possible and 

also available. 

Atkinson (2007) reported that trust is present in all psychological contracts and its 

different bases, cognitive and affective, underpin transactional and relational obligations 

respectively. The study contributes to better management of the psychological contract. 

The relationship between trust and the psychological contract demonstrates the impact of 

the differing bases of trust on the employment relationship. 

In designing this research it was proposed to investigate the psychological contract as a 

possible intervening factor affecting the relationship of work life balance and officer 

performance. The purpose of the study was exploratory, to test the definition and 

concepts together, with the research instruments. The aim of the project was the 

investigation of the effects of shift working on the officers' work life balance and the 

effectiveness of the organisation. Improving the organisation' s overall effectiveness is a 

constant objective for all senior managers in the PSNI. 

The concept tries to capture the reciprocal promises/obligations implied in the 

employment relationship as well as mutual trust and perceived delivery of the deal. By 

implication, it assumes the psychological contract to be part of a mechanism explaining 

levels of commitment (loyalty), effectiveness (improved health amongst the officers, 

hence reducing sick absence levels), contentment (attitude about work), satisfaction 

(satisfied with work) and motivation. The effectiveness of the organisation is defined 

with reference to goal attainment, (Yuchtman et al, 1967). The goal to be achieved in 

this study was the reduction of employee absenteeism in the specified period 1 April 

2004 to 31 March 2007. The method of measuring sick absence in the PSNI is to 
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calculate the average number of working days lost by taking the total absences in the 

period as a proportion of the total number of officers in the Branch or Department. 

Organisational effectiveness is an abstract concept which is basically impossible to 

measure but it is a concept of how effective an organisation is in achieving the outcomes 

or targets it has to meet. Therefore, as suggested by Yuchtman et al (1967) the 

organisation determines a proxy measure which can be used to represent effectiveness, 

for example, the number of people or the size of the population the organisation can 

serve satisfactorily. This can only be achieved if the officers are at work, displaying 

loyalty and commitment. Similarly, the organisation must exemplify respect, trust, 

integrity, and equity to all its employees. 

The organisation can enhance effectiveness in the way it organises the work time for the 

officers. The variable shift arrangements provide the police service with an opportunity 

to arrange the working time through the deployment of resources at the most critical 

times of the day or night. With the appropriate negotiation skills and agreement suitable 

shift patterns can be designed and approved which suits both the organisation apd the 

police officers. In the research model, the independent variable 'content with shift 

pattern' is used to test this aspect ofthe study; but before this element is examined there 

are other issues that must be addressed. 

2.3.1 Organisational effectiveness and the employee absenteeism policy 

Improving the organisation'S overall effectiveness is an objective. It may be achieved 

by improving self awareness of officers within the organisation. This may allow the 

organisation to benefit significantly through increased productivity, faster decision 

making, less internal conflict and higher attendance levels. The PSNI's ability to serve 

the community successfully depends on engaging the officers to contribute through 

higher performance. 

Organisational effectiveness can be defined as an organisation'S ability to maximise 

results in the competitive external environment. Organisational effectiveness is the 

concept of how effective the PSNI is in achieving the outcomes that have been set out in 
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the Policing Plan by the NIPB. The role of Human Resource Management (HRM) in 

organisational effectiveness is to help scope the cost cutting exercises and efficiency 

improvements so that the PSNI can focus on enhancing the service to the community by 

improved officer performance and commitment. 

This aim can be achieved by effective leadership, knowledge, skilled and motivated 

officers but an organisational design is required to enable the personnel to achieve this 

objective. The role should be jointly shared by HRM and the line managers by value 

adding benefits of good people management practices and delivering excellent service to 

support the PSNI's purpose and direction. 

By using employee absenteeism as a measurement, otherwise it is impossible to know 

the size of the problem or to determine the most appropriate method of dealing with it. 

The cost of absenteeism can be significant. Therefore by monitoring absenteeism and 

measuring cost reductions achieved by bringing current sick absence levels down, this 

provides an opportunity to demonstrate an increase in performance. 

In 2003 the management of attendance policies were made more rigor~ms in the PSNI. 

The two General Orders, 25/2003 and 26/2003 were issued. The individual officer and 

hislher line manager assumed responsibility for the production of the various forms and 

for the line manager to keep in regular contact with the absent officer. Strict deadlines 

were set out for the submission of medical forms and referrals to the Occupational 

Health and Welfare (OHW) were instigated at the 28th day of absence. However for 

stress related absences, referrals were done on the first day of the absence. 

If an officer is absence more that 183 days, half pay is initiated. At this stage 

consideration can be given to the implementation of the Inefficiency Regulations for 

attendance and/or consideration can be given to III Health Retirement, depending on the 

circumstances and the nature of the illness. 

Officers returning to work require interviews to be carried out to encourage an 

improvement in attendance. The appropriate form is completed by the line manager with 

points of action agreed by the officer for an improvement. Many of the officers selected 

to take part in this study may have been off work as a result of an Injury on Duty (lOD), 
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therefore a Form 23/10 must be completed and submitted to the HR Manager. Some of 

these officers may require light duties to get them back to work or the OHW may 

recommend a ph~ed return to work, depending on the type of injury sustained. 

The officers' management attendance records may affect their promotion prospect and 

special bonus payments. 

2.4 RESEARCH ON FLEXIBLE WORKING AND WORK-LIFE BALANCE IN 

POUONG 

The UK Government has looked at various aspects of the British work week. The 

Department of Trade and Industry (DTI) Report, (2004) on Work life Balance and 

Flexible Working referred to tangible benefits in the companies surveyed. It reported 

reductions in absenteeism, recruitment costs and labour turnover. They reported that 

this ethos may help attract the right people to allow improved performance and the 

achievement of organisational goals. The DTI (2004) reported 69 per cent stated that the 

provision of flexible working had a positive impact on the employees' motivation, 

commitment and work-life balance. 

It can be seen from the DTI (2004, pp 15) case studies that the labour turnover dropped 

from 27 per cent to 10 per cent and retention increased from 65 per cent to 84 per cent. 

In another case study the DTI (2004, pp 20) reported that a company offering more 

flexible working saw a sharp reduction in sick absence. The average working days lost 

in 2003 were between 40 and 80 days but in 2004 this figure fell to between 8 and 9 

days. The management saw sick absence as a very difficult problem. This reduction 

rectified the problem and helped to improve organisational performance. 

Over the last 5 years the PSNI has introduced more stringent management attendance 

policies but consideration has been given to flexible and part-time working. This has 

allowed officers to avail of reduced hours but the trend would show the uptake has been 

mainly by females. The variable shift patterns introduced in April 2003 were very 
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attractive as officers favoured 12 hour shifts. This meant they spent less time at work 

and therefore didn't require part-time work for family reasons. 

In the UK, the Association of Chief Police Officers (ACPO) (1999) set up a working 

group to focus on broad issues of flexible working practices. It found that police 

officers mainly opt for part-time working or job-sharing but the reality of part-time 

working in the police service doesn't follow the practices seen in other organisations. 

On average across the UK in 1995/96 only 1 per cent was engaged in part-time working 

and 2 per cent in 2000/01. This result shows that 94 per cent of part-time officers were 

found to be female. The focus of flexible working practices is to retain female officers. 

This is an equality measure rather than a means of increasing efficiency and 

effectiveness. The evidence in the research shows a positive effect on the retention of 

female officers. Those interviewed were working less than full-time hours. Fifty per 

cent reported that they would have resigned had it not been for the availability of 

flexible working practices. It was estimated that this facility rendered a saving of £23k 

on recruitment costs. 

The barrier to flexible working in the police service is sufficient staffing levels, as it is 

difficult to cover operational policing needs on the 2417 shift patterns with too many 

part-time officers. It was found that with service level agreements (SLAs) and demand

led profiling, managers would rarely consider flexible working unless in exceptional 

circumstances. It was viewed by management as a burden on resources. 

In an academic research paper Presser (1998) concentrated on the flexible working 

arrangements. The paper focused on organisational policies and practices that enable 

employees to vary their working patterns from the traditional working hours. The term 

' flexibility' incorporates a number of different types of strategy which include flexible 

working time, place arrangements, functional, contractual, numerical, financial and 

geographical flexibility. This can include flexi time, term time working, part-time or 

reduced hours, job sharing, career breaks, family-related and other leave, compressed 

working weeks and tele-working. 'These working arrangements are referred to as 

family friendly or work life policies. This implies an employee focus but the extent to 
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which these policies primarily benefit employees or employers especially in the 2417 

economy is debatable' (Presser, 1998, 284, pp 1178-1179). 

However, these policies have been subject to much debate by other researchers. Non 

traditional work arrangements such as shift work and weekend work which is traditional 

in some occupations such as police were not considered in this study (Presser, 1998). 

There are two converging strands. One stems from a long tradition of examining 

flexible working as productivity or efficiency measures (Brewster et aI, 1993). The 

second strand has emerged from the work life balance literature and depicts flexible 

working initiatives as tools for reducing work-family conflict or enhancing work life 

integration but has addressed productivity and other organisational outcome, (Barnet and 

Hall, 2001, Friedman, 2000). The research has drawn on the literature from both 

traditions, although most studies are within the work-family paradigm. 

Krausz et aI, (2000) were of the view that traditionally flexible working schedules 

were introduced largely to meet employers' needs for flexibility or to keep costs down 

but may have met employee needs and demands as well. Although most flexible 

working arrangements were introduced to meet employee needs for flexibility to 

integrate work and family demands under the banner of family-friendly employment 

policies. In many cases, a business case was used to support the introduction of flexible 

working, which focused on a cost benefits analysis. 

Goodstein, (1994) examined the factors influencing organisational responsiveness to 

work-family issues and the development of flexible working alTangements. This 

research was carried out in North America. More recently research in Europe and 

Australia was carried out by (Barodel, 1998). The research suggests that bigger 

organisations are more likely to provide flexible working than smaller ones. The public 

sector organisations are more likely to develop initiatives than private sector companies. 

In the private sector, it was more common in the service and financial sectors compared 

with construction and manufacturing, (Barodel, 1998, Hogarth et aI, 2000). The sectors 

that employ more women are more likely to have policies in place. It is however 
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believed that where more women are employed in the workforce more internal pressures 

for flexible working are created. These are associated with the development of work

family policies. Although findings on this issue are mixed, some studies found this 

factor associated with childcare. Golden (2001) found that women were less likely than 

men to access flexible working schedules. 

Goodstein (1994) stated that pressure is also exerted when other organisations in the 

same sector introduce flexible working policies. It was argued that responsiveness to 

institutional expectations places demands on both the strength of pressure and on 

economic or other strategic business or technical factors. Such as, if there is need to 

retain skilled staff and the perceived costs and benefits of introducing flexible working 

arrangements. Recently, a number of variations to the institutional theory and other 

theoretical approaches have been proposed but attempts to identify significant factors 

associated with the adoption of policies suggest that while all theoretical approaches 

have some validity, no single perspective can explain all the findings, (Wood et aI, 

2003). Institutional pressures, strategic business issues, local situational variables and 

human resources strategies may all influence organisational decision making. Other 

research, Wood, (1999) suggests that organisations with relatively progressive 

employment policies seeking to implement high-commitment management may also be 

likely to deVelop flexible working arrangements and other work-family support. 

Predictions from variations on the institutional theory based on the analysis of large 

scale surveys of policies in organisations were tested (Goodstein, 1994). This approach 

begins with the basic assumption that there is a growing institutional pressure on 

employers to develop work-family arrangements. It is reported that changes in the 

demographics of the workforce have increased the importance of work-family issues and 

both public attention and state regulations have heightened pressures on employers to 

respond to the increasing need for employees to integrate work and family demands. 

Public sector and large private companies are more likely to develop the policies 

because they are concern about their public image. 

Two major limitations of research examining the factors associated with organisational 

responsiveness to work-life issues have been the focus on large organisations and on 
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formal policy rather than on informal practices (Cooper et aI, 2001). The scope for 

informal practices and flexibility in smaller organisations is often overlooked. 

Research was started by Dulk (2001) to examine processes whereby social policy and 

legislation might influence the adoption of work place policies. European Union (EU) 

legislation requires organisations to implement policies such as parental leave, right to 

take leave for family emergencies and the provision of pro rata benefits for part-time 

workers. The legislation may help to create a normative climate that gives rise to higher 

expectations of employer support but Edelman (1990) argued that 'when a new law 

provides the public with new expectations or new bases for criticising organisations or 

when the law enjoys considerable societal support, apparent non-compliance is likely to 

engender the loss of public approval' 

An overview of analyses of provision in EU countries suggests that voluntary provision 

by companies is highest in countries with a medium level of statutory provision such as 

Austria and Germany. The least likely to implement are in those countries with the 

lowest level of statutory provision such as the UK and Ireland. The highest level of 

support was found in Nordic countries where public provision of childcare is high and 

statutory leave rights are generous (Evans, 2002). Employers in countries with a higher 

level of statutory provision do not have to give so much consideration to providing 

support for childcare or parental leave and are therefore free to focus on flexible ways of 

organising work. Kivimaki (1998) argued that the need to organise work to 

accommodate family leave can oblige employers to develop such flexibility. 

Organisations implement flexible and work-family arrangements in response to internal 

and external pressures, although technical factors are also taken into account. The most 

influential technical factor is the business case which argues that the development of 

flexible working arrangements is cost-effective and has a positive impact on recruitment, 

retention, turnover and other work related variables (Bardoel, 1998). How viable is this 

argument? Most of the Human Resources Management (HRM) literature sets out the 

business cases based on organisationally specific case studies, (Bardoel, 1998; DEE, 

2000). This literature fails to consider the possibility that flexible working arrangements 

have no costs but rath~r an actual bottom line benefit. 
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Another theme has been to examine the organisational outcomes of flexible working 

practices. Most of the research reviewed reported that numerous studies and reviews 

have concluded that flexible working arrangements can have positive organisational 

effects, at least in some circumstances, although not always consistent. Kossek and 

Ozeki (1999) carried out the following studies: 

• The relationship between work- family conflict and organisational outcomes; 

• Work-family policy both flexible working arrangements and dependent care 

policies and organisational outcomes; 

• The overall links between policies, conflict, and outcomes. 

They reported a correlation between work-family conflict measures and one of six work

related outcomes that is performance, turnover, absenteeism, commitment, work 

involvement and burnout. 

Baltes et aI, (1999) concluded that both flexi time and a compressed work week had 

positive effects on productivity, performance and job satisfaction. They found that 

absenteeism was affected by flexi time only. In a study on work-life balance as a source 

of job dissatisfaction and withdrawal attitudes, Hughes et al (2007) explored the views 

of male workers in a male dominated occupation. They reported that 20 bus drivers 

were interviewed to identify the perceptions on whether issues related to work life 

balance were sources of concern and dissatisfaction. It also considered whether issues 

related to work-life balance were linked with withdrawal attitudes and behaviours. It 

emerged that work- life imbalance was not only a source of concern but was a major 

source of dissatisfaction for participants. The male workers interviewed made a clear 

connection between problems with work-life balance and withdrawal behaviours 

including non genuine sick absence. The findings suggest that work-life imbalance 

incurs tangible costs to the organisation hence organisations need to establish human 

resource systems to deal with it, (Hughes et aI2007). 
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2.5 SlllFT WORKING SYSTEMS IN THE UK 

The approach taken by the Policing Bureaucracy Taskforce (PBT) which was set up by 

the Home Office in the UK (2001) considered that the UK police service has moved 

forward in recent years. The Ottawa debate was instrumental in the police service 

considering an alternative to the earlies, lates and nights fixed shift system which had 

been entrenched in most British police forces for several years. The term 'Ottawa' 

refers to a specific foster of overlapping shifts of different length. The phrase has been 

interpreted as meaning any variable shift system. The debate started in Ottawa, Canada 

when the Royal Canadian Mounted Police (RCMP) implemented this pattern in 1981 

hence the name 'Ottawa'. The RCMP used five duty sections working three shifts on a 

35-day work pattern, with the force day divided into a ten hour morning/afternoon shift, 

a ten hour afternoon/evening shift and an eight and a half hour night shift. It offered a 

more flexible alternative to the traditional shift system because in the RC MP it was 

based on annualised hours and it facilitated variations in the length of shifts. It allowed 

for overlapping periods whereby two sections worked simultaneously. This allowed for 

increased resources to meet peak demand. This flexibility has led to the Ottawa shift 

system being regarded as most suited to city centre policing, allowing for increased 

reSources on duty to meet operational demands on policing late night public order 

problems. Officers working the Ottawa shift pattern enjoy more rest days resulting from 

a quicker accumulation of hours through working longer shifts and they experience a 

particularly long break of six rest days after completing seven night duties. This shift 

pattern is currently in operation in the Roads Policing Unit (RPU) of the Operational 

Command Unit, (OCU) Urban Region in the PSNI. This research project has included 

the RPU in the questionnaire survey. The RPU can be considered as a control group in 

relation to the 10 hour variable shift pattern. 

Recent developments in policing make resource planning a very complex task. The 

organisational need and wish lists compete as a finite number of police officers are 

allocated on each turn of duty. This situation is made more difficult by officers applying 

for specialist roles because many want to move out of response sections once they have 
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completed their probationary period. Therefore, senior command teams have to consider 

several ways of organising working time to meet the organisational demands on the 

ground. The basis of police resource management is to achieve a balance whereby the 

required number of officers will be in the right place at the time. The onus is on police 

managers to meet this objective as closely as possible in order to create the conditions 

for the achievement of business targets, and therefore demonstrate best value of the most 

expensIve resource. 

Developments in policing have changed the direction of resource planning. The police 

service now needs to bring together the right mix of specialist staff both police and 

police support staff, in order to fulfil the requirements set by intelligence-led taskings, 

partnership working, incident response and community based policing. The police 

service is now driven by a clear performance focus. The objective of which is to increase 

effectiveness in tackling criminality whilst monitoring the need to increase police 

visibility and enhance public reassurance. 

There are several ways of org;lnising working time to meet demand. Research shows 

that the typical demand for a policing presence has peaks and troughs for example 

starting at 0700 hours, the demand is lower. The work profile shows that there are 

significantly more telephone calls between 1600 hours and midnight than during the 

early hours of the morning or the early afternoon periods. Therefore the operational or 

resource planning unit has to look at priorities and, in consultation with the senior 

command team, decide where the highest priority lies. The emphasis now is on bringing 

in fewer personnel at downtime and increasing the numbers of officers available on duty 

for th~ peak periods. 

The Home Office Taskforce conducted research into different shift patterns across 

England and Wales in 2001. In general terms, the operational planning frameworks in 

use were based on four basic models. The first two basic models are the Traditional 

Continental Rota and the six week variant on the Traditional Continental Rota, both of 

these models comprising 8 hour shift patterns. The Traditional Continental Rota is still 

in use in several forces. It is, however, vulnerable to challenge under the European 
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Working Time Directive and therefore leaves forces potentially open to litigation or 

prosecution for breach of the Working Time Regulations. The rota only allows for 25 

per cent of staff on duty at anyone time. There is however the same number of officers 

on duty at each hour of the day. This means that there is no demand-led rostering, the 

officers are often too busy on the late turn and can be comparatively over-staffed during 

the early morning or early afternoons. 

There is no flexibility and no room for variation, with each shift 'butt-ending' the next. 

Managers find that the lack of flexibility increases overtime usage, as does the 'floating' 

rest day. Officers have seven days offper cycle, which means that every four weeks the 

employer owes them an 'extra' eight hour day off which is call an Appended Rest Day 

(ADR). 

Without variations, the six week variant pattern compared to the traditional rota can be 

as inefficient as the four~block system, with the same number of officers on duty each 

shift. There is, however, the potential to create an extra shift on five days and two extra 

shifts on the other two days. This theoretically would allow resources to be focused on 

times of peak demand during the weekend. However, there is still the same number of 

officers on duty on each individual shift. 

The final two models are the Variable Shifts and the Fixed Shifts systems. The Variable 

Shift system is a variable roster that allows shifts of between eight and ten hours in 

length, it is commonly referred to as the Ottawa shift system which has been described 

earlier in this chapter, page 36. This system has been adapted by many forces to suit 

local conditions. With the agreement of officers, this roster is flexible and allows for 

demand - led profiling to dictate where shift overlapping should be. This flexibility 

allows for the provision of extra personnel to cover peak times. Finally, the Fixed Shifts 

system allows for duties to be rostered exactly to demand. This means that crew sizes 

are variable, reflecting the workload at different times of the day. In the UK, teams can 

operate this pattern over three months. In the United States of America (USA) many 

officers work the roster for one year, for example Seattle Police Department. 
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There are overlap periods where as many as 40 per cent of the personnel can be on duty, 

providing extra cover at times of peak demand, high risk or drink-related public order. 

Equally, because of the variations, shifts can be moved around to suit events or changes 

in demand. This reduces overtime substantially, providing managers understand how 

much flexibility is available to them. There are lower levels of officers on duty at times 

of low demand such as the early hours of the morning, where workload and risk are 

substantially lower. 

The variable shift system allows for duties to be rostered almost exactly to demand. For 

example, if demand on a Sunday was less than on a Friday, there would be more staff 

working on a Friday than on a Sunday. A similar effect can be achieved in a more 

traditional six week or five week rota by having 'non-core' shifts deployed at times of 

peak demand. However, within a fixed shift system, this is done by actual staff 

weighting on particular teams. 

In such a system, team sizes are variable, reflecting the workload at different times of 

the day. As an example, Team 1 could comprise seven staff whilst team 4 would have 

fourteen because it is generally busier on the late turn. Po stings to a team should last for 

a set period of time, for example, three months. Team members should perform the set 

period of duty each week for that period. So for example, Team 1 would only work the 

night shift and have the weekend off for three months. Team 4, on the other hand would 

always work the weekend for the same period or the period of the agreement. In the 

USA, many officers work the roster for a year before changing. It is sugge~ted that this 

might be too long a period to be culturally acceptable in the UK. 

The advantage of this system is that managers are able to organise working time to 

match demand exactly. The downside is the potential impact on officers, their families 

and their social lives. It should be noted, however, that many officers are keen to work 

such rotas. 

The idea should not be dismissed as impracticable. One adaptation of the fixed shift 

concept surrounded a specific initiative in Liverpool. A Basic Command Unit (BCU) 

commander was awarded the financial equivalent of ten extra constables to meet drink-
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related disorder in Liverpool city centre. The commander sought advice from the force 

Work Scheduling Unit. As a result, instead of posting two constables to each of the duty 

teams on five blocks thus having two extra staff on at the times of peak demand, he was 

able to have all ten extra staff on duty every Friday and Saturday nights. The ten 

officers who were engaged in this operation had volunteered for six months. They were 

able to maintain a very high profile, thus providing a problem-solving approach to the 

issue. It is also worth noting that the Police Federations were perfectly happy with the 

initiative, so a 'win win' situation was achieved. 

The last of these examples establishes a key planning principle that managers should 

gain a clear picture of the characteristics and scale of demand so as to seek as close a 

match as feasible by creative \lse of officer hours. 

Presently only some of these practices are offered by most police forces. Police support 

staff can take advantage of at least seven patterns listed as compared with their police 

colleagues. With competition in the job market and the introduction of new legislation 

more senior officers are considering the new patterns of working and they realise these 

are needed to attract, retain and reward experienced and skilled personnel. 

The main arguments of this section are:-

(i) The Ottawa shift pattern has been successful for the RCMP in Canada, 

comprising five sections, working three shifts on a thirty-five day pattern. 

The force day is divided into 10 hours morning/afternoon shift, 10 hours 

afternoon/evening and 8 hours night shift. It allows for overlapping two 

sections to police times of peak demand. 

(ii) The Traditional Continental rota breaches the EU Working Time Regulations 

only 25 per cent of the resources are working at anyone time. There is no 

resilience and it is not a demand-led roster. 

(iii) Fixed Shift systems allow for duties to be rostered to demand. Crew sizes are 

variable, reflecting the work load at that time of duty. Specific initiatives in 

Liverpool demonstrated that by bringing in ten additional constables on duty 

every Friday and Saturday night for a fixed period of six months led to a 
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problem solving approach to the drink related disorder in Liverpool city 

centre. 

2.5.1 Legislation to protect shift workers in the UK 

Employers have a duty of care under Section 3 of the Health and Safety at Work Act 

1974 to ensure as far as is reasonably practicable the health, safety and welfare of all 

their employees. Employers cannot normally require employees to work excessive hours 

or unsuitable shift patterns likely to lead to ill health or accidents caused by fatigue. The 

work schedules should allow for adequate rest periods. The Health and Safety 

Executive (HSE) guidance on 'Working Hours' places emphasis on the importance of 

the following points:-

• Adequate supervision for all shifts; 

• Alternative days off where weekends, public and bank holidays are worked; 

• Access to refreshment facilities; 

• Access to training facilities; 

• Consideration of the needs of employees with domestic responsibilities. 

The Management of Health and Safety at Work Regulations 1999 (Management 

Regulations) require employers to carry out a suitable and sufficient risk assessment in 

the workplace to identify potential hazards and take measures to eliminate or control 

them. This includes risks associated with shift work. Regulation 6 of the Management 

Regulations also requires employers to carry out health surveillance of employees if the 

risk assessment has identified this necessity. Regulation 16 implies that any risk 

assessment must take account of hazards which may affect the health and safety of new 

or expectant mothers. The Management Regulations includes the assessment of the risk 

of work-related stress. The HSE Guidance states that flexible work schedules and work 

hours which are planned and agreed help to reduce stress. Therefore employees should 

not be expected to do overtime or change shifts at short notice without prior agreement. 
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The Working Time Regulations 1998 provides most workers with a legal entitlement to: 

• A maximum working week of 48 hours including overtime; 

• A maximum of 8 hours night work; 

• A daily rest period of 11 hours; 

• One day off each week; 

• A rest break when working more than 6 hours; 

• Entitlement of 4 weeks paid leave each year. 

The Regulations enact the European Working Time Directive. They are important in the 

context of shift working. They set down the minimum standards on working time 

required by law~ However the Regulations allow for collective agreements to modify or 

exclude the Regulations on night work, rest days, meal breaks and reference periods. 

The Regulations limit the maximum average working week to 48 hours including 

overtime averaged out over a reference period of 17 weeks which can be extended by 

collective or workforce agreement. If employees have more than one job then the 

combined hours of all the jobs must not exceed 48 hours. The 48 hour limit does not 

apply to workers in the excluded sector or those who have an 'opted out' clause from the 

limit. 

The 12 hour shifts instead of the traditional 8 hour shift are becoming more common and 

are popular with employees because the working week is shorter. An HSE Report 'The 

impact of features of shift working on health and performance' (Folkard, Smith, 

MacDonald and Tucker, 1997) concluded that physical health measures and rates of 

alertness favoured 8 hour shift systems whilst subjective measures such as psychological 

health favoured 12 hour shift systems. However the disadvantages of 12 hour shift 

patterns centred largely on fatigue and safety problems with some evidence of reduced 

physical health. The authors report that there was evidence of inferior performance and 

mood swings were found in the early hours of the morning and early afternoon. These 

were times when workers were on duty longer than their 8 hour shift counterparts. The 

beneficial or positive aspects of the effects of the 12 hour shift patterns were largely 
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subjective, included for example family and social life and reduced psychological health 

problems including stress. The objective benefits were reduced commuting time and a 

reduction in the shift changeovers times. 

The police service using 12 hour or 10 hour shifts needs to have strategies in place to 

ensure that such long shifts allow for regular breaks and that any related health problems 

are addressed. This is particularly true of officers on night shifts where problems of 

longer shifts become more acute. Therefore, access to health assessments is important. 

The HSE report highlighted clear advantages of 12 hour shifts gained through longer rest 

periods but these were quickly lost if officers on 12 hours shifts were allowed to work 

overtime during their rest period. Therefore the police service should take account of 

this difficultly when applying the Working Time Regulations limits as described earlier. 

There is no individual 'opt out' clause from the limits of hours worked on nights but 

there is scope for variation by coll~ctive agreement as defmed in the Working Time 

Regulations 1998. This Regulation has been discussed earlier in the Section, pages 41 

and 42. 

2.6 RESEARCH ON SHIFT WORKING ARRANGEMENTS IN POLICING 

There has been much research carried out into the effects of shift working on officers' 

health and well being. Pease and Morgan, (2003) reported that shift work was found to 

have many physiological, psychological and social effects on the person. They examined 

links between shift work, physical and psychological well being of police officers. The 

hypothesis was that police officers who work the third 9 hour shift (2200 to 0700 hrs) 

would have more depressive symptoms, suffer from sleep deprivation and experience 

more health problems than officers who work the first 8 hour shift (0700 to 1500 hrs). 

The participants consisted of thirty-three males and female shift working police officers 

of various background and ages from a Wisconsin Police Department. The Standard 
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Shift Index (SSI) was used to test the physical and psychological aspects of shift 

workers. 

In this sample of thirty-three police officers who worked shifts, 52 per cent were male 

and 48 per cent female, with ages ranging from 24 to 53 years. There were very few 

differences reported in symptoms found between officers working the first and third 

shifts. However, police officers working the second 7 hour shift (1500 to 2200 hrs) had 

reported a difference in their depressive symptoms than the officers working the third 

shift. This result was obtained when they were asked to compare the amount of sleep 

needed, to the amount of sleep actually obtained. The police officers on the second shift 

also scored higher on the well-being scale, which means the second shift surveyed 

reported less healthy attitudes than those officers who worked the third shift. This 

information contradicted the hypothesis that third shift police officers would have poorer 

well-being and greater sleep deprivation than the police officers who worked the fust 

and second shifts. 

In this research the officers working the 9 hour night shift reported fewer he~lth 

problems and less sleep deprivation than those working the shifts of shorter length. 

Although this piece of research looked in greater depth at the officers' health and well 

being, it does however demonstrate that the longer shift was less detrimental than the 

other two shifts. 

In Ottawa, the RCMP has been reporting positive experiences, (RCMP, Organisational 

Structure, 2005) with a shift system retaining an 8 hour night shift but extending day 

shifts to 10 hours. This enables a six day rest period following the night shift. In 

Section 2.5 the Ottawa shift system was described. This shift pattern has now been used 

in the UK and, as described, the pattern allows the required number of officers to be on 

duty at the right time. It is a demand - led system and therefore allows managers to have 

more flexibility in deploying their personnel. 

Totterdell and Smith (1992) studied the effects of shift working on well-being, personal, 

social and work disruptions, alertness and sleep deprivation. These areas were evaluated 

in a UK police force after they had adopted the Ottawa shift system. The researchers 

44 



conducted a survey at four police stations prior to the introduction of the Ottawa system 

and then repeated the survey six months following its introduction. As two of the police 

stations didn' t introduce the new system, they were used as the control group. The 

control stations worked 8 hour shifts in blocks of seven consecutive shifts. When the 

two experimental stations changed to the Ottawa system, they were compared to the 

control stations. It transpired that they had experienced a significant improvement in 

well-being, a significant reduction in personal, social and work disruption and a 

significant increase in the average sleep duration over one shift cycle. The officers self

rated their alertness at the end of the shifts. This was no worse under the Ottawa shift 

system than the traditional shift system. The values produced were low at the end of the 

night shift. In contrast, with the control group, the average sleep duration between night 

shifts was only four hours which suggests that the block of seven nights in the Ottawa 

system may need to be reviewed. 

In a comparison between the 8 and 12 hours shift systems, the evidence suggests fewer 

differences between the duration of 8 and 12 hour shifts in the way workers are affected. 

There may be advantages to the 12 hour shift pattern in terms of lower stress levels, 

better physical and psychological well-being, improved quality of off duty sleep as well 

as improved family relations. Smith et al (1998) reported that they found that on the 

negative side, the main concerns were the fatigue and safety of the officers. They 

reported that the duration of a 12 hour shift didn't equate to being active for 12 hours of 

work but Smith and the co-researchers found that there was a considerable extension of 

the officer's time awake on either side of the shift. This caused the lack of sleep and led 

to fatigue and the safety of the officer and other members of the crew. 

Smith et al (1998) found that the extent to which shift working affects the officers 

depends on the nature of the job being carried out. Individual characteristics such as the 

social environment and the features of the shift arrangement may have a bearing on the 

result. The 12 hour system represents a compressed working week. It has been defined 

as a system of fixed working of more than 8 hours in duration, which results in the 

working week being less than five full working days. The conversion to a compressed 
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working week is often considered because of the perceived potential benefits for 

production, morale and a reduction of sick absence, (Steward and Larsen, 1971). 

The 12 hour shift system is popular with officers because they can compress the working 

week, giving them additional days away from work. After the introduction of the 12 

hour shift pattern some studies have reported benefits in positive attitudes, less travel 

time to and from work and a reduction in the level of sick absence, (Wedderburn 1997). 

Schroeder, Ross and Witt (1998) researched aspects of the 8 hour shift versus the 10 

hour shift pattern, on testing performance and alertness in air traffic controllers. They 

looked at a 10 hour, 4 day rotating shift schedule worked by some air traffic controllers. 

They compared this pattern to the more traditional 8 hour 2-2-1 rapidly rotating 

schedules. The measurements were obtained from a group of 52 air traffic controllers at 

an Air Traffic Control Centre. By using the National Institute for Occupational Safety 

and Health (NIOSH) fatigue battery test, the results confirmed that the tests compared 

were sensitive to fatigue and diurnal variations, associated with a rotating shift schedule. 

The test performance of the air traffic controllers on the 10 hour shift did not differ from 

those on the 8 hour schedule for any of the parameters when comparing the initial 4 days 

of the work week. The test performance was notably poorer on the night shift which 

occurred on the final, fifth day of the 2-2-1 8 hour shift schedule, (Schroeder et aI, 1998, 

pp 307-8). 

The researchers found that for both schedules there was evidence of changes in alertness 

on some of the NIOSH performance measures within work days and across days of the 

work week. The study was initiated because of the increased emphasis on compressed 

work weeks within the air traffic control industry but research in other settings has 

raised a number of issues concerning longer working days impacting on sleep, fatigue, 

mood and performance, (Schroeder et aI, 1998, pp 308). 

Paley, Price and Tepas (1998) made a comparison of 8, 10 and 14 hour shift work. A US 

trend in alternative work schedules is to increase the length of the working day while 

decreasing the number of days of work in the working week. In the US survey, officers 
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reported no difficulties with fatigue or sleep deprivation. They did however favour the 

longer shift pattern as it increased the time away from work. 

2.6.1 Effects of work time on the concept of organisational effective 

In the PSNI there are a number of shift patterns in operation. In the main the most 

popular shift pattern with the officers is the 12 hour pattern which allows the maximum 

time off for the officers but is not the most cost effective for the organisation. 

In this research projects most of the shift patterns have been covered. The RPU operates 

a 10 hour variable shift pattern. This current pattern has been in operation since the 

establishment of the OCU in 2003. The TSG Units and BRC operate a 12 hour pattern 

with 4 days working and 4 days rest. The officers are all very keen to retain the 12 hour 

arrangement but management are considering changing it as it is too expensive in terms 

of overtime. Any adjustment needs to be negotiated, agreed by at least 75 per cent of 

officers working the shift pattern and then approved by senior management. The 

officers are aware it will have an impact on their work life balance. The number of rest 

days will be reduced, many of the officers have business interests approved and 

therefore have second jobs outside the police service. For others changes in shift 

patterns will cause difficulty with child minding arrangements as their partner may also 

be a serving police officer working shifts. This can cause additional worry as they may 

have to pay child minding fees. 

The re-adjustment of working time can disrupt the psychological contract. Officers may 

pen;eive the changes as the organisation trying to cost cut and reduce overtime at their 

expense, thus violating the psychological contract. The importance of officer 

involvement is crucial so that a working pattern that suits both the organisation and the 

police officers can be agreed. It has been proven in the past that if the officers have an 

involvement in designing the working pattern, it can be an advantage to the organisation 

as this consultation leads to trust, fairness and equity. 
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2.7 RESEARCH ON CALL AND CONTROL COMMUNICATIONS CENTRES 

INPOUCING 

In 1999, in response to growing national concerns, the Home Office published the 

National Call Handling Strategy for the UK Police Service. Following on from this 

publication, a strategic steering group was established. It included ACPO, the 

Association of Police Authorities (APA) and the Police Information and Technology 

Organisation (PITO). The group was charged with making recommendations 

concerning how the UK police forces could improve the 999 emergency call 

management serVices across theUK. The PSNI have taken cognisance of the National 

Call Handling Strategy. The main linkup is in relation to the UK digital communications 

network and the National Crime Recording Standards (NCRS) link to the National 

Police Computer. 

In a research paper entitled a unique working environment: health, sickness and sick 

absence management in UK call centres, Taylor et al (2007) evaluated the relative 

contributions to employee sickness and ill health from factors relating to ergonomics, the 

built environment and work organisation. The main findings are that the distinctive 

character of call-handling is the major cause of occupational ill-health and the effective 

remedial action would involve radical job redesign. 

Research has indicated that many losses in efficiency in the labour force attributed to 

poor performance or motivational related deficiencies (Amold et aI1991). Examples of 

this would be a poor working environment, lack of development opportunities, poor 

terms and conditions can lead to lack of employee commitment to the organisational 

objectives, diminished loyalty, and low productivity. 

Houlihan (2001) described the normative model of call centre organisation as tasks that 

are tightly prescribed, routine, scripted and monitored. The centres are centralised 

operations where trained employees communicate with customers via telephone and use 

purpose built information and communications technologies. The implications for 

managers are described as constraints under this mass of customised bureaucracy with 
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no strategic support or development. There is focus on micro management and deeply 

embedded goal conflicts continue to undermine the managers' scope to truly manage. 

Like the employees they supervise, these call centre managers are engaged in a coping 

project. 

Pollitt (2007) reported that British Telecommunications (BT) Connect has created a 

stress management toolkit to help its 102,000 employees worldwide to identify stress 

problems, promotes awareness and understanding by providing counselling and support, 

facilitates flexible working and role adjustment. The main findings concentrate on a fast 

effective approach to assess stress levels and gives advice to help to maintain a healthy 

state of mind. Bringing together in one place all the information or resources and 

specialists support available to employees. The company provides a guide describing 

the main mental health problems and suggestions about possible ways forward for both 

the employee and the line manager. The research shows that by investing in mental 

health and well being of the workforce is a sensible business proposition. 

Bain et al (2002) examined the content and organisation of work. They also examined 

the employment relationship in parallel with considering the links between the 

workplace, the community and what influences both the attitudes and capabilities of 

employees to work in a call centre. The evidence from the case studies showed that 

target setting was at the heart of the management strategy in the four call centres studied. 

The targets were applied widely to the performance of the employees and the quality of 

their work. They also examined the commitment to individual performance related pay, 

through periodic appraisals. The authors concluded that the variety of services, 

functions and tasks carried out at call centres would ensure that some jobs require a high 

level of skills, knowledge and experience. 

Bain et al (2005) examined the understanding of work organisation and employee 

experience in public sector call centres. They drew upon quantitative and qualitative 

data from an ongoing Unison sponsored research project into police control and 

communication rooms across the UK. They found that the academic literature 

concerned with public sector call centres is very scant. The initial findings confirmed 

that serious problems exist in the operation of the police call handling service. These 
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include chronic understaffmg, widespread discontent an4 high levels of employee 

exhaustion. The researchers found that there was a perception that public sector call 

centres still subscribe to a traditional ethos, policies and practices which provide 

employees superior working conditions and high quality jobs than those found in the 

private sector. Bain et al (2005) argued that since public sector call centres roles are 

more likely to require professional qualifications, they are 'more fulfilling and less 

monotonous than the typical customer service role found elsewhere'. 

Bain et al (2005) concluded from their survey that 69 per cent believed that 

under staffing contributed a great deal to the pressures ofthe job. The problems found in 

this survey are similar to the problems experienced in police control and communication 

rooms. They also reported that inadequate staffing levels caused an increase in the 

workload, it tightens managerial control, restricts breaks and constraints workers' ability 

to take time off. The affects of these pressures accumulate which often produced 

sickness and resignations, thus producing a further deficit in the complement of staff. 

They found that control room staff had little control over the key aspects of the way 

work is organised and desi¥ned. However controllers are required to exercise 

considerable judgement and take responsibility for encounters with the public and the 

police. The police control room staff handle unpredictable situations, deal with difficult 

problems, and use their personal judgement and initiative within a highly structured 

framework. 

Bain et al (2005) reported that the older police controls rooms have given way to the 

more centralised and overtly call centre-type environment. It was also found that the 

complaints had grown with regard to targets. In their research study, one in three 

controllers interviewed believe that targets and performance indicators are a significant 

cause of work related pressure. The authors concluded that inadequate human resources 

was the main reason cited for the refusal to allow regular breaks, for staff not being able 

to take annual leave or rest days and for having shifts changed at very short notice. 

Raz and Blank (2007) reported that call centres are international, important and a fast 

growing form of frontline service work. They found that the nature of call centre 

operations and management are people intensive. The employees continue to be one of 
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the biggest challenges which faces call centre managers. The researchers examined the 

management ethos, HR strategies and work processes of a central call centre of a large 

Israeli cellular communication company. They stated that the case study methodology 

they used made it impossible to make any firm generalisations, whether the call centre 

they studied may be representative, as not all call centres are the same. They found that 

variations are many, as not all call centres deal with high volume/low-skilled interaction. 

They found that many firms are concerned about the escalating .levels of employee 

burnout and turnover. This Israeli call centre had been strategically segmented but was 

standardised and call through put was prioritised. 

Cross et al (2008) carried out research on the psychological contract from an employees' 

perspective in call centres. The authors believed that many of the issues as reported by 

Bain and Taylor (2000) were attributable to both the lack of understanding and violation 

of the psychological contract. However, one of the main findings from their research 

was that two types of psychological contract coexisted. Although the employees 

interviewed all carried out the same role, the terms of the employments contracts 

differed a lot. The result was that this difference carried through to the type of 

psychological contract on offer to them. Cross et al (2008) found that pertn(;J.nent 

employees enjoyed a relational psychological contract with expectations and 

contentment. These employees were reported to have high levels of commitment, 

loyalty and motivation. The organisation fulfilled its obligation of providing security 

and career development. The contracted workers were subjected to a transactional 

model with minimal mutual obligations. 

2.8 TIlEORETICAL GAP IN TIlE LITERATURE 

The literature review revealed a gap in the academic knowledge, so this research should 

add to the management knowledge base and contribute to academic research because 

this research project is innovative. There is little or no academic knowledge on the 

impact of shift patterns on work-life balance issues and organisational effectiveness in 
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policing. The primary research carried out can be used to determine the impact of the 

shift patterns on the performance and efficiency of an organisation that has gone through 

massive change. It can be used to demonstrate the impact of the new shift patterns on 

work life balance within the organisation. The conceptual research model designed to 

examine employee performance/effectiveness can provide information on the attitudinal 

and perception of officers employed in different policing roles. 

The theme of this research is 'Impact of shift working on organisational effectiveness in 

policing'. The questionnaire survey was aimed at obtaining the perceptions of 

constables and sergeants in relation to their role, the shift patterns they work, how they 

view their employer and if they feel trust and respect exists as the foundation of the 

psychological contract. The conceptual model designed to use the psychological 

contract as a mediating variable helps to gallge the significance of officers' performance 

using commitment, effectiveness, contentment, satisfaction and motivation as the 

outcomes. 

2.9 CHAPTER SUMMARY 

The review of literature has encompassed published academic research on the concept of 

organisational effectiveness, the theory of the psychological contract, flexible working 

and work life balance, shift working systems, research into shift working in policing, the 

use of flexible working and the work-life balance in policing. The published academic 

research on call and communications control centres in policing was also reviewed. 

The published work on the concept of organisational effectiveness is scant and 

references from the internet were reviewed. The theory ofthe psychological contract 

was reviewed using a lot of the research carried out by David Guest and Dianne 

Rousseau. 
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CIlAPTER3 

THEORETICAL FRAMEWORK 

The previous chapter contains the literature review which encompasses research on the 

concept of the organisational effectiveness, theory of the psychological contract, work

life balance and flexible working, particularly in policing. Academic literature on shift 

working, legislation affecting shift workers in the UK and shift working arrangements 

in policing were also gleamed. 

It was found from the literature review that organisational effectiveness captures an 

organisation's performance and is defined as how effective the organisation is in 

meeting its goals. In this research study, the two aspects considered as proxy 

measures of organisational effectiveness in the PSNI are the reduction of average 

days lost through sick absence and the re-organisation of work time to reduce 

overtime usage and utilise resources at periods of peak demand. 

The research reviewed on the psychological contract covered both the transactional 

and relational contracts as described, (Rousseau, 1995). It is the employer and 

employee perception of their mutual obligations towards each other, (Guest & 

Conway, 2002). Trust is argued to be fundamental to the psychological contract, 

(Guest & Conway, 1998). However, Rousseau (2004) reported that there is limited 

consideration of trust in respect of the nature of the psychological contract that is the 

extent to which it is transactional or relational. Recent research findings in the UK 

have shown that a positive psychological contract will result in high commitment to 

the organisation, high motivation, sense of satisfaction and well-being, (Emmott, 

2005). 

The main conclusion from the review of research on flexible working was that the 

findings of a working group which looked at broad issues of flexible working 

practices, reported that police officers mainly opt for part-time working or job

sharing. However, the reality of part-time working in the police service doesn't 

follow the trends seen in other organisations, because there were only 2 per cent of 
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officers engaged in part-time working in 2000/01. This result showed that ofthe 2 

per cent engaged in part-time working, 94 per cent of these part-time officers were 

found to be female. The focus of flexible working practices is to retain female 

officers. The barrier to flexible working in the police service is sufficient staffing 

levels, as it is difficult to cover operational policing needs on the 2417 shift patterns 

with too many part-time officers. The Ottawa shift pattern has now been used in the 

UK and, as described in Chapter 2, the pattern allows the required number of officers 

to be on duty at the right time. It is a demand - led system and therefore allows 

managers to have more flexibility in deploying their personneL The correct re

oganisationof working time can be beneficial to both the organisation and the 

officers because if it is demand-led it reduces the use of overtime and gives the 

officers a more balance lifestyle. 

The main communications control centre in the PSNI has been used as a case study, 

so the literature review has covered academic research on central control 

communications centres in policing. The main findings are that the distinctive 

character of call-handling is a mfljor cause of occupational ill-health and the effective 

remedial action would involve radical job redesign. 

This chapter covers the foundation of research paradigms and demonstrates research 

carried out in a positivism perspective which uses a survey and employs quantitative 

analysis. It presents and explains the epistemological stance being adopted that is 

objectivism and constructivism. The study synthesises both motivational 

(psychological) and contextual variables. The integrated framework is then 

employed to examine the organisational effectiveness in the communications control 

centre ofthe PSNI. The variables shown in Figure 3.4 were obtained from the 

individual, organisational, and at contextual level. The variables are ultimately 

influenced by the officers' preferences and employer's choice for different non

financial rewards. 

A conceptual research model was developed to capture the multitude of variables 

using the psychological contract as the mediator. This model was developed from 

research carried out on employment and psychological contracts by (Guest, 2004). 

The independent variables in the research model are opportunity to acquire skills, 
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current shift working, content with shift working and work life balance. The 

independent variables on shift patterns may have an impact on the following 

outcomes: commitment (loyalty), effectiveness, (attendance), contentment (looks 

forward to going to work), satisfaction (satisfied with work) and motivation 

(motivated officers). 

3.1 FOUNDATION OF RESEARCH PARADIGMS 

The foundation of research paradigms which is defmed as belief systems that guide 

researchers are explained in this section. The importance currently attributed to 

paradigms in social and behavioural sciences is derived from Kuhn's (1970) 

influential book titled the 'Structure of Scientific Revolutions'. He argues that 

paradigms are models that are initiated with any given field and competing 

paradigms may exist simultaneously. Kuhn (1969) described a paradigm as a set of 

beliefs that make up a theoretical framework in which scientific theories can be 

tested, evaluated and revised. The philosophy underpinning the research can be 

explained by ontology which is the study of being. It is a set of assumptions and a 

structure of the reality of the world. It is concerned with the nature of existence, the 

beliefs and perspective emotions which are possessed by humans. 

When ontology is introduced into a research framework it sits with epistemology 

informing the theoretical perspective. A theoretical perspective embodies an 

ontological understanding of 'what is' as well as an epistemological understanding of 

'what it means to know'. Therefore, ontological and epistemological issues have a 

tendency to merge. 

Writers of research literature have difficulties segregating the concept of ontology 

and epistemology because of the construction of the meaning of reality. Realism is 

an ontological notion that reality exists outside the human mind and often implies 
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objectivism which is an epistemological notion that meaning exists in objects 

independent of any consciousness. Positivism is objectivist by definition and 

therefore post-modernism is an objectivist view of meaning and knowledge. Realism 

can also be identified with objectivism. 

Guba and Lincoln (1994) described a link when they claimed that for example, a 'real' 

reality is assumed, the posture of the knower must be one of objective detachment in 

order to be able to discover 'how things really are' and 'how things really work' 

Many theorists disagree with this view. Guba and Lincoln (1994) have implied that 

'the world and its contents exist independently of consciousness.' This doesn't imply 

that meanings exist independently of consciousness. Basically, the existence of a 

world withou~ a mind is conceivable but meaning without a mind is not. 

Realism in ontology and constructivism in epistemology are compatible. This 

demonstrates how ontological and epistemological issues arise together. 

Constructivism is found in most perspectives other than those representing 

positivism and post-positivist paradigms. Blaikie (1993) acknowledged that the 'root 

definition of ontology' is the' science or study of being.' He suggested ontology 

means 'the assumptions th'lt a particular approach to a social enquiry makes it about 

the nature of social reality.' Blaikie's term corresponds to the theoretical perspective 

which describes how one views the world and makes sense of it. 

The positivism paradigm underlies what are called quantitative methods Figure 3.1 

refers, while the constructivist paradigm underlies qualitative methods, (Guba & 

Lincoln, 1994). The debate between the paradigms has been argued on conceptual 

issues such as the 'nature of reality' or the 'possibility of casual linkages '. Many 

pacifists have appeared to state that qualitative and quantitative methods are 

compatible, (Howe, 1988). Pragmatically oriented theorists and researchers now 

refer to 'mixed methods' or mixed methodology which contains elements of both the 

quantitative and qualitative approaches, (Brewer and Hunter 1989). 
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FIGURE ~.l Research carried out in a positivism perspective selects a survey 

and employs the quantitative method of statistical analysis 

Objectivism 

---... Positivism 

-------+. Survey Research 

• Statistical analysis 

Source: Crotty, (1998) 

Epistemology is the theory of knowledge embedded in the theoretical perspective, 

which is the philosophical stance, informing the methodology, providing a context 

for the process and 'grounding' its logic and criteria, as shown in Figure 3.2 

Epistemology deals with 'the nature of knowledge, its possibility, scope and general 

basis' Hamlin, (1995) and Maynard (1994) explains 'its relevance' (Crotty, 1998). 

Epistemology is concerned with providing a 'philosophical grounding' of deciding 

what kinds of knowledge are possible and to ensure that they are adequate and 

legitimate. It is necessary to identify, explain and justify the epistemological stance 

which is being adopted. 

There is a range of epistemologies. Firstly, objectivism epistemology holds meaning 

and therefore meaningful reality exists apart from any form the consciousness. 

Secondly, constructivism epistemology rejects the view of human knowledge. There 

is no objective truth waiting to be found. Truth or meaning comes into existence 

with the realities of the world. There is no meaning without a human mind because 

meaning is constructed and not discovered. 

By understanding knowledge, it is clear that different people may construct meaning 

in different ways, even in relation to the same thing. Constructivism is the 

epistemology that qualitative researchers tend to make. However, epistemology 

found in symbolism interactionism is constructivism and ethnography is a 

methodology adapted by symbolic interaction ism but ethnography has a preferred 

method which is participant observation. This relationship is shown in Figure 3.3 
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FIGURE 3.2 The four elements of a research process that inform one another 

are shown here 

I Epistemology I 
1 

I Theoretical Perspective I 
1 

Methodology 

1 
Methods 

Source: Crotty, (1998). 

FIGURE 3.3 Indicates the relationship from constructivism to symbolic 

interactionism, ethnography is a methodology adopted by symbolic interactionism 

which in turn shows a method of preference - participant observation 

Constructivism 

-----... Symbolic interactionism 

______ •• Ethnography 

----.. Participant observation 

Source: Crotty, (1998) 

The third epistemological stance is subjectivism. This stance comes from the 

structural form of thinking. In subjectivism, meaning does not come out of 

interaction between the subject and the object but is imposed on the object by the 

subject. The object makes no contribution to meaning. Basically, constructivism is 
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constructed out of the object whereas the sUbjectivism meaning is constructed out of 

nothing. 

The three epistemological stances referred to are not seen as full proof but 

epistemology has a strong bearing on the way research is approached. If an objective 

truth needs to be identified or if a process requires exploring then an understanding is 

obtained through the process of meaning. If this meaning is SUbjective, independent 

ofthe object do the subject and the object contribute to the construction ofthe 

meaning? In a series of questions there is a range of epistemological stances, each of 

which may imply a difference on how research is carried out and how outcomes are 

perceived. 

An ethnographic enquiry is an example in which the spirit of symbolic interaction 

seeks to uncover meanings and perceptions on the part of the people participating in 

the research projects by viewing the understanding against the backdrop of the 

people's overall world view or culture. In line with this approach, the researcher 

strives to see things from the perspective of the participants. This is what makes 

sense of a researcher's intentions to carry out unstructured interviews and to use a 

non directive form of questioning. 

The philosophical stance which lies behind the chosen methodology provides a 

context for the process and 'grounds' its logic and criteria. It is inevitable that a 

number of assumptions are made within the chosen methodology but these 

assumptions need to be stated. It is statements of assumptions which are brought to 

the research and are reflected in the methodology as it is employed and understood. 

By engaging in an ethnographic form of enquiry and data gathering via participant 

observation, assumptions related to language, issues of subjectivity and 

communication. Assumptions are accounted for by expanding the theoretical 

perspective that is the researcher's view of the human world and social life within it. 

Symbolic interaction is a theoretical perspective which 'grounds' the assumptions in 

an explicit fashion. For example it deals with language, communication, inter

relationships and community. It is a~out the basic social interactions whereby the 

researcher enters into the perceptions, attitudes and values of a community, thus 
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becoming a person in the process and being able to put themselves in the place of 

others. Detailing the methodology shapes the choice of methods to be used. 

Methods are the techniques or procedures used to gather and analyse data related to 

the research question or hypothesis. The activities the researcher is engaged in to 

gather and analyse data are the research methods. Methods are the technical rules 

that define proper procedures to obtain reliable and objective knowledge. The 

procedural rules tell the researcher what to do and what not to do if the information 

and data are to be reliable and objective. 

The methods lay down the procedures for constructing a research hypothesis, for 

designing a questionnaire, conducting interviews or doing participant observation 

and for using computer software packages to analyse qualitative and quantitative 

data. The research field has procedural rules with authority to certify knowledge as 

reliable and objective. If these rules are not followed, the knowledge will be 

discarded as unreliable. Methods are central to research practice because they lay 

down procedural rules to follow for obtaining certifiable knowledge. 

Auguste Comte (1853) used positivism in the nineteenth century to describe the 

application of science to study society. Comte (1853) shaped the theory, but the 

researchers Nagel (1961) and Hempel (1966) used the term 'logical positivism' to 

describe the social research approach called 'abstract empiricism' (Crotty, 1998). 

However within the philosophy of social research, positivism has now come to be 

referred to as a methodological position. 

The main charaCteristic of this methodology are the methods, concepts and 

procedural rules of natural science which can be applied to the study of social life. 

This involves assumptions about the nature of society because social life is perceived 

to comprise objective structures independent of people's perceptions of it. The social 

world is revealed not constructed to the researcher. Sometimes positivism and 

realism are used as interchangeable terms, which is wrong. This ontology implies 

that objective knowledge is possible because there is a fixed unchanging reality 

which research can accurately look at. 
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There is an epistemology inherent in positivism which assumes knowledge of social 

life only, revealed by external observations through the senses. Positivism can 

disclose the relationship that exists within the socia,llife. It is then possible to 

develop a hypothesis which can be tested against prediction and observation. 

Data for the positivist model of social research is 'hard' implying that it is untainted 

by interpretative processes of people. It is numerate, seeking to measure and 

describe social phenomena by the attribution of numbers. Weber (1946) described 

this as an elective affinity between the natural science model of social research and 

those data collecting techniques which give best access to sense-experience data that 

is questionnaires, and social surveys. Positivism believes that the world is an 

external, knowable entity, existing independently of what people perceive it to be. 

Questionnaires and surveys can collect numerate data that render social phenomena. 

The procedural rules for standardising interviews, eliminates the 'interviewer effect' 

which can distort the question and response. Therefore, if respondents give different 

answers then, this is assumed to be 'real' and not artificially created by the way the 

question was asked. The data becomes real, hard and objective as they appear to be 

untainted by the interviewer or the respondent. The research models based on 

naturalism are viewed in importance and significance. 

Quantitative research is numerical measurement of specific aspects of the 

phenomena. It is a structured approach whereby explanations are formulated in 

terms of relationships between variables. The variables become the building blocks 

of the analysis. The statistical analysis is performed to establish if differences or 

their relationships can be identified. The result is to find as small a set of variables 

as possible that will explain as much as possible. 

Qualitative research is based on intensive study of as many features as possible of 

one or a small number of phenomena. It seeks to build understanding by depth, 

instead of condensing information. Qualitative research seeks meaning and focuses 

on configurations of how combinations of attributes and conditions come together. 

In 1960's there was an attack on posi~ivism from Kuhn and Popper which resulted in 

an intellectual attack on the natural science model for certifying knowledge as 
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reliable and objective. This led to an attack on questionnaires as a reliable method of 

collecting data. A new idea emerged giving legitimacy to new procedural rules and a 

new method of collecting and analysing data for example conversational analysis and 

participant observation. This is how the humanistic model of social research 

developed and was based on the methodology of naturalism. 

The critique of the research approach is 'interpretive'. It is centred upon the nature 

of social data, questioning whether the phenomena are stable and reliable. The 

interpretive critique has its origin in qualitative social science. Its core is the 

assertion that social phenomena are qualitatively different in their nature from types 

studied in other scientific disciplines. The social phenomena are produced by human 

beings, that is what is observed, can only be manifestations pf the inner meanings. 

However, the social data can be «ontaminated by the way a human's subjective 

reactions are when they realise that they are the subject of research. 

Therefore the interpretive critique calls into question the assumption of the positivist 

approach that there are stable regularities existing at a level beyond that of the 

individual which can be measured. The interpretive critique can be seen as a special 

case of the general post-modern view of social reality. 

This post-modern critique which comes from the humanistic model of social research 

is based on naturalism but still retains some form of realism. Naturalism is 

concerned with the study of social life in real, naturally occurring settings, observing, 

describing, understanding and analysing the features of social life. The focus on 

natural situations as described in this research leads to the description of 'naturalism' 

which is signified by what people feel, perceive, in a natural situation. 

The naturally occurring situation in this study is face-to-face interviews with the 

officers' line managers. Emphasis is on observing reactions naturally, rather than 

making assumptions before the interview. The analysis of people's 'meaning' from 

their own feelings and perceptions provides a more reliable and objective outcome 

from the research, through the collection of qualitative data. 

The ontological and epistemological ~ssumptions in this approach further highlight 

the humanistic methodological position whereby people have the capacity to 
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interpret and construct their social world and setting. People have the capacity for 

language, possess knowledge and have the ability to tell others. However, the 

researcher may want to extend the analysis beyond the line managers' account given 

during the interviews. 

Often researchers with a preference for the humanistic model will ask certain types 

of questions which will approach the topic in terms of people's meanings, attitudes, 

perceptions and interpretations. Hence they have a preference for the methods of 

certain data collection techniques. The popular methods of data collection in 

qualitative research are techniques such as informal interviews, participant 

observation or conversation analysis. In this study semi structured interviews and 

participant observation techniques were employed in the qualitative research. 

The first approach used in this research study is the positivism model its ontological 

orientation is objectivism. Data for the positivist model of social research is 'hard'. It 

is numerate, seeking to measure and describe social phenomena by numbers. It is a 

structured approach whereby explanations are formulated in terms of relationships 

between variables. The variables become the building blocks ofthe analysis. 

The second approach used in this study is the constructivism model which is the 

epistemology that qualitative researchers tend to make. However, ethnography is a 

methodology adapted by symbolic interaction ism but ethnography has a preferred 

method which is participant observation which was used in this project. 

Mixed methodology contains elements of both the quantitative and qualitative 

approaches, (Brewer and Hunter 1989). The mixed methods approach was used in 

this research study. The conceptual model developed can assist in assessing the 

notion of officer performance and organisational effectiveness. There were 

difficulties with the size of the random sample. The sample was too large with result 

not all the areas covered in the questionnaire could not be incorporated in the final 

write up. The participant observation was used when interviewing the line managers, 

the subjects are all well known to the researcher. This was an advantage because the 

interviewer is familiar with their personalities and attitudes. Therefore it was difficult 

for the interviewee not to be truthfiJI when responding to the questions posed. 
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3.2 OVERVIEW OF RESEARCH QUESTIONS AND HYPOTHESES 

Primarily, the literature review revealed a gap in the academic knowledge on the 

impact of shift patterns or work time on work-life balance and organisational 

effectiveness in policing. The primary research carried out was used to determine the 

impact of shift patterns on th~ performance of an organisation that has gone through 

massive change. It will be used to demonstrate the impact of the new shift patterns 

on work-life balance within the organisation. The study has investigated the 

psychological contract to gauge the perception of the individual officers' attitude 

towards the organisation as an employer. The research has looked at the impact of 

variable shift patterns on the overall efficiency ofthe organisation whereby officers' 

performance may have increase through better attendance at work. A case study of 

the main central communications control centre was carried out following the results 

from the questionnaire survey. Areas were examined and some weaknesses were 

revealed in the communications control centre. Officers were unhappy and lacked 

motivation. They did not trust the organisation and felt they were used to take on 

other additional work. Many felt it was a stressful environment to work in. 

3.2.1 Research Questions 

Research questions need to be discussed before considering the nature of the research 

design. If the research questi0ns are poorly formulated then this will lead to 

unfocused research. Research questions in quantitative research are usually more 

specific whereas qualitative researchers advocate a more open approach. The 

research questions should be clearly structured, researchable, they should relate to 

theory and research so that the research can make a contribution to the knowledge 

and understanding of the specialised field. Due to time constraints and the volume of 

data collected it is not possible to answer all the research questions, therefore this 

selection of questions were chosen as they focus on the specific areas being 

addressed in this study. 
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Q 1 What impact has the variable shift arrangements had on organisational 

effectiveness by reducing sick absence, (as measured by the dependent variable)? 

Q2 To what extent has variable shift patterns affected overtime and budgetary 

constraints if the objectives and targets are met as defined in the Policing Plan? 

Q3 To what extent is the psychological contract defined as the mediating variable, 

influenced by the independent variables, shift working, skills and work life balance, 

so relationships between the PSNI and the officers are positively maintained? 

Q4 To what extent do the independent variables and the mediating variable (PC) 

influence attitudinal (commitment and satisfaction), intentional and behavioural 

outcomes to make a more motivated and highly productive work force? 

Q 5 Has constant change and adaptability allowed the organisation to manage peaks 

and troughs in demand more effectively, thus providing a policing service that is 

efficient and cost-effective? 

3.2.2 Hypotheses 

An hypothesis is a specific type of research question. It is an informed speculation, 

which is set up to be tested about the possible relationship between two or more 

variables. 

HI. Organisational effectiveness will increase as a direct result of the reduction in 

absenteeism. This may be achieved through the provision of flexible working and the 

introduction of the 12 hour variable pattern since April 2004. 

H2. The provision of flexible working and the introduction of the 10 hour variable 

shift arrangements in the PSNI will increase performance. This has assisted the 

organisation in meeting operational requirements more effectively since 1 April 

2004. 
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H3. The positivism ofa psychological contract between the employee and the police 

service can be maintained if the organisation continues to provide better working 

time since 1 April 2004. 

H4. A stressful working environment may be perceived as violation of the 

psychological contract. By establishing a two-tier call handling structure, officers 

will demonstrate a more positive attitude to the organisation from 1 April 2006. 

3.3 CONCEPTUAL RESEARCH MODEL 

The conceptual research model designed for this study demonstrates that the 

independent variable, content with shift patterns may have an impact on the 

following outcomes: commitment (loyalty), effectiveness, (attendance), contentment 

(looks forward to going to work), satisfaction (satisfied with work) and motivation 

(motivated). 

Constables and sergeants have currently a very good balance of work with other 

aspects of their life as they have indicated that they are content with the shift 

patterns. The organisation is concerned with the usage of the amount of overtime that 

is being worked, so senior management may propose to change these shift rosters 

back to the traditional 8 hour shift system. The officers feel this will cause stress and 

sick absence will incease as they would not have the same time to pursue other life 

interests like family, hobbies or a second job. 

The researcher believes that a compromise of introducing the 10 hour shift system 

across the organisation would be more effective so that efficiency would increase 

and officers would still enjoy a better balance of life and work at the same time. 

A conceptual research model was designed to analyse employee performance or 

effectiveness by using the psychological contract as a mediating variable. The 

analyses have encompassed Human Resource Management (HRM) practices, shift

working, job design, job satisfaction, work life balance and flexible working. The 
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performance outcomes are commitment (loyalty to the PSNI), effectiveness (better 

attendance), contentment (attitude about coming to work), satisfaction (satisfied with 

work), motivation (motivated). By carrying out descriptive statistics, correlation and 

regression analyses, the results were obtained using STATA, a quantitative software 

package. 

1. This research aims to analyse the impact of a change in shift working on 

organisational effectiveness in the PSNI between 2004 and 2007. 

(a) To define the current shift patterns and analyse the impact on the 

reduction of absenteeism as an outcome. 

(b) . To develop a concept that highlights the relative effectiveness of the 

organisation by meeting operational requirements through, reducing 

sick absence, increasing performance and reducing overtime. 

(c) To investigate the relationship between shift working and commitment, 

effectiveness, contentment, satisfaction and motivation. 

2. The research aims to determine the impact of variable shift patterns on the 

psychological contract and work-life balance. 

(a) To evaluate the level of stress. 

(b) To examine the health and safety issues, for example officer exhaustion. 

(c) To evaluate the level of commitment and motivation. 

(d) To develop a model to analyse employee performance/effectiveness by 

using the psychological contract as a mediating variable. 

3. The theoretical rationale of this research project examines linkages between 

preferences, perception, and expectations, which are based on the 

motivational theories such as need content and cognitive process. The 

psychological contract theory has been reviewed and based on work by 

Guest, (2004) a conceptual model was designed to investigate perceptions of 
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officers in the different specialist units by using the psychological contract as 

a mediating variable. 

4. The research has employed a mixed methods approach in this research study. 

Therefore the qualitative analysis section will include the results written up 

from the semi structured interviews with the line managers in charge of the 

police officers who complete the questionnaire survey for the quantitative 

analysis. Semi structured interviews from the case study in the central 

communications control centre have also been included in Findings n. The 

written transcript of the interviews is attached as an appendix. 

5. The PSNI's HRM computer system holds records of all personnel who are 

employed. It is hypothesised that various statistics obtained from this 

computer system, for example sick absence records and trends from 2004 -

2007 will inform this research study. This information can be obtained for 

the Operational Command Unit, Urban Region and the PSNI as a whole. 

This information may demonstrate an increase in officer attendance. By 

making yearly comparisons it may be possible to demonstrate an increase in 

officer effectiveness and higher performance levels, thus assisting the 

organisation to meets its' operational requirements more efficiently. If time 

permits, crime statistics of detections clearances can be obtained from the 

Chief Constable's report which is published annually. 

6. The results from the quantitative and qualitative analyses as described in 

points 4 and 5 above can be used to form the write up of the discussions, 

conclusions and recommendations for further study. 

3.4 DEFINING THE CONSTRUCTS OF THE CONCEPTUAL MODEL 

A conceptual model plays an important role in academic research. It is related to the 

theory and implies a systematic org~nisation of, and relationships between, concepts. 

The main task is to relate the concepts to the research questions, which requires a 
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clear understanding of the research problem. The researcher can identify the relevant 

factors and the hypotheses to test empirically. Lave and March, (1993) proposed an 

approach to map or model the research problems. In their text' An introduction to 

models in social sciences' they recommend that the process or the mOQel should be 

kept as simple as possible. This suggests that more variables should only be added 

when useful and to improve the quality of the explanation. A good model should be 

testable. 

The purpose of this research model is to analyse and evaluate effects of shift working 

on employee performance in terms of the following outcomes: commitment (loyalty), 

effectiveness, (attendance), contentment (looks forward to going to work), 

satisfaction (satisfied with work) and motivation (motivated). By adopting the broad 

definition of employee satisfaction at work and in other aspects of life, then the main 

indicators are effective performance and work-life balance. The psychological 

contract is defined in terms of the employees' perception ofthe PSNI fulfilling its 

mutual obligations. Therefore the psychological contract can assume to have the 

status of mediating variable. 

The core concern of the rtisearch model is employee performance and effectiveness. 

A final analysis will incorporate data collected from the managers. The main 

purpose of the model is to compare the balance between the employer and the 

officers in their views of the content and state of the psychological contract and how 

this affects the officers' performance. The psychological contract concept tries to 

capture the reciprocal expectations and obligations implied in the employment 

relationship. The core content of the model refers to what the officers expect to 

contribute to the police service, for example loyalty, effort, competence and what the 

police service provides in return that is pay, job security, terms and conditions and 

career development. The content of the psychological contract is assumed to be 

SUbjective, dynamic and sensitive to the massive organisational change and 

continuing downsizing up to 2011. 

In addition to the employment contract, the psychological contract can be important 

in relation to employee well-being, health and welfare. Guest, (1998) in his research 

assessed the extent to which employees perceive the organisation has fulfilled its 
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promises and commitments, provides fairness and engenders trust. Millward and 

Brewerton, (2000) found that perceived breaches of the contract ca~ result in 

negative outcomes for both the organisation and its employees. In their research, 

loyalty as a component of trust, commitment and job satisfaction can be affected. 

The conceptual research model being adopted defmes employee performance which 

encompasses commitment, effectiveness, contentment, satisfaction and motivation at 

work. The responses on the officers' life as a whole will help to indicate the 

effectiveness of work life balance. The researcher has collected information on 

injuries on duty and sick absence as a performance outcome. The psychological 

contract can be defined in terms of content and state such as trust, fairness and the 

organisation's delivery of 'the deal.' It is assumed to take the status of the 

intervening or mediating variable. 

There are a number of control factors which are included as control variables in the 

analysis. All the variables in the research model have formed the basis of the 

questionnaire issued to the officers. A further analysis incorporates data collected 

from the manager interviews aimed at obtaining the measure of the employer's side 

of the psychological contract. However, this part of the study forms the qualitative 

analysis. Figure 3.4 is the Conceptual Model for Analysing Officer 

PerformancelEffectiveness which comprises the control factors, independent and 

dependent variables. This model is to conceptualise the officers' performance or 

effectiveness. It is based on work by Guest, (2004) whereby he used the 

psychological contract as a mediator. 

Fishbein and Ajzen, (1975) reported the importance of mediating variables in that 

they form the basis of many psychological theories. In social psychology, attitudes 

cause intentions which in turn cause behaviour. The intervention of a mediating 

variable is designed to change the outcome of interest by targeting variables that are 

hypothesised to be causally related to the outcome. Mediation represents the 

consideration of how a third variable affects the relation between the other two 

variables. Bacon and Kenny, (1986) define a mediator 'as a variable that is in causal 

sequence between two variables' . 
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Figure 3.4 Conceptual Model for Analysing Officer PerformancelEffectiveness 

Control Factors 

Gender, rank, 
Hours worked F/T, 
PIT Length of service 
Domestic status 
Family situation, 
Job Design/role 
Education 
Business Interest 
Travel time 

Independent variables 

Opportunity to acquire skills, 

Current Shift Working 

Content with shift pattern 

Work life balance 

Based on a model by Guest, (2004). 

Mediating Variable 

Psychological Contract 
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Outcomes 

Employee Performance /Effectiveness 

Commitment: Loyalty to PSNI 

BehaviourlEffectiveness: Sickness 

Attitude/Contentment: Looks forward 
to work 

Satisfaction: Satisfied with work 

Motivation: Motivated at work 



3.4.1 Defining Mediation 

MacKinnon, (2000) demonstrated that there are three approaches to statistical 

mediation analysis (a) causal steps, (b) difference in coefficients, and (c) products of 

coefficients. 

Equation 1 Y = h+ cX + Cl 

Equation 2 Y =b+ Cl X + bM + e2 

Equation 3 M = h + aX +e3 

Where i" i2, h are intercepts, Y is the dependent variable, X is the independent 

variable, M is the mediator, c is the coefficient relating the independent to the 

dependent variable, Cl is the coefficient relating the independent variable to the 

dependent variable adjusted for the mediator, b is the coefficient relating to the 

mediator to the dependent variable adjusted for the independent variable, a is the 

coefficient relating to the independent variable to the mediator, and el, e2 and e3 are 

residuals 

The most widely used method to assess mediation is the casual steps approach 

outlined in work by Baron and Kenny (1986). These four steps are involved in their 

approach to establishing mediation. 

1. A significant relation of the independent variable to the dependent variable in 

equationl 

2. A significant relation of the independent variable to the hypothesised mediating 

variable is required in equation 3 

3. The mediating variable must be significantly related to the dependent variable when 

both the independent variable and the mediating variable are predictors of the 

dependent variable in equation 2. 

4. The coefficient relating the independent variable to the dependent must be larger in 

absolute value than the coefficient relation to the independent variable to the 

dependent variable in the regression model with both the independent variable and 

the mediating variable predicting the dependent variable. 
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If the four steps are met, then the data are consistent with the hypotheses that the 

variable M completely mediates the X-Y relationship. However, if the first three 

steps are met and the fourth step is not, then partial mediation is indicated. 

However, drawing on the content and process theories, motivational based measures 

used in this study includes needs and valence which are the content theories, 

expectancy, equity, reinforcement, attribution and orientation and goal which are the 

distributive process variables. Reward and performance evaluation are the 

procedural process variables. These variables exert an influence on an officer's 

perception and attitudes towards various dimensions ofthe reward management. The 

effectiveness of the different policies will vary based on these cognitive perceptions. 

The research model comprises the various constructs which are defined in the next 

section. The consequent constructs or outcomes include motivation, commitment, 

satisfaction, attitude/contentment and behaviour/effectiveness. 

In designing the conceptual research model, it was proposed to investigate the 

psychological contract as a possible intervening factor affecting the relationship of 

work life balance and officer performance or effectiveness. In social psychology, 

attitudes cause intentions which in turn cause behaviour which can determine the 

state of the psychological contract. The model assumes the psychological contract is 

part of a mechanism explaining levels of commitment (loyalty), effectiveness 

(improved health amongst the officers, hence reducing sick absence levels), 

contentment (attitude about work), satisfaction (satisfied with work) and motivation. 

The intervention of this mediating variable is designed to change the outcome of 

interest by targeting variables that are hypothesised to be causally related to the 

outcome. 

3.5 CONTENT VARIABLES 

The content theory of motivation is the need theory which focuses on internal needs 

which energise, direct and sustain behaviour. Incentives and rewards are 
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instrumental to the satisfaction of needs. Basically, the motivational value of 

rewards and incentives is determined by the ability to satisfY employees' needs. The 

types of rewards offered should match the officers' needs, values and preferences in 

order to enhance organisational effectiveness. 

3.5.1 Needs, Valence & Preference 

Individuals are attracted to work in organisations because the organisations provide 

them with various means of satisfYing their needs through the provision of different 

types of organisational rewards and incentives. The theories of Maslow (1954) and 

McClelland (1961) suggest that a person's attitude to work is affected by hislher 

preferences in satisfYing certain needs and whether the organisation can provide the 

appropriate rewards. For example physiological needs can be satisfied by pay and 

physical working conditions, security needs with job security and pensions, social 

needs with the provision of social activities which facilitate interaction at work, and 

finally growth needs with opportunities to learn and utilise their professional skills 

and potential. Therefore, the level of importance of various needs corresponds to 

different types of organisational incentives. 

It is essential for organisations to understand the structure and dominance of their 

employees' needs so the organisations have the ability to understand, predict and 

influence their employees' work behaviour. As different types of incentives have 

different motivational characteristics, it is critical for organisations to diagnose the 

nature of their employees' needs so as to provide appropriate types of incentives that 

will influence them to behave and perform in a desired way. 

These constructs help to explain and predict what reward outcomes become 

important to the officer but not all of the incentives have equal motivational effects. 

Herzberg's theory identifies and distinguishes the different types of rewards that are 

motivators (intrinsic rewards) or hygiene/demotivators (extrinsic rewards). 

Therefore organisations can effectively maximise the use of those rewards which 

have the highest motivational properties. Hence, organisational rewards influence 

the officers' attitudes and behaviour. "It is important to understand how an officer's 
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needs are manifested into goal-directed behaviour through various reward 

instruments. 

Conceptual values or valence and needs are distinct. Locke (1976) has stated that 

values are derived from needs and are more stable and enduring. Unlike needs which 

are inborn and basically the same for everyone, that is the physiological needs and 

values are acquired through experience and thoughts. Therefore, individuals differ 

greatly in what they value. Extrinsic and intrinsic rewards satisfy needs, are valued 

and desired work outcomes are accomplished, hence the officer's preference for a 

reward should be highly correlated with the valence that he/she places on the reward. 

Needs are a part ofthe process in establishing a valence/preference for an outcome. 

The measure of a reward preference corresponds to the need structures and 

importance of rewards are instrumental for satisfying various needs, (Maslow, 1954). 

3.6 PROCESS VARIABLES 

The model includes the process motivational variables. The process theory stresses 

the interaction between the individual and the environment, that is the individuals' 

perception of themselves and their environment. The pro~ess theories which have 

the greatest impact on our understanding of motivation are the expectancy-valence 

tlieory, Vroom (1964), the goal-setting theory, Latham & Locke (1979), the equity 

theory, Adams (1963) and the reinforcement theory, Skinner (1969). These theories 

are related to the present day research as they provide theoretical support and have 

significant contributions to the understanding of the motivational effects of different 

types of incentives. 

The process theories place emphasis on the psychological processes or forces that 

affect motivation as well as on basic needs. It is also referred to as the cognitive 

theory because it is concerned with people's perceptions of their working 

environment and the ways in which they interpret and understand it. It can be more 
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useful to managers than the needs theory because it provides more realistic guidance 

on the motivational techniques. 

The process theories attempt to explain how the individual's work behaviour is 

stimulated, sustained, directed and stopped. These theories also propose that 

individuals' perceptions of rewards are associated with various courses of action that 

influence their decisions about which behavoiur to take. The purpose of dividing the 

process theories into subgroups known as distributive and procedural, helps to assess 

the relative values ofthe various process elements, for example distributive versus 

systems components effect different organisational outcomes. They are assumed to 

have different affects on motivation, commitment and retention. The perception of 

distributive reward fairness is more related to satisfaction while procedural fairness is 

more positively associated with organisational commitment and trust. 

3.6.1 Perceived Expectation 

The expectartcy-valence theory, Vroom (1964) states that employees will exert 

greater effort if they believe that good performance will result in both intrinsic and 

extrinsic rewards. These perceptual beliefs play an important role in determining an 

employee's motivation, performance, retention and satisfaction. 

The expectancy-valence model suggests a highly instrumental view of reward to 

performance. If good performance leads to the desired rewards, the officer will be 

motivated to perform to the best of his/her ability. Motivation to performance will be 

sustained as long as the employee believes that the effort to reward is sustainable. 

The expectancy theory states that the people make work performance decisions based 

on valence, instrumentality and expectancy. Whereas the reinforcement theory 

predicts that performance is a function of the amount of reward and the learned 

stimUlus-response connections between reward and performance. 
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3.6.2 Perceived Equity and Benefits 

Perceived equity represents employees' desires to strive for equitable treatment in the 

work environment, Adams (1963). Employees will value a reward outcome that is 

fairly administered with regard to the amount of the reward (distributive) and the 

manner in which it is determined (procedural), Lawler 1968). 

The benefits from equitable treatment are recognised by officers because generally 

they will be more loyal and committed to the organisation. If the management is 

perceived by the officers to be trustworthy then this may lead to a strong relationship 

and a positive psychological contract. 

3.6.3 Attitudes & Attribution 

Behaviour at work is dependent on both the personality and attitudes of employees in 

the situation in which they are working. These factors interact and the th~ory of 

behaviour is sometimes referred to as interactionism. Within organisations these 

factors are affected by values and norms, the style of management, policies, quality 

of working life, and the influence of the group with whom employees identifY. 

Attitudes are developed through experience but they are less stable than traits as they 

can be changed by influences or with new experiences gained. Within organisations 

they can be affected by cultural factors, the behaviour of management or 

organisational policies. 

Behaviour at work is difficult to analyse or predict but it is generally assumed that 

attitudes determine behaviour. However behaviour will be influenced by the 

perceptions of individuals about situations they are in. Some employees will like 

their jobs and have positive feelings about the organisation while others will dislike 

their jobs and feel little commitment or loyalty to their organisation. Attitudes are 

important and often influence key aspects of organisational behaviour, performance, 

absenteeism and labour turnover. 
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Work-related attitudes can involve lasting feelings or beliefs and behaviour tends to 

be directed towards various aspects of work or the people in the organisation such as 

managers. Attitudes play an important role in many forms of organisational 

behaviour. However the ways in which employees perceive and make judgments 

about people at work are explained by the attribution theory which is concerned with 

the assignment of causes to events. 

Attribution is the process through which individuals attempt to determine the causes 

behind other people's behaviour. Other people such as managers, work colleagues, 

subordinates, friends and relatives all play an important part in our lives and can 

influence us in many ways. We frequently try to understand them and identify their 

major traits to recognise their current emotions and feelings about us. The benefit of 

obtaining accurate information in this respect is to understand others, as this is 

essential for interacting with them effectively. This clearly is social perception 

which is the task of combining, integrating and interpreting information about others 

to gain an accurate understanding. Attribution is one ofthe concepts of social 

perception as it is the efforts to identify and understand the causes behind the 

behaviour of others. This task can be accomplished by focusing on certain aspects of 

their behaviour, specifically actions that are not socially desirable. In order to 

determine whether others' actions have stemmed from mainly internal or external 

causes, we consider four types of information about their behaviour that is 

distinctiveness, consensus, consistency over time and consistency over modality, 

Kelley (1967). 

The attribution theory explains the ways in which people perceive and make 

judgments about others at work. This mainly concerns the assignment of causes to 

events. In attributing causes to people's actions we distinguish between what is in 

the person's power to achieve and the effect of environmental influence. 

3.6.4 Orientation 

The orientation theory examines the factors that are instrumental to directing 

people's choices about work. Orientation is a central organising principle that 
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underlies people's attempt to make sense of their lives. Guest (1984) described 

'Orientation as a persisting tendency to seek certain goals and rewards from work 

which exist independently of the nature of work and the work content'. Guest argued 

that the orientation approach stresses the role of the social environment factor as a 

key factor affecting motivation. 

At work the term role describes the part to be played by individuals in fulfilling their 

job requirements. Roles indicate the specific forms of behaviour required to carry 

out a particular job. Role profiles primarily define the requirements of the terms 

relating to the way tasks are carried out. The role profile may refer to aspects of 

behaviour, especially with regard to working with others. The distinction between a 

job description which is a list of main tasks and a role profile which is concerned 

with the behaviourfll aspects of the work and the outcomes an individual is expected 

to achieve in the role. The role individuals occupy at work, exist in relation to other 

people, therefore others have expectations about the individual's r0le. If they live up 

to these expectations, they have successfully performed the role. The performance in 

the role is the product of the situation officers are in, their own skills, competences, 

attitudes and personalities. The situational factors are important but the role officers 

perform can shape and reflect their personalities. Stress and inadequate performance 

result when roles are ambiguous, incompatible or in conflict with one another. 

Conflict can exist between the roles of officers at work and their roles at home. 

The role theory helps the understanding of the need to clarify with officers what is 

expected of them in behavioural terms and to ensure when designing jobs that they 

do not contain any incompatible elements. If the organisation is aware of the 

potential role conflict then steps can be taken by managers to minimise stress. 

3.6.5 Performance Appraisal 

The performance appraisal system in the PSNI is another critical component of 

reward. It has become the basis for promotion, completion of probationary periods 

and financial rewards. The performance appraisal is the main mechanism through 

which incentives and rewards can ·be determined and allocated in relation to the 
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targets and perfonnance objectives which are set at the start of each reporting year. 

Without a valid perfonnance system, it is difficult to accurately distinguish between 

good and poor perfonners. The performance objectives must be SMART that is 

specific, measurable, achievable, rewarding and timely. Fonnal perfonnance 

appraisals are vehicles that relate rewards to perfonnance. As both the equity and 

expectancy theories suggest, officer motivation can be adversely affected by 

inaccurate perfonnance grades. A good perfonnance based reward system, 

detennined through a fair performance appraisal, can foster reward equity, 

instrumentality and valence. 

The motivational components of this model can be either content-orientated factors 

such as needs, goals, and equity or distributive process-orientated variables such as 

instrumentality, expectancy, perfonnance, attribution and orientation. The 

procedural-orientated variables are reward and perfonnance appraisal systems. The 

content factors imply that the amount and type of rewards should be fair, attractive 

and valued and the task performance should have some motivational or goal 

characteristics. The procedural prpcess variables require a process to allocate 

rewards openly, fairly and legitimately. Work behaviour is likely to be detennined 

by a complex set of factors rather than anyone variable on its own. Their 

effectiveness is a combination of the motivational components combined with the 

perceptual patterns of the officer. 

The degree of effectiveness may have implications for and effect on performance, 

commitment, satisfaction, contentment and the retention of officers. An 

understanding of their influence on different organisational outcomes helps to 

detennine the effective balance between the various incentives and rewards the 

organization has to offer. 

3.7 ORGANISATIONAL BEHAVIOUR 

Organisational behaviour is concerned with the planning and implementation of 

programmes designed to enhance effectiveness with which organisations function 

80 



and respond to change. The aim is to adopt a planned, coherent approach to 

improving organisational effectiveness. An effective organisation can be defined 

broadly as one that achieves its purpose by meeting the wants and needs of its 

stakeholders, matching its resources to opportunities, adapting flexibility to 

environmental changes and creating a culture that promotes commitment, creativity, 

shared values and mutual trust. 

Organisational development is concerned with process, not structure or systems. It is 

concerned with the ways things are done rather than what is done. Process refers to 

the ways in which people act and interact. It is about the roles people play on a 

continuing basis to deal with events and situations involving other people and to 

adapt to changing circumstances. 

Organisational development is an all embracing term for the approaches to changing 

processes, culture, and behaviour in organisations as a whole. The changes address 

the behaviour of groups and individuals but always within the context ofthe 

organisation and what needs to be done to improve its effectiveness. 

Bennis (1964) described organisational behaviour as a response to change, a complex 

educational strategy intended to change the beliefs, attitudes, values and structures of 

organisations so that they can better adapt to new technologies, markets, challenges 

and constant rates of change. However, doubts arose as to the validity of the 

organisational development concept when it was challenged by Kahn (1974) and 

McClean (1981). 

There is a tendency now to rely on specific interventions such as performance 

management. In the 1980s and 1990s managers wanted more specific prescriptions 

which would impact on processes which they believed to be important as a means of 

improving performance. The need to manage change to processes, systems or 

culture was still recognised as long as it was results driven rather than activity 

centred. 

Some ofthe psychological theories such as expectancy, equity and attribution are 

largely built on the premise that individuals act to maximise the value of their 

performance. The provision of intrinsic and extrinsic rewards entered into individual 
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calculations of all the potential benefits and costs, serve to reinforce positively and 

negatively individual behaviour. This perspective is based upon the relationship 

between the employee and the organisation providing advantages of primary 

importance in employee behaviour, for example performance, work effort, 

commitment, loyalty and turnover. 

When officers perceive that the organisation accommodates their needs, they are 

likely to respond by investing more time and energy into their work. It is a required 

obligation of the employees to work harder for the organisation when high 

performance is rewarded. However if the employer fails to reciprocate this effort 

then the employees' inclination to work beyond their explicit job responsibilities is 

reduced. It is through these affective and moral states that rewards are assumed to 

influence important behavioural outcomes such as job performance, commitment, 

trust, loyalty and retention. This relationship entails a collection of promises from 

the employer and obligations from the employee as considered in the theory of the 

psychological contract. 

3.8 CONSEQUENCE OF EFFECTIVENESS 

Key organisational behavioural outcomes are influenced by job satisfaction, 

Herzberg et al (1959), motivation and performance, Porter & Lawler (1968) Vroom 

(1964), commitment, Mowday & Porter (1982) and retention, Adams (1963). Its 

influences may indirectly facilitate the effectiveness of the human resource function 

in the organisation, for example recruitment, selection, training and development, 

Armstrong (1995). Employees' perception of and responses to different types of 

rewarqs strongly influence their level of performance, satisfaction, trust, commitment 

and attitudes which are the desirable outcomes. The undesirable outcomes are poor 

performance, dissatisfaction, absenteeism and high turnover. 
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3.8.1 Officers' Performance 

Vroom (1964) reported that both job satisfaction and performance are related to 

rewards. Motivational theories have been developed to test performance. According 

to Vroom (1964) job satisfaction is closely related to the amount of rewards that 

people receive from their jobs whereas performance is closely affected by the basis 

of their attainment. Individual officers are satisfied with their jobs to the extent that 

their jobs provide them with what they want, and they perform effectively as long as 

this leads to the attainment they desire. Therefore, both performance and satisfaction 

are caused by rewards and their relationship can be enhanced by the effective use of 

incentives. 

Motivation in terms of job performance generally means working harder, using 

greater effort and achieving higher levels of performance. This in turn results in 

greater organisational effectiveness. 

3.8.2 Job SatisfactionlDissatisfaction 

The immediate effect of reward effectiveness is satisfaction. Lawler's discrepancy 

model (1966) suggests that satisfaction results from congruence between expectation 

and attainment. It compares what a person actually receives with what he/she 

expects to receive from his/her job. The model highlights the importance between 

reward congruence and positive or negative outcomes. 

Job satisfaction is defined in a variety of ways. In terms of general convention, 

satisfaction is an attitudinal construct which refers to specific psychological objects 

such as work itself and supervision, representing various aspects ofthe job family. 

Studies in job satisfaction always view it as the sum of satisfaction with a number of 

independent elements of the job such as pay, terms and conditions, promotion and 

working conditions, Lock (1976). 

As there are different types of rewards so too there are different types and sources of 

satisfaction resulting from the receipt of these rewards. Organisational rewards 

affect both intrinsic and extrinsic satisfaction. The conceptual distinction is 
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important as different types of rewards represent different sources and determinants 

of satisfaction, Herzberg et al (1959). Individuals may express the same amount of 

overall reward satisfaction but for entirely different reasons. An officer may be 

satisfied with hislher financial reward but dissatisfied with non financial intrinsic 

rewards. Satisfaction can be reflected in different dimensions of rewards as well as 

the reward system and design. Extrinsic and intrinsic satisfaction, though they are 

related may be caused by different reward factors. 

3.8.3 Organisational Commitment 

Guest, (1998) in his research, assessed the extent to which employees perceive 

whether the organisation has fulfilled its promises and commitments, provide 

fairness and engender trust. Organisational commitment can be defined as the 

relative strength of an individual's identification with and involvement in a particular 

organisation. Common in organisational commitment is the bond of the individual to 

the organisation. People who hold jobs which do not provide them with the 

opportunity to experience feelings of psychological success are essentially cut off 

from the opportunity to satisfY many ofthe needs in their job. The discovery that 

they cannot satisfY certain needs may change their perceptions ofthe rewards 

available in that type of job and lead them to change jobs, occup,ations, or 

organisations if it is important to them that they receive these rewards. Alternatively 

it may cause them to psychologically withdraw from the job and look for their 

satisfaction elsewhere. Jobs which do not provide the opportunity to satisfY higher

order needs will cause people to become apathetic and disinterested, place a high 

value on extrinsic rewards, fight the organisation and defend their self-concept 

through the use of defence mechanisms. This is sometimes expressed as attitudes of 

non involvement. 

People who hold jobs which allow for the experience of psychological success, seem 

to change their career orientation as a result of what happens to them in their job. 

There is evidence that when people actually do experience success their commitment 

to the organisation increases as does. their view of their own competence. 
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3.8.4 Turnover of Personnel 

The construct focuses on the officer's intention to leave the organisation. Fishbein & 

Ajzen (1975) postulate in their theory of attitudes that the best single predictor of an 

individual's behaviour will be a measure ofhislher intention to perform that 

behaviour. 

As with the motivational theories which provide a guidance for understanding reward 

effectiveness, they also provide a theoretical framework for predicting the outcome of 

reward effectiveness on different organisational behaviour. Since no theory is capable 

of explaining all the parameters of motivational behaviour, for example performance, 

satisfaction, commitment and turnover intention, they combine to illustrate different 

reward-behaviour relationships. 

3.9 CONTENT VARIABLES AND ORGANISATIONAL EFFECTIVENESS 

The need theory focuses on internal needs that energise, direct and sustain behaviour. 

Incentives arid rewards are instrumental to the satisfaction of needs. Basically, the 

motivational value of rewards and incentives is determined by the ability to satisfy 

employees' needs. The types of rewards should match the officers' needs, values 

and preferences in order to enhance the organisational effectiveness. 

The three major need constructs of interest are: need for money, intrinsic and human 

interactions. Financial incentives consist of all the monetary rewards and incentives 

such as salary and performance based incentives. Intrinsic rewards mainly consist of 

job elements such as need for achievement, challenges, accomplishments, 

responsibility and job variety. This dimension is similar to McClelland's need for 

achievement. Human interactions are defined as employees' need for high quality 

interpersonal relationships in the work environment, such as colleagues' 

relationships, team work which are influenced by fair treatment and style of 

management. 

85 



An officer's attitude towards financial rewards can be perceived. This can be used 

for examining performance and has an impact on motivation and work-related 

behaviour, Lawlor (1981). Individuals have a need for financial reward and are 

willing to exert greater effort to obtain more income. This is obvious when overtime 

is available and the willingness officers show to exert greater performance. 

Achievement of performance is intrinsically rewarding for officers who feel they 

have accomplished their goals. Therefore a high need for intrinsic rewards should be 

associated with high performance. 

The need theory places emphasis on the individual as the important determinant of 

motivation and performance. It stresses that the force of motivC\tion comes from 

within the individuals. It assumes that needs provide direction, strength and 

guidance for human behaviour. Since rewards are the driving force that motivate 

individuals, effective reward management can have a positive influence on 

successful performance. 

Herzberg (1959) identified extrinsic rewards as the major source of dissatisfaction 

and intrinsic rewards as being associated with positive satisfaction. The presence of 

these rewards, for example achievement, challenge, responsibility, advancement and 

growth, influence the psychological state of the employees and determine their job 

attitudes. If the organisation fails to provide such a reward climate then the results 

are poor performance, lower satisfaction, and increased withdrawal from the job. 

Officers join the organisation with certain needs and expectations to find a working 

environment where they can be satisfied. If the organisation provides such a vehicle 

then there is an increasing likelihood that their organisational commitment will be 

enhanced. As each officer is different then their variations in need strengths and 

reward preferences becomes evident. Different orientations may result because of 

the different values they hold and the unique way each one views the world. Not 

everyone values the same reward equally, therefore they attach different valences to 

potential outcomes. It is believed that different need strengths should have 

differential effects on various organisational outcomes. 
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3.10 PROCESS VARIABLES AND ORGANISATIONAL EFFECTIVENESS 

The need theory identifies needs within the individual, process theory concentrates 

on the process by which the behaviour is energised. The need theory places 

emphasis on the internal forces that gives direction to and strengthens behaviour 

without explaining how human needs interact with environmental forces to 

determine behaviour. Officer perception is not only caused by internal drivers but 

also developed out of their interactions with and interpretation of the organisational 

environment. Therefore matching need with reward alone is not sufficient to 

motivate officers. Other process factors are the additional perceptual variables which 

determine reward efficiency. Reward effectiveness can be strongly influenced by 

such attitudinal variables. 

3.11 CHAPTER SUMMARY 

This chapter has covered the foundation of the research paradigms which have been 

considered for this project. The hypotheses overview includes four hypotheses to be 

considered. A conceptual model has been defmed using the psychological contract 

as the mediating variable. The statistical analysis will consider the work by 

MacKinnon, (2000). He demonstrated that there are three approaches to statistical 

mediation analysis (a) casual steps, (b) difference in coefficients, and (c) products of 

coefficients. 

The theoretical framework contains an overview of the content and process variables. 

These are linked to the various motivational theories examined. 

Motivation is the key to individual success and reward effectiveness. The theoretical 

framework contains the need theories, reinforcement theory and the cognitive 

theories of motivation which are very good in explaining the motivational behaviour 

in organisations. 
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Motivated behaviour is an outcome of the interaction of various individual and 

organisational motivational determinants, therefore reward and incentives plans 

should be viewed and developed in an interactive framework. An effective 

motivational plan is one which balances the demands of various motivational 

determinants by designing and managing a system so that rewards and. incentives 

match the officers' needs and relate the organisational rewards to task performance. 

This will result in officer satisfaction, commitment and high performance. 
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CHAPTER 4 

RESEARCH - METHODOLOGY AND METHODS 

The preceding chapters have presented an overview of the historical background, various 

theories and the issues arising from the literature and policies. The research questions, 

hypotheses and the conceptual framework were identified. This chapter contains the 

research framework. The research process, design, methodology and methods are 

described and evaluated to justify the mixed methods approach applied to this study. 

4.1 RESEARCH PROCESS AND DESIGN 

The research process is shown in Figure 4.1. The process begins with a review of the 

relevant literature, case study research, defining the research questions, developing the 

hypotheses and identifying the theoretical concepts. The research process is the underlying 

guide by which data is acquired and evaluated. The research design provides the choice, 

design, implementation of methodological approaches and data acquisition methods for 

example pilots, questionnaire survey, semi-structured interviews and case studies. The 

final stage of the project in the later chapters is data analysis, testing hypotheses, models 

and the presentation of the research findings and conclusions. 

Figure 4.1 Stages and processes of the research design 

Stage I - Planning Chapters 1, 2, 3 

Stage II - Execution Chapter 4 

Stage III -Management Chapters 5, 6, 7 
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Figure 4.1 - Stages and processes of the research design 

Stages 

I 
Theoretical 

Objectives Models 

Questions 

/ Research Design 
II /~ ____________ .-__________ ~ 

/ 
Mixed Research 

Methods 

III 

Primary & Secondary 

Data Collection 

Data Analysis 

Findings & 

Conclusions 

Pilot Surveys 

Source: Based on a diagram by Cheung-Birtch (2001) 

4.2 CHOICE OF RESEARCH STRATEGIES 

Concepts 

Random 

Selection 

There are two types of research strategy, quantitative and qualitative research. 

Quantitative and qualitative research differs with respect to their epistemological 

foundations. Quantitative research can be construed as a research strategy which places 
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emphasis on quantification in collection and analysis of data. Quantitative methods allow 

for analysis of subject responses to a set of predetermined questions, thus facilitating a 

comparison and the statistical aggregation of data. Quantitative strategy usually (Bryman, 

2002):-

• Entails a deductive approach to the relationship between theory and research, in 

which the emphasis is placed on the testing of theories. 

• Has incorporated the practices and norms of the natural scientific model of 

positivism in particular. 

• Embodies a view of social reality as an external objectivity reality. 

In contrast, qualitative research can be construed as a research strategy that usually 

emphasis words rather than quantification in the collection and analysis of data. 

Qualitative methods permit greater depth and detail, especially when studying subtle hard

to-measure features of complex issues such as human behaviour. Qualitative strategy 

usually (Bryman, 2002):-

• Predominantly emphasises an inductive approach to the relationship between 

theory and research, in which that emphasis is placed on the generation of theories. 

• Rejects the practices and norms of the natural scientific model and of positivism in 

particular. This is in preference for ways in which individuals interpret their social 

world. 

• Embodies a view of social reality as a constantly shifting emergent property of 

individuals' creation. 

Qualitative research is generally defined as research that focuses on exploring and 

understanding the attitudes, opinions, feelings, and behaviour of individuals or a group of 

individuals. The main types of data collection are derived from fieldwork that is structured 

and semi structured interviewing, direct and participant observation or document review. 
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Table 4.1 Fundamental differences between quantitative and qualitative research 
strategies 

Principal orientation 
to the role of theory in 
relation to research 

Epistemological orientation 

Ontological orientation 

Quantitative 

Deductive testing of theory 

Natural science model 
positivism 

Objectivism 

Source: Bryman (2004) Social Research Methods, pp20 

Qualitative 

Inductive 
generation of 
theory . 

Interpreti vism 

Constructionism 

Quantitative research is considered to be data driven and out-come orientated. Data is 

frequently gathered through questionnaire surveys and quantitative analysis through either 

descriptive or inferential statistics, making the most appropriate enquiry for drawing 

inferences about characteristics of a population under investigation. Both methods have 

been used in the research project. 

4.Z.1 Mixed Methods approach 

Mixed method studies are those that combine the qualitative and quantitative approaches 

into the research methodology of a single study or multi phase study, (Tashakkori et al 

1998). These methods are subdivided into five specific types of design. All of the mixed 

method designs shown below use triangulation techniques, (Cresswell 1995):-

• Sequential studies or two phased study: The researcher first conducts a qualitative 

phase of the study and then a quantitative phase or vice versa. The two phases are 

separate. 
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• Parallel/simultaneous studies: The researcher conducts the qualitative and 

quantitative phase at the same time. 

• Equivalent status design: The researcher conducts the study using both the 

quantitative and qualitative approaches about equally to understand the 

phenomenon under study. 

• Dominant-less dominant studies: The researcher conducts the study within a 

single dominant paradigm with a small component of the overall study drawn 

from an alternative design 

• Designs with multilevel use of approaches: Researchers use different types of 

methods at different levels of data aggregation. For example data could be 

analysed quantitatively at the officer level, qualitatively at the unit level 

quantitatively at the Department and qualitatively at the service/organisational 

level. 

Methodological triangulation involves the use of both qualitative and quantitative methods 

and data to study the same phenomenon within the same study. These techniques evolved 

from the pioneer work of Campbell and Fiske (1959) that used more than one quantitative 

method to measure a psychological trait. Creswell (1965) described the mixed 

methodology designs as representing the highest degree of mixed paradigms. However, 

Tashakkori and Teddlie (1998) defined mixed methods model as studies that are products 

of the pragmatist paradigm that combine quantitative and qualitative approaches within 

different phases of the research process. 

4.3 RESEARCH DESIGN 

A research design provides a conceptual research framework for the collection of and 

analysis of data. A choice of research design reflects decisions about the priority being 

given to a range of dimensions of the research process. These include:-
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• Expressing causal connections between variables. 

• Generalising to larger groups of individuals than those actually forming part of the 

investigation. 

• Understanding behaviour and the meaning of that behaviour in its specific social 

context. 

• Having a temporal appreciation of social phenomena and their interconnections. 

Different research designs provide different frameworks for the collection and analysis of 

data. However, rese'lfch design relates to the criteria that are employed when evaluating 

research but it is therefore, the framework for the generation of evidence that is suited to a 

certain set of criteria and to the research questions which are being investigated. 

There are two research designs considered in this study, namely cross-sectional or survey 

design and case study design. Cross-sectional or survey design entails the collection of 

data on more than one case but at a single point in time. This is in order to collect a body 

of quantitative or qualitative data in connection with two or more variables which are 

examined to detect patterns of association (Bryman, 2004). Research methods employed 

within the context of cross-sectional research include questionnaires, semi-structured 

interviews, participant observation and content analysis. 

The theoretical framework (Chapter 3) probes the variables and how these influence 

organisational effectiveness. The mixed methods approached to this research are deemed 

appropriate for example qualitative research methods comprising semi-structured 

interviewing, participant observation, case study and the review of relevant legislation. 

The quantitative research methods were mainly a questionnaire survey. The questionnaire 

design covered the concepts included in the conceptual research model. The qualitative 

methods are useful to acquire complex data which is necessary to identify critical macro

factors at the organisational level and how these factor impact on the officers and the 

organisation with regard to values and perceptions. Quantitative analysis allow for the 

examination of variables at the individual officer level. This determines the extent to 

which the psychological variables affect organisational behaviour. The findings are based 
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on the convergence of infonnation from different sources and not on qualitative or 

quantitative analysis alone (Yin, 1994). 

Cook and Campbell (1979) highlighted the threats to the validity of research and they 

pointed out shortcomings of mono-methods in measuring underlying constructs. In this 

research project the researcher has used parallel/simultaneous mixed methods design 

whereby the study was conducted using both quantitative and qualitative approaches at the 

same time to collect data and analyse the data in a complementary manner to understand 

the phenomena. In the conceptual research model, it was proposed to use the psychological 

contact as a mediating variable. The purpose of this decision was to ascertain if the 

psychological contract had any influence on the outcomes, especially officer absenteeism. 

The mixed methods approach provides more reliability, and validity of the research. These 

are presented as criteria for assessing the quality of the research. The validity entails an 

assessment in tenns of several criteria for example measurement validity, internal and 

external validity. 

Reliability is concerned with whether the results of a study are repeatable. Basically the 

tenn is used in relation to whether the measures that are devised for the concepts are 

consistent. Reliability is important in quantitative research 

Replication is another criterion which is valuable as a study must be capable of 

replication. The reliability is a measure of a concept, the procedure that constitutes that 

measure must be replicable by another researcher. 

Validity is the most important criterion. Validity is concerned with the integrity of the 

conclusions that are generated from the research project. 

There are a number of well-established ways of testing reliability. However the best 

measures apply to the measuring of reliability of scales where there are a set of questions 

to measure the one concept. Where there is a single question to measure a concept, it is 
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particularly important to make sure it is reliable. The test retest method is the only way to 

check reliability of a single question. Other methods of checking reliability involves 

careful wording of the question, interviewer training and working out methods of coding. 

The issues of reliability and measuring validity are primarily relating to the quality of the 

measures that are employed rather than the research design. Replicability is likely to be 

present in most cross-sectional research to the degree that the researcher spells out the 

procedures for selecting respondents, designing measures of concepts, administration of 

interviews and data analysis. 

Internal validity is weak because it is difficult to establish causal direction from the 

resulting data, (Bryman, 2004). Cross-sectional research designs produce associations 

rather than findings from which casual inferences can be made. External validity is strong 

when the samples from which the data are collected have been randomly selected. When 

non random sampling is employed then external validity becomes questionable. Random 

selection was employed by the researcher in this project. 

4.4 METHODOLOGY SELECTED 

Methodology is a set of rules and procedures to guide research and against which it claims 

can be evaluated (Miller & Brewer, 2003). It is fundamental to the construction of all 

fonns of knowledge. It can be thought of as a set of guidelines that are widely known and 

generally adhered to by researchers. The rules give researchers a structure of enquiry and 

a set of rules of inference (Miller & Brewer, 2003). Methodology is centrally concerned 

with how researchers conceptualise, theorise and make abstractions with the methods 

which, are utilised to assemble and analyse infonnation. 

Methodology is the strategic plan of action or design which shapes the choice and use of 

partiCUlar methods and linking them to the desired outcomes. This requires a description 
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of the methodology and an account of the rationale it provides, for the choice of methods 

and the particular fonns in which the methods are employed. 

The two general methodological approaches used in this stlldy are quantitative and 

qualitative methods. While they are not totally understandable as opposing approaches, 

they do adopt a very different position on the fundamentals between ideas and evidence 

(Miller & Brewer, 2003). 

In this study the PSNI has been used as the overall case study. A cross-sectional or survey 

designed questionnaire fonned the quantitative research method. Quantitative research is 

the numerical measurement of specific aspects of phenomena being examined in this 

project. The conceptual research model displays the various control factors, independent 

and dependent variables selected for the analysis. The qualitative approach on the other 

hand is based on intensive study and seeks meaning rather than generality as with the 

quantitative approach. The qualitative research carried out in this study within the PSNI 

was a case study, semi-stn,Ictured interviews and participant observation. This part of the 

study is the verification and confinnation of the quantitative data analysis because the line 

managers interviewed are responsible for the officers selected in the survey. 

The researcher designed the questions to enable direct comparisons to be made of diffetent 

perceptions about the shift patterns in operation within the Urban Region, Operational 

Command Unit (OCU). Semi-structured interviews were carried out with line 

managers/supervisors for the police officers selected in the random sample. The line 

managers were interviewed face to face about their perceptions of shift working and the 

impact the shift patterns had on their work and responsibilities within the PSNI. By using 

a semi structured questionnaire to carry out the interviews it enabled the researcher to 

make concise judgment on how the managers view organisational efficiency. As each 

manager was asked identical questions, it was then possible to compare the perceptions 

and answers given. 
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The quantitative methods used a structured questionnaire which was designed and sent by 

internal post to a random selection of officers in the Urban Region, Operational Command 

Unit (OCU). Each officer selected in the sample was asked about the impact of shift 

patterns on various aspects of their lives, work and how they saw the shift patterns meeting 

organisational effectiveness. A ~opy of the questionnaire can be referenced - Appendix 4 

The two main types of research instruments being used are questionnaires and semi

structured face to face interviews. These instruments will reflect the different types of 

methodological approaches. The surveys have some limitations but have tremendous 

advantages. They are the mainstay of research in the social sciences (Miller & Brewer, 

2003). The main relative advantage of questionnaires is they are cheap, although the 

response rate can be low. In semi-structured interviews the researcher can validate the 

responses of the interviewee by checking through observation participation. 

In the case study of the Belfast Regional Control (BRC), this was an in depth study which 

developed from the main research survey. From the quantitative analysis the results 

showed a difficulty in BRC. As the researcher is responsible for this Centre in a human 

resources capacity, it was decided to carry out a case study review for senior managers but 

also to incorporate the study in this PhD research project. 

4.4.1 Plan of research 

It was planned to limit the survey to the Operational Command Unit (OCU) in Urban 

Region of the PSNI, comprising 600 police personnel. The research plan was designed to 

pilot the draft questionnaire which took place in January 2006. The researcher carried out 

the survey in February 2006. The population size was approximately 600 police officers, 

therefore the random sample size was approximately 400. The management questionnaire 

and semi-structured interviews took place with approximately 25 line mangers and 

supervisors of the police officers selected in the random selection for the main survey. 

The face to face interviews with the oeu managers and supervisors were carried out in 

parallel with the main questionnaire survey. Once the survey, interviews and participant 
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observation were completed the researcher used the ST AT A computer software package to 

analyse the data collected for the quantitative analysis. The interviews were recorded and 

transcribed manually. 

The access to the PSNI was open as the researcher is a full-time Human Resources 

Manager being financially supported by the organisation to carry out this research. There 

was access to the various databases for example Human Resources Management 

Information System which is SAP. The PSNI performance computer information system 

is SATURN. The Central Statistics Unit gave assistance in vetting questionnaires for 

political correctness. The Police Service Library made available the various reports to 

obtain statistical and annual reporting relating to previous years. 

4.5 CASE STUDY RESEARCH 

The case study is used as a research strategy in many situations to contribute to the 

knowledge of individual, group, organisational, social, political and related phenomena. 

The case study allows researchers to retain holistic and meaningful characteristics of real

life situations for example managerial processes. The source of case study data collection 

is interviews. 

In this study interviews constitutes one of the main components of primary data collection. 

Unlike surveys, a case study is a qualitative research method which allows for actual 

interaction between variables or events which can only be obtained by looking in depth at 

practical real life situations. This method was used in the Belfast Regional Control Centre 

because it allowed the researcher to capture the complexity of the research issues at length 

and in depth. This method is particularly effective for probing the perceptions of the 

officers who work in the Centre. The advantage of personal semi-structured interviews 

enabled the researcher to clarify and explore the alleged problems. One of the strengths is 

that the interviewer can interact directly with respondents. Therefore misunderstandings 
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can be resolved as they arise. It also gives the interviewer the opportunity to probe for 

further information, if a respondent is being vague. This information will enhance the 

results and findings. 

4.5.1 Interview Design 

The type of interview which is practical and will get the most useful information was 

determined. The one to one interviews were selected. It is advantageous for the researcher 

to choose individuals who are not hesitant to speak and share ideas. A shy interviewee 

may present the researcher with a challenge and less than adequate data. 

The structured interviews are formal, the interviewer has prepared prearranged questions 

and the interview is conducted in a formal manner. The semi-structured interviews may 

also have a prearranged questionnaire but the interview is conducted in an informal way. 

The unstructured interview has no formal structure but the researcher can probe and get 

information from the respondent. In this situation, the respondent answers the question in a 

natural fashion. 

4.5.2 Semi Structured interviews with line managers 

The research interview is a prominent data collection strategy. The semi-structured 

interview refers to a context in which the interviewer has a series of questions that are in a 

general form of interview schedule but is able to vary the sequence of questions. The 

questions are frequently more general in their frame of reference than those typically found 

in a structured schedule. Generally the interviewer has some latitude to ask further 

questions in response to significant replies. 

The semi-structured interviews with 25 line managers gave the opportunity to obtain more 

in depth information and allowed the researcher to obtain a qualitative picture of issues 

facing officers and a stance on how effective the organisation is in meeting the objectives 

set by the NIPB in the Policing Plan. 
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The semi structured interviews took place in parallel with the questionnaire survey which 

the random sample of officers completed. All the interviews were face to face and they 

were transcribed. The interview questions were structured in a similar format as the 

questionnaire survey. The questions can be gleamed in Appendix 5. The respondents 

focused on their perception of and attitude towards the current variable shift patterns and 

psychological contract. Many of the respondents elaborated on the questions asked with 

result there were supplementary questions which had to be address. 

4.6 RESEARCH SURVEY 

Surveys are characterised by a structured or systematic set of data which can be collected 

by a questionnaire being issued to each officer in the random sample. The data for the 

completed questionnaires is then entered unto data sets using Stata computer software to 

analyse the quantitative results. The style of analysis can be contrasted with other methods 

for example the case study method which focuses on particul~r units or cases. A Case 

study tries to develop a full understanding of the case being examined. The caSe study 

method concentrates on the 'wholeness of a case' and understanding the particular 

attributes of the officers within the unit's characteristics and history. 

Survey research is regarded as being inherently quantitative and positivistic and in contrast 

to qualitative methods which involve participant observation, semi or unstructured 

interviewing and focus groups. Quantitative survey research can be portrayed as being 

sterile and unimaginative but well suited to providing certain types of factual information. 

In other words it provides 'hard evidence', (De Vaus, 2002). 

Qualitative methods are regarded as providing rich data about real life situations and 

people. These methods are regarded as being more able to make sense of behaviour and to 

understand behaviour within the wider context. Multiple methods when utilised 
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appropriately in a single study complement each other and enhance the validity of the 

findings. 

4.6.1 Random Selection of police officers for research purposes 

The researcher decided to conduct semi structured interviews and send out questionnaires 

in order to find out the behaviour, attitudes and background of officers. As there were 600 

officers in the Urban Region OCU it wasn't deemed feasible to interview or send 

questionnaires to all of them due to cost. The researcher decided to select a sample from 

the population and to issue questionnaire through the internal post. This was the least 

expensive way to carryout this survey. In order to generalise the findings, it is necessary to 

obtain a representative sample. However, the researcher wanted a random sample so that 

each unit within the population had a known chance of being selected. 

The random selection of police officers in Urban Region OCU was created using the Her 

Majesty's Inspectorate of Constabulary (HMI C) random selection process from the PSNI 

Human Resources Management Information System (HRMIS). The electronic list of 

personnel service numbers, excluded officers leaving, or retiring in the 2 months ahead, or 

officers who just join the OCU in the previous two months, long term secondments or 

temporary transfers and long term sick or other absences. 

The simple random sample is the most basic form of probability sampling. Each unit of 

the population has an equal chance of being included in the selection. The probability of 

this sample is 400 over 600, this is known as the sampling fraction expressed as nJN where 

n is the sample size and N is the population size. With a systematic sample of a random 

start between 1 and 2 as over 50 per cent of the officers are selected for the cross-sectional 

research. As postal questionnaires were used a list of stations address were extracted. The 

report form the HRMIS was electronically transcribed unto a MS Excel spreadsheet for 

ease of use. 
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4.6.2 Methods used for collecting information and data 

Methodological triangulation is the most useful approach to data collection. It can give a 

broader, deeper and more rigorous examination of the 'what', 'how', 'why' and 'to what 

extent' issues presented at the outset. Yin (1994) states that 'with triangulation, the 

potential problems of construct validity can be addressed primarily due to the fact that 

multiple sources of evidence provide multiple measures ofthe same phenomena'. This 

means that by using as many techniques as possible to examine the same data through 

different angles to verify and strengthen the validity of the research results, makes the 

findings more viable. 

Table 4.2 Sources and Types of Data Collected 

Data Source Content 

Questionnaire Primary Data 

Survey 

Interviews Primary Data, Semi-structured interviews 

Case Study Primary Data 

Participant Primary Data 

Observations Interaction, checking validity 

Reports & Secondary Data 

Documents Annual Report, reviews, legislation, policies, 

professional policing publications. 

The qualitative and quantitative methods used in this study have been previously 

described. In addition to the primary sources of data collection, secondary data were 

extracted from organisational records, annual reports, policies, procedures and police 

professional publications. The researcher examined background information on the 
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organisational structure, sick absence records, perfonnance appraisal reports and other 

employee relations policies and practices. 

4.6.3 Postal questionnaires versus personal interviews 

The principal advantage of mail surveys or postal questionnaires is speed, reduced cost and 

lack of interview bias (Frazer and Lawley, 2000). As the questionnaires were distributed 

using the internal PSNI courier, there was no postage cost involved. The completed 

questionnaires were return in a similar way or hand delivered in bulk. Generally postal 

questionnaires can suffer from a high refusal or non return rate, a response rate of 50 per 

cent would be considered as very good. The response rate for this study was 58.3 per cent. 

Questionnaires need to be short and simple as there is a possibility of misinterpretation of 

the actual meaning of the questions. The value of the infonnation obtained is 

correspondingly reduced. The researcher designed the questionnaire used in this study 

using the Likert-scale responses. This approach was taken as the researcher was 

investigating the attitudes of the respondents to a series of written statements. These 

statements fonned sets of questions whereby the respondents were asked to represent their 

strength of feeling on a common categorical scale. The response scales had mostly five

ordered categories labelled 1 to 5. These are typically defined by endpoints such as 'not 

important at all' to 'very important'. The Likert scale is an essential tool in psychology 

and social surveys. It is an unique method of collecting attitudinal data. 

One disadvantage associated with postal surveys is that personal face to face interviews 

remain more popular despite the higher costs. It is much easier to get a higher response 

rate with face to face interviews as subjects are more likely to agree to participate when . 

they meet the interviewer. The ability of the interviewer to clarify ambiguities improves 

the accuracy, permits the use of longer more complex questions. This greatly reduces the 

problem of respondent self-selection. 

The major disadvantages of personal interviewing are the high costs, the shortage of 

trained interviewers, which in turn increases the possibility of interview bias. For example, 
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the interviewer may 'lead' the respondent or simply record the replies incorrectly. This 

can be avoided by the use of taped interviews. 

In a structured interview, all the questions are prearranged and are asked in a structured 

fashion. Any additional statement or questions by the interviewer are controlled. An 

unstructured interview there is less control but the interviewer can 'dig deep' and perhaps 

get a more enriched understanding than in a formal interview. In this case the respondents' 

thoughts are in a natural sequence. Control is an advantage in a structured interview 

because the data has been controlled in a standard form. Therefore, it is possible to 

compare, quantify and subject it to statistical analysis. However the quality of information 

gained from a structured interview depends on the design of the questionnaire. Many of 

the problems in data collection can be minimised through good questionnaire design. 

The semi -structured interview was used in this study. The interviewer had a structured 

questionnaire prepared for the interviews. The questions were asked in a fairly structured 

way but the responses were more elaborate and led to supplementary questions and 

discussion to each main question. The supervisors were inclined to give very detailed 

responses which meant the data was not controlled in a standard form. The researcher 

gained a lot of additional information from the line managers but they were all giving 

similar responses and appeared to experience the same difficulties with the variable shift 

system. 

4.7 QUESTIONNAIRE DESIGN AND PILOT OF INITIAL QUESTIONNAIRE 

Questionnaires are the most common method of collecting survey data. It is important to 

constDlct individual questions that work and by getting the wording of the question correct. 

It is important to get a variety of questions and to test whether the questions satisfy the 

principles of question design. It may be necessary to modify the questionnaire depending 

on the way in which the forms are to be administrated. Then once the questionnaire is 
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drafted it is important to run a pilot test. The reason for running a pilot is to test the draft 

questions and ensure these are fit for purpose. 

4.7.1 Design of questionnaire 

A survey questionnaire was used to collect information in a systematic manner. When 

designing questionnaires it is crucial to think ahead and anticipated what information will 

be required to ensure that the relevant questions are fully answered. The way in which 

data are to be analysed affects the information needed. The art of questionnaire design 

involves forward thinking about the research problem, what the concept means and how it 

will be analysed. The questionnaire design in this project reflected the conceptual reseach 

model. The questionnaire should reflect theoretical thinking and the understanding of data 

analysis (De Vaus, 2002). 

It is important to ensure consistency, comprehensiveness and focus the questionnaire 

design. By discussing the draft questionnaire with senior management and the central 

statistical unit this identified and captured a balance view of all the salient issues involve in 

police shift patterns. It also ensured accuracy and it assisted in framing the research 

questions, generating hypotheses and ensuring that the constructs and concepts in the 

model would be appropriately tested in the survey. 

4.7.2 Measurement issues 

By using mixed methods to gather and analyse data, researchers can compensate for the 

limitations associated with a single method approach. An example is that the interview 

methodology provides contextual understanding while the questionnaire survey provides 

statistical evidence. Using multi-methods strengthens theory testing and increases 

robustness of the research. Empirical questions that might not be adequately addressed in 

the interviews are supplemented by reliable, validated, designed questionnaires. The 

qualitative findings are not statistically generalised to the population but the self 
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administered questionnaires remain the most cost effective method for conducting cross

sectional investigations. 

The mixed methods approach and statistical measurement techniques are employed in this 

study to test the hypotheses. Although, each method contains weaknesses, however each 

one supplies information about commitment, contentment, satisfaction, motivation, 

attitudes and behavioural outcomes which may affect organisational effectiveness. The 

behavioural outcomes which are more likely to affect organisational effectiveness are 

officer absenteeism and changes in work time patterns. 

4.7.3 Pilot survey, results and modifications to questionnaire 

The questionnaire survey was piloted to nine male Northern Ireland Police Federation 

(NIPF) representatives, five constables, five senior female officers and one senior male 

officer. A total of twenty forms were issued and eighteen forms were returned. 

All the questionnaires returned were completed by the police personnel. There were very 

few changes recommended. The main change was to question 7 'What is your marital 

status?' Two of the senior female officers suggest that the wording should be changed to 

'domestic status.' The questionnaires were then issued to a random sample which 

represented the population. A copy of the questionnaire is inserted as Appendix 4 The 

selection was made as described in Section 4.6.1. (Appendix 4). 

It should be noted that the eighteen forms returned in the pilot survey were not 

incorporated in the dataset compiled for the main quantitative survey. 

4.8 PARTICIPANT OBSERVATION OF LINE MANAGERS 

Apart from the researcher carrying out face to face semi structured interviews with the line 

managers, participant observation was another qualitative method used to collect data. This 

107 



entailed observing the events and issues relevant to this research in a natural way. In this 

study observation was also used to collect and validate data obtained from police officers 

in the BRC case study. 

4.9 RESEARCH ETIDCS 

At the outset, this research project was proposed to the authorities in charge of the 

researcher. She is employed as the Human Resouroes Manager for the OCU, Urban 

Region and is responsible for the specialist units covered in this project. The ACC in 

charge of the Operational Support Department issued an approval for this research project 

to proceed. Staff in the Central Statistics Unit reviewed the survey questionnaire for 

political correctness as this is laid down in a General Order on Conducting Surveys within 

the PSNI. 

The PSNI approved and supported the researcher financially to carry out this research. Part 

of the study was carried out as a review of the PSNI Central Control Centre as the 

researcher was asked to do a review ofBRC as part of her role in the OCU. 

The researcher has access to the organisation and she has a good working relationship will 

all the officers and police staff in the OCU so the officers were happy to assist in the 

completion of the questionnaires. The line managers were also very approachable and 

were keen to assist. In this part of the study participant observation was used during the 

interviews to collect and validate data obtained from police officers. The researcher has a 

thorough knowledge at the strategic management level of the Operational Command Unit. 

She attends the senior management meetings and is involved in the accountability reviews 

by the ACe. Being in this position, allowed the researcher to take a professional approach 

to the subject and demonstrate her experience and knowledge within the police service. 

This information was present to the Ethics Committee of the Queen's University 

Management School and has been accepted. 

108 



4.10 CHAPTER SUMMARY 

This chapter provides a brief overview of the research methodology, process and design. 

The benefits of triangulation or using both quantitative and qualitative methods to collect 

data, investigate the research questions and test the hypotheses and model were presented. 

There are strong arguments in favour of using multiple methods to achieve validity and 

reliability of the findings. The mixed methods approach provides richness and the 

qualitative methods augment the quantitative analysis in this study. 

An overview of the research methods were described in this chapter. A section on research 

ethics has been included. 
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PART 11 

CHAPTERS 

FINDINGS I - QUANTITATIVE ANALYSES 

In the preceding chapters an introduction including an historical background to this 

research project were described to set the scene of the study. The literature review was 

extensive and revealed a gap in the academic knowledge which was the initiation of this 

project. The research model, hypotheses and theoretical framework were presented in 

chapter 3. The methodology and methods were covered in the previous chapter. 

The content of this chapter is the findings from the quantitative analyses performed on 

data obtained from 233 valid questionnaires. The completed questionnaires were 

collected from the police officers in the following Branches: Tactical Support Groups 

(TSG), Road Policing Units (RPU), Belfast Regional Control (BRC) , Source Handling 

Units (SHU), Operational Policing Team (OPT) , Intelligence Unit, Operational 

Policing Team (OPT), Criminal Investigation Department (CID), and others. Table 5.1 

presents details of the respondents. Given the complex nature of the questionnaire, there 

was a reasonatily high response rate which reflects the effective research design, process 

and methodology. 

The software package used is explained as is the coding and labelling of variables. The 

control, independent and dependent variable were selected. The conceptual model 

demonstrates the psychological contract being used as a mediator. This allows the 

mediation effect to be accomplished, explaining how the outcomes are reached. 
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5.1 PROFILE OF SURVEY RESPONDENTS 

The profile of the respondents is summarised in Table 5.1 includes gender, rank, length 

of service, domestic status, education, dependents, contracted hours, and travelling time. 

The questionnaire was completed by sergeants, constables and full-time reserve 

constables. The units listed are the main units which formed the Operational Command 

Unit within Urban Region. The smaller units have been all included in the 'Others' 

category for ease of calculation. The officers all perform an operational policing role. 

The gender make up of the officers who took part in the research project was Female 

13.7% and Male 86.3%. 

The Operational Command Unit (OCU) comprises specialist areas of policing and 

therefore the officers included all tend to be long serving officers. The females are 

under represented in OCU but in 2003/04 there was an under representation across the 

PSNl. The year on year recruitment campaigns has tried to address this imbalance. 

Within the OCU there was a gender initiative setup to encourage and recruit more 

female police officers into specialist areas such as the Tactical Support Groups. 
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Table 5.1 Demographic Profile of Respondents 

Factors Units 

TSG RPU BRC OTHERS Total 

1lS 61 32 25 233 

Rank Sergeant 23 9 4 6 42 

Constable 62 52 28 18 160 

RlConstable 30 0 0 1 31 

Service 0-5 yrs 0 2 0 1 3 

5 -10 yrs 22 9 0 1 32 

10 -15 yrs 30 16 4 5 55 

15- 20 yrs 26 13 2 3 44 

Over 20 yrs 37 21 26 15 99 

HPDS Yes 1 0 0 0 1 

Education Degree 15 9 5 5 34 

CLDP Yes 2 4 0 1 7 

Gender Male 92 55 29 25 201 

Female 23 6 3 0 32 

Status Single 24 5 2 2 33 

Married 92 55 30 23 200 

Children Yes 108 58 27 22 215 

Dependents Yes 43 23 10 16 92 

Work Time Full-time 114 60 32 25 231 

Part-time 1 1 0 0 2 

Business Yes 4 8 3 2 17 

Interest 
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5.2 STATA - SOFTWARE PACKAGE USED 

Stata is a command driven programme that is a powerful tool for analysing data (Acock, 

2006). A dataset was created and managed. Stata like most other statistical software 

requires the data to be laid out in a grid with rows and columns. Each row contains the 

data for observation with each column containing the measurement of something 

interesting about the observation. An item from the questionnaire corresponds to a 

variable in the dataset. A variable is a characteristic that is observed, measured and 

recorded in the data file. There are two types of variables, quantitative which are 

expressed as numerical values such as age and qualitative which are referred to as 

categorical variables for example population. The observations of these characteristics 

are organised into three levels of measurement that is nominal, ordinal and numerical 

level. The scale used for ordinal variables is referred to as the Likert scale. 

The purpose of the questionnaire was to investigate the attitudes of the respondents to a 

series of written statements. The Likert~scale response method was used. The 

statements formed sets of questions whereby the respondents were asked to represent 

their strength of feeling on a common categorical scale. The response scales had five

ordered categories labelled 1 to 5. These were typically defined by endpoints such as 

'not important at all' to 'very important'. The Likert-scale is an essential tool in 

psychology and social surveys. This is an unique method of collecting attitudinal data. 

When creating the dataset, each variable was allocated a descriptive label, commonly 

known as 'variable labels'. The Likert scale 1 to 5 was used or yes/no answers. A 

coding system was developed because a numeric coding system is needed for the 

answers to the questions in the questionnaire. The numeric coding is as follows: 

Male = 1, Female = 2, no answer = -9. Variable labels can contain upper and lower case 

letters and can be up to 32 characters long. However 10 or less characters are better. 

Variable names cannot contain spaces and should always start with a letter. Variable 

labels 1-5 were composed with missing answers labelled -9. Questions with yes or no 

answers are coded 1 for Yes and 2 for No. It can make understanding data tables easier 
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ifvalue labels are displayed in the output. An 'id' variable is added to identify each 

respondent in this study the questionnaire are numbered 1 to 233. The identification 

number is then written on the original questionnaire as it is recorded on the dataset. If 

there is any anomaly, then it is easy to go back to the questiolU}aireand determine what 

the correct value should be. Missing data is wh.ereby a respondent may not have 

expressed an opinion. One missing value code has been used that is -9 (Acock, 2006). 

Stata's Data Editor is used to enter the data, this editor provides an interface similar to 

an excel spreadsheet but contains features particularly suited to Stata datasets. In 

addition to specifying the variable name and variable label, the dialog box includes a 

box whereby the format can be specified. The current format used by Stata for most 

variables is %8.0g which is the default format for numeric data in the Data Editor. This 

format instructs Stata to print numbers with eight columns. Stata will readjust the format 

if a number wider than eight columns is entered in the Data Editor. If there is string data 

that is data that can contain letters, nuplbers or symbols, this fonnat looks like %9s 

which indicates the variable has nine characters that are strings. 

Labelling variables is done in two stages. The first stage involves the labelling map 

where the text and the value to which it is attached are saved. In the second stage the 

labelling map is assigned to the variable. The labelling mappings are given names 

which can be the same as variable names or describe the type of scale or measurement 

being labelled. The first step involves creating a mapping for each set of labels in the 

dataset. An example of mapping is gender using 1 for male, 2 for female and -9 for no 

answer. Create a second mapping called 'rating' a shift pattern using 1 as much worse, 

2 as worse 3 as no change, 4 as better and 5 as much better with -9 as the code for a 

missing answer. 

A Stata dataset contains the following information:-

• Numerical data 

• Variable names 

• Variable labels 

• Missing values 

114 



• Formats for printing data 

• Dataset label 

• Notes 

• Sort order and names of the sort order variables 

There is a facility for checking the data. Stata provides a way to reproduce much of the 

information which is useful if a check is being carried out to ensure the information has 

been entered correctly. There are primary commands for creating, and modifying 

variables or recoding missing values. 

5.3 VARIABLES SELECTED FOR ANALYSIS 

The control variables selected from the questionnaire are as follows:- Gender, rank, 

hours worked that is full time or part time, length of service in the PSNI, domestic 

status, educational standard, job design and role, family situation, business interest, and 

travelling time. 

Control variables are ancillary variables that are believed to be associated with both the 

dependent variables and the independent variables. These ancillary variables need to be 

measured and controlled in order to distinguish the effects of the control variables on the 

dependent variable from spurious effects resulting from associations between control 

variables and other predictor variables of no particular theoretical interest (Alderton and 

Cheney, 2004) 

In a statistical analysis, it is the dependent variable which the researcher tries to explain 

as a function of other variables which is called the independent variables. One of the 

objectives of a statistical analysis is to predict the values of the dependent variables in 

terms of the values of the independent variables (Antonius, 2003). Whether a variable is 

treated as dependent or independent is determined by the theoretical framework and 

focus of the study_ The independent variable should precede the dependent variable and 
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should have casual powers but it can be systematically manipulated so that the effects on 

the dependent variable can be observed. 

The independent variables selected in this study are as follows:- Opportunity to acquire 

specialist skills, current shift pattern working, content with current shift pattern and 

work life balance. 

The dependent variable is the social element. The variations are to be explained by 

reference to the influence of the independent variable. The value of the dependent 

variable can often be predicted using some form of causal modelling but the 

determination of the type of variable is reliant on the theoretical framework. 

The dependent variables selected in this study are as follow~.:- Loyalty to the PSNI 

(Commitment), Sick Absence (Effectiveness/Behaviour), Looks forward to go to work 

(/ContentmentJ Attitude), Satisfied with work ( Satisfaction) and Motivated (Motivation). 

The research model (Figure 3.4) comprises the control factors, the various independent 

and dependent variables but also includes the mediator variable, psychological contract. 

Mediation analysis allows the researcher to examine a structural model and provides a 

story about a sequence of effects that explains how something comes about (Kenny, 

2009). 

5.4 WHAT IS MEDIATION 

The Mediation model explains "how" an effect occurs by hypothesising a causal 

sequence. The basic mediation model is a causal sequence in which the independent 

variable (X) causes the mediator (M) which in turn causes the dependent variable (Y), 

therefore explaining how X had its' effect on Y (MacKinnon, 1994 or MacKinnon & 

Dwyer, 1993). Mediation processes are common in basic and applied psychology. The 

independent (X) is designed to change mediating variables (M) hypothesised to be 

causally related to the outcome (Y). If the assumption that the mediating variable is 
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causally related to the outcome is correct, and that substantially changes the mediating 

variable will, in turn, change the outcome. 

5.4.1 Academic Research on Mediation Analysis 

Mediation analysis is accomplished with three steps (Baron & Kenny, 1986; Judd & 

Kenny, 1981; MacKinnon & Dwyer, 1993). The first step is to determine the effect of 

the independent variable on the dependent variable. The second step is to determine the 

effect of the independent variable on the mediator. Lastly, the effect of the mediator on 

the dependent variable is determined. If there is evidence that caused the mediator and 

the mediator caused the dependent variable, there is evidence for mediation of the 

relationship between the independent variable and the dependent variable. 

Calculation of the mediated effect can be accomplished in two ways that will yield 

identical results, when the dependent variable is continuous (MacKinnon & Dwyer, 

1993). The first method is more common. It involves two regression equations. In the 

first equation the dependent variable is regressed on the independent variable. This 

yields the regression coefficient, which relates the independent variable, X, to the 

dependent variable, Y, without taking the mediator into account. The i represents the 

intercept and er represents the error term. In the second equation, the dependent 

variable, Y, is regressed on both the independent variable, X, and the mediator, M. This 

yields the coefficient a relating the mediator to the dependent variable and the 

coefficient b relating the independent variable to the dependent variable after it is 

adjusted for the mediator. Again, the iz represents the intercept and e2 represents the 

error term. 

The second method is more common in the social sciences and is based on path analysis 

(Baron & Kenny, 1986; Judd & Kenny, 1981; MacKinnon & Dwyer, 1993). It involves 

two regression equations to calculate the regression coefficients that correspond to the 

three paths. The first equation from above which yields the coefficient a relating the 

mediator to the dependent variable and the coefficient b relating the independent 

variable to the dependent variable after it is adjusted for the mediator. In the next 
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equation, the mediator, Y, is regressed on the independent variable, X, yielding 

coefficient, a. As with the previous two models, the a3 represents the intercept and e3 

represents the error term. 

5.5 MEASURES - PROPOSALS 

The hypotheses were tested using bivariate and multivariate statistical techniques. To 

test the overall relationship between independent and dependent variables, Pearson's 

Chi-squared was used to test the significance of the relationship. To test specific 

relationships between each ind(fpendent variable and the performance outcomes, 

multiple linear regression analyses were preformed. With the control variables, these 

analyses examined the amount of variance. 

5.5.1 Descriptive Statistics and Correlation of Variables 

The most basic use of statistics is providing descriptive statistics for individual variables 

and these are critical for justification. The methods and techniques of descriptive 

statistics aim at summarising large quantities of data by a few numbers which highlights 

the most important numerical features of the data. Descriptive statistics also include the 

general shape of the distribution of data. The mean, standard deviation and Pear~on's 

chi-squared are presented in Appendices 6 & 7. 

Pearson's Chi-squared (x2
) is a statistic to test the likelihood that the results occurred by 

chance. The chi -squared test compares the frequency in each cell that one would expect 

the frequency to be by chance, if there were no relationship. The expected frequency for 

a cell depends on the number in a row and the number in the column. Stata uses a 

function of the information to compute chi-squared. The preliminary findings of the 

significance of the relationship between the independent and dependent variables are as 

follows and should be written as an equation for example x2 (12, N=233) = 21.53, 
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Pr = 0.04; p <. 05 

1. The relationship between the Opportunity for Specialist Skills v Loyalty to PSNI 

was not found to be significant. 

2. The relationship between the Opportunity for Specialist Skills v Reduce OCU Sick 

Absence was not found to be significant. 

3. The relationship between the Opportunity for Specialist Skills v Looks forward to 

going to work was found to be significant. 

4. The relationship between the Opportunity for Specialist Skills v Satisfied with work 

was found to be statistically significant. 

5. The relationship between the Opportunity for Specialist skills v Motivated was not 

found to be significant. 

6. The relationship between th,e Current Shift Pattern v Loyalty to PSNI was found to 

be significant. 

7. The relationship between the Current Shift Pattern v Reduce OCU Sick Absence was 

found to be significant. 

8. The relationship between the Current Shift Pattern v Looks forward to going to work 

was found to be statistically significant. 

9. The relationship between the Current with Shift Pattern v Satisfied with work was 

not found to be statistically significant. 

10. The relationship between the Current Shift Pattern v Motivated was found to be 

significant. 

11. The relationship between Content with Shift Pattern v Loyalty to PSNI was found 

not to be significant. 

12. The relationship between Content with Shift Pattern v Reduce OCU Sick Absence 

was found not to be significant. 

13. The relationship between Content with Shift Pattern v Looks forward to going to 

work was found not to be significant. 

14. The relationship between Content with Shift Pattern v Satisfied with work was found 

not to be significant. 

Pearson chi2 
- significance of relationship between independent and dependent variables -

written as equations (Acock, 2006, pp 106) 
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15. The relationship between Content with Shift Pattern v Motivated was found not to be 

significant. 

16. The relationship between Work Life Balance v Loyalty to PSNI was found to be 

very significant. 

17. The relationship between Work Life Balance v Reduce OCU Sick Absence was not 

found to be significant. 

18. The relationship between Work Life Balance v Looks forward to going to work was 

found to be very significant. 

19. The relationship between Work Life Balance v Satisfied with work was found to be 

very significant. 

20. The relationship between Work Life Balance v Motivated was found to be 

significant. 

The Chi2 relationships between independent and dependent variable are summarised in 

Table 5.2 but the relationships which are most significant are written in equations in the 

next paragraph. 

In summary, the relationships which are most significant are between work life balance 

and loyalty to the organisation is statistically significant, x2(16) = 57.05,p < .001. 

Similarly, work life balance and looking forward to going to work is statistically 

significant, x2(16) = 58.46,p < .001. The relationship between work life balance and 

satisfied with work is statistically significant x2(16) = 160.58,p < .001. Work life 

balance and motivated is also statistically significant x\8) = 22.63, P < .01. Current shift 

pattern and motivated is statistically significant x2(6) = 18.37, P < .01, Current shift 

pattern is statistically significant with attitude - looks forward to work, x2(12) = 27.86, 

p <.Ol. Current shift pattern is slightly significant with commitment and 

behaviour/effectiveness. Opportunity to acquire skills is slight significant with 

attitude/contentment and satisfied with work. 

The Pearson's chi-squared is the sum of the square of the variable over all covariate 

patterns. This test is for the hypothesis of the conformity of the predicted and observed 

frequencies across covariate patterns. A small x2 value (high p-value) indicates small 

differences between the observed and the estimated frequencies, while a large x2 value 
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(low p-value) suggests the difference between the observed and estimated values cannot 

be explained by a random process. 

Table 5.2 Summary Table - Pearson's Chi - squared Relationship between 
Independent and Dependent Variables 

Opportunity Current Shift Content with 
to Acquire Pattern Shift Pattern 

Skills 

Commitment Pr - 0.09 p <.05 Pr = 0.28 
Loyalty to PSNI 
Behaviour Pr = 0.43 p <.05 Pr = 0.93 
Reducing Sickness 
Attitude p <.05 p <.Ol Pr = 0.37 
Looks forward to 
work 
Satisfied p <. 05 Pr = 0.15 Pr = 0.09 
with work 
Motivated Pr = 0.31 p <.Ol Pr = 0.82 

p <. OOl p <.Ol p <.05 

5.5.2 Methodological Rationale 

Work life 
Balance 

p<.OOl 

Pr = 0.53 

p <.OOl 

p <.OOl 

p <.Ol 

The regression analyses were performed to examine the amount of variance by the two 

sets of predictor variables. Multiple linear regression analysis is a widely used method 

for analysing data that seek to identify relationships between variables, after controlling 

for prior effects. The procedure began with the identification of the control variables. 

These variables are then entered into the regression equation simultaneously as a block. 

An inspection of the Fratio and t values determines whether these variables provide 

significant effects that should be accounted for in analysing the independent variables. 

This approach then recognises the theoretic pre-existence of the control variables and 

establishes a more conservative test for the impact of the main independent variables. 
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The multiple linear regression procedures were employed in this study to address three 

of the main research questions. The questions have been rephrased for the purposes of 

the regression procedure. The meaning of the questions is the same. 

Q1 What impact has the variable shift arrangements had on organisational effectiveness 

by reducing sick absence, (as measured by the dependent variable)? 

Q3 To what extent is the psychological contract defined as the mediating variable, 

influenced by the independent variables, shift working, skills and work life balance, so 

relationships between the PSNI and the officers are positively maintained? 

Q4 To what extent do the independent variables and the mediating variable (PC) 

influence attitudinal (commitment and satisfaction), intentional and behavioural 

outcomes to make them a more motivated and highly productive work force? 

In question one, the problem of the level of sick absence was examined. The officers 

were asked if the introduction of the variable shift pattern would impact on the level of 

sick absence in order to increase the overall organisational effectiveness. 

The model explained in Chapter 3 whereby using the psychological contract as a 

mediating variable may help to demonstrate the influence of the independent variable in 

maintaining a positive psychological contract between the officers and the organisation. 

This may assist in answering question number three. 

Question number four encompasses most of the employee performance outcomes which 

make up the dependent variables commitment, contentment/attitude, behaviour/ 

effectiveness satisfaction and motivation. The demographic variables were used when 

examining employee outcome variables such as commitment, satisfaction and 

motivation. Theoretically, the control variables can have substantial influence on 

organisational outcomes and their interdependence is acknowledged. 

It is necessary to explain attitudinal and behavioural outcomes for example satisfaction, 

commitment, performance and motivation from the academic literature reviewed. The 

evidence in the needs literature suggests that the need for achievement is a major factor 

on performance results (McClelland, 1961) and Herzberg's hygiene-motivators are 
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important causes of dissatisfaction/satisfaction (Herzberg et aI, 1959). There is also 

evidence from the process theory research which suggests that goal setting is the key 

component that leads to higher performance levels (Locke & Latham, 1990). However 

Adams, 1963 reported equity having a greater impact on motivation and satisfaction. 

5.6 ST ATISTICAL RESULTS AND ANALYSES 

Multiple linear regression analyses were undertaken to test the hypotheses HI to H3. 

The analyses were used to identify the significant predictors in the Conceptual Model for 

Analysing Officer Perfonnance (Figure 3.4). There were three sets of variables introduced 

into the regression equation for each dependent variable. To control for the 

demographic effects on the dependent variables, control factors were regressed as a set 

to determine a baseline for explanatory power. The variables were regressed in 

combination with the control factors to evaluate their differential impact on the 

explanatory power. The variance was tested for significance. A significant increment in 

R2 indicates and measures the impact of the variables on performance, commitment and 

satisfaction. The R2 change represents the proportion of variance that contributes to the 

dependent variable, net of effects from other independent variables or control variables, 

(Acock, 2006). The variables with significant standardised regression coefficients were 

examined. 

5.6.1 Regression Analyses 

Table 5.3 Multiple Linear Regression - Variance in Officer Performance for the 

Operational Command Unit summarises the overall variance of the performance 

outcomes. The data illustrates that these variables exert influence on individual 

perceptions and accordingly motivational effects on different types of organisational 

behaviour. The following analyses explore, if and to what extent the relationships exist 

across different aspects of the officers' contracts. 
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TABLE 5.3 MULTIPLE LINE AR REGRESSION - VARIANCE IN OFFICER PERFORMANCE - OPERATIONAL COMMAND UNIT 

Step 1 Commitment Behaviour Attitude Satisfied Motivated I Variable (LoyaJity to (Reducing (Looks (Satisfied with (By work) 
N=233 Step 2 PSNI) Sickness) forward to work) 

work) 
Coef t p<[t] Coef t p<[t] Coef t p<[t] Coef t p<[t] Coef t p<[t] 

Constant I 2.75 0.66 0.51 -1 3.85 -2.49 0.01 ** -1. 73 -0.39 0.69 -3 .58 -1.13 0.26 -3.43 -0.49 0.63 
2 2.60 0.71 0.48 -14.72 - 2.61 0.01" -1.69 -0.40 0.69 -3 .97 -1.29 0.197 -4.78 - 0.67 0.51 

Gender 1 0.08 0.28 0.78 -0 .32 -0.82 0.41 0.04 0.13 0.89 OJ9 1.74 0.08 -0.26 -0.52 0.60 
2 -0.11 -0.44 0.66 -0.26 -0.64 0.52 -0.08 -0.25 0.80 0.33 1.52 0.13 -0.19 -OJ8 0.71 

Rank 1 -0.38 -2.66 0.01 -0.32 -1.67 0.09 -0.25 -1.72 0.09 -0.29 -2.66 0.009** 0.10 0.45 0.65 
2 -0. 24 -1.90 0.06* -OJO -1.56 0.12 -0.17 -1.14 0 .26 -0.21 -1.94 0.05 ' 0. 14 0.56 0.57 

Service 1 -0 .01 -0.16 0.87 O.I! 1.05 0.29 -0.05 - 0.56 0 .57 0.001 0.02 0.98 -0.11 0.85 0.39 
2 -0.05 -0.81 0.42 0.13 1.23 0.22 -0.08 -0.98 0.33 -0.16 -0.28 0.78 0.14 1.07 0.28 

Worktime 1 0.35 0.41 0.68 0.57 0.51 0.61 -0.86 - 0.97 OJ3 -0.27 . -0.42 0.67 5.10 3.56 0.000 
2 0.71 0.97 0.33 0.54 0.48 0.63 -0.68 -0.80 0.43 -0.14 -0.23 0.82 5.14 3.57 0.000*** 

. Status 1 0.21 0.91 OJ6 0.41 1.31 0.19 0.16 0.63 0.53 0.05 0.28 0.78 -0.39 -0.99 0.32 
2 0.20 1.00 0.32 0.41 1.32 0.19 0.15 0.62 0.53 0.04 0.26 0.79 -0.39 -0.97 0.33 

Education 1 -0.05 -0.49 0.62 0.04 0.28 0.78 -0.08 - 0.78 0.43 0.12 1.57 0.12 -0.06 -0.38 0.71 
2 -0.09 -1.13 0.26 0.04 0.31 0.76 -0.12 -1.14 0.25 0.09 1.28 0.20 -0.06 -0.34 0.73 

Children 1 0.14 1.92 0.05 -0.14 -1.47 0.14 0.04 0.48 0.63 -0.04 -0.72 0.47 -0 .06 -0.48 0.63 
2 0.09 1.54 0.13 -0.12 -1.21 0.23 0.01 0.11 0.92 -(j.05 -0.99 0.32 -0.03 -0.22 0.82 

Dependents 1 0.01 0.10 0.92 0.14 1.16 0.25 -0.03 -0.34 0.73 -0.03 -0.41 0.68 -0.09 -0.61 0.54 
2 -0.02 -0.25 0.80 0 .18 1.39 0.17 -0.06 -0.62 0.54 -0.03 -0.49 0.62 -0.04 -0.25 0.80 

Carer I -0 .10 -0.35 0.73 0.26 0.68 0.49 -0.27 0.81 0.42 0.13 0.62 0.53 -0.03 -0.06 0.95 
2 -0.27 -1.07 0.29 0.24 0.61 0.54 -0.36 -1'.25 0.21 0.05 0.24 0.81 -0.09 -0.18 0.86 

Opp Sp Skills I -0.14 -1.52 0.13 -0 .25 -2.10 0.04* 0.08 0.81 0.42 -0.06 -0.94 0.35 -0 .001 -0.05 0.95 
2 -0.09 -1.20 0.23 -0.26 -2.09 0.04' 0.09 1.07 0.29 -0.05 -0.75 0.45 -0.001 -0.01 0.99 

TSG 1 -0.05 -0.11 0.91 0.61 1.07 0.28 0.78 1.74 0.08 0.65 2.02 0.05 -0.06 -0.08 0.93 
2 -0.11 -0.29 0.77 0.68 1.19 0.23 0.75 1.73 0.08 0.67 2.13 0.03' 0.03 0.04 0.97 

RPU 1 -0.60 - 1.41 0.16 0.60 1.07 0.29 0.36 0.81 0.42 0.42 1.31 0.19 0.48 0.68 0.50 
2 -0.40 -1.09 0.28 0.64 1.13 0.26 0.48 1.12 0.26 0.54 1.76 0.08' 0.55 0.77 0.44 

BRC I 0.06 0.13 0.89 1.25 1.97 0.05* 1.55 3.10 0.002 0.98 2.71 0.007 0.35 0.44 0.66 
2 -0 .10 -0.24 0.81 1.35 2.10 0.04' 1.45 2.99 0.003 0.94 2.70 0.007" 0.48 0.59 0.56 

SHU I -0.37 - 0.46 0.64 5.32 5.01 0.000*** -0.22 -0.27 0.79 0.28 0.46 0.65 0.33 0.25 0.81 
2 -0.25 -0.36 0.72 5.43 5.05 0.000'" -0.19 -0.24 0.81 0.35 0.60 0.55 0.52 0.38 0 .70 

Other 1 -0.39 - 0.78 0.44 0.26 0.39 0.69 0.12 0.22 0.83 0.33 0.86 0.39 0.30 0.35 0.72 
2 -0.44 -0.99 0.32 0.33 0.48 0.63 0.10 0.20 0.84 0.35 0.94 OJ5 0.38 0.44 0.66 

Businst 1 0.42 1.34 0.18 -0.17 -0.40 0.69 0.40 1.23 0.22 0.03 0.14 0.89 -0.63 -1.19 0.23 
2 0.26 0.96 0.34 -0.15 -0.36 0.72 0.29 0.92 0.36 -0.05 -0.23 0.82 -0 .60 -1.14 0.26 
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TABLE 5.3 MULTIPLE LINEAR REGRESSION - VARIANCE IN OFFICER PERFORMANCE - OPERATIONAL COMMAND UNIT 

Travel time 1 -0.05 -0.39 0.65 -0.00 -0.02 0.98 0.14 0.95 0.34 0.09 0.84 0.40 -0.20 -0.85 0.39 I 
2 -0.03 -0.24 0.81 0.01 0.07 0.95 0.16 UI 0.27 0.11 LlO 0.27 -0.08 -0.40 0.69 

Current Shift I 0.13 1.05 0.30 0.27 1.66 0.09 -0 .08 -0.61 0.54 -0.17 -1.80 0.07 -0.08 -OA2 0.68 
2 0.15 1.45 0.15 0.27 1.65 0.19 -0.07 -0.54 0.59 -0.16 -1.78 0.08- -0.01 0.05 0.96 

Content with I 0. 19 1.68 0.09* 0.14 0.94 0.35 -0.00 - 0.02 0.98 -0.02 -0.25 0.79 0.01 0.06 0.95 
shift 2 0.18 1.82 0.07- 0.13 0.87 0.38 -0.002 -0.02 0.98 -0.03 -0.32 0.75 -0.17 -1.26 0.21 
WLB I DAD 5.14 0.001 0.05 0.51 0.61 OA4 5.52 0.000 0.63 Il.05 0.000 -0.196 -1.52 0.13 

2 0.23 3.38 0.001--- 0.08 0.71 0.47 0.34 -0.75 OA5 0.57 9.76 0.000--- -0.05 -1.13 0.26 
Feeling of PC I - - - - - - - - - - - - - - -

2 -0.05 -2 .09 o.of- -0.026 -0.76 OA5 -0.02 -0.75 OA5 -0.03 -1.49 0.14 -0.50 -1.13 0.26 
Positive PC 1 - - - - - - - - - - - - - - -

2 0.35 6.30 0.000--- -0.09 -1.02 0.31 0.18 2.85 0.005**- 0.10 2.22 0.009-- -0.06 -0.55 0.58 
Trust 1 - - - - - - - - - - - - - - -

2 0.18 2A9 0.01-- 0.02 0.17 0.87 0.17 2.00 0.05-- 0.16 2.62 0.009-- -0.02 -0.13 0.89 
Adj RI 1 0.157 0.126 0.222 0.416 0.028 

2 0.376 0.121 0.284 0.466 0.023 

p<0.05 p<O.OI ** p<0.001 *** 

TABLE 5.4 MULTIPE LINEAR REGRESSION - Analysis of Variance in Officer Perfonnance - OCU 

Obs =233 Commitment Behaviour Attitude Satisfied Motivated 
Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 

F 3.16 7.09 2.67 2.38 4.30 5.00 9.25 9.80 1.34 1.32 
Prob>F 0.0000 0.0000 0.0003 0.0007 0.0000 0.0000 0.0000 0.0000 0.1554 0.2179 
R" 0.2296 0.4384 0.2013 0.2077 0.2887 0.3550 0.4661 0.5190 0.1124 0.1196 
Adj R2 1.1564 0.3765 0.1260 0.1206 0.2216 0.2840 0.4157 0.4661 0.0286 0.0228 

Step 1 - Regression before mediation 

Step 2 - Regression after mediation 
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The psychological contract is being used as a mediating variable in the second step of 

each individual criterion. 

Appendices 8 & 9 are the Stata analyses of the mUltiple linear regression. The Table 5.3 

summarises the main effects of officer performance. The results are given as Step 2 in 

Table 5.3 also inserted as Appendix 10. 

Commitment - Loyalty to PSNI 

Results for Commitment reported as Loyalty to PSNI (F = 3.16, R2 = 0.230) which is the 

proportion of variability in the dependent variable that can be explained by changes in 

the values of the independent variables. The higher proportion, the better the model is 

fitting to the data. The effects of the number of observations and the number of 

independent variables on R2 it is useful to make a more meaningful measure of the 

model's explanatory power. The adjusted R2 (Adj R-squared) results from a correction 

that accounts for the number of model parameters and as long as the number of 

observations is sufficiently large the adjusted R2 will be close to R2. In this case the 

adjusted R2 = 0.160. The ANOV A table indicates whether there is a significant linear 

relationship between the dependent variable and the combination of the explanatory 

variables; an F-test is given as a part of the results, this is shown in Table 5.4, page 125. 

The significant value of (Prob>F) is 0.000 and therefore there is evidence that there is a 

significant linear relationship. The Table 5.3 shows the coefficients of each independent 

in the regression analysis. All explanatory variables were entered but should they all be 

there? The two columns t and p>[t] show the significance level for the variables but 

some were p>{t}are more than 0.05. This would indicate that when the other variables 

(constant, education, gender etc) are used to explain the variability in Loyalty to the 

PSNI, using variables that are more than 0.05 do not help to explain it any better. The 

coefficients of these variables are not significantly different from zero. The coefficients 

for all the variables are reported in Table 5.3 page 124. 

The multiple linear regression results are reported in this format as instr,ucted ill tlte textbook by Acock, 

2006. 
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Before mediation, the control variable, rank t = -2.66, p>{t} = 0.008, hence p<O.Ol but 

after mediation t = -1.90, p>{t} = 0.059 which is more than 0.05 and wouldn't be 

significant. The results show that the rank is not loyal to the service because t is minus, 

and they don't demonstrate any significance after the mediating variable is included. 

The results showed Children to be statistically significant when regressed with 

dependent variable Loyalty to the PSNI the p> [t] = 0.056 which is very slightly 

statistically significant. When the mediating variable is added to the equation p>[t] = 

0.13 which is more than 0.05. The Work life Balance, independent variable has a very 

strong significance where t = 5.14; p>[t} = 0.000 which is reported as p <.001. This 

result is highly significant. Similarly when the mediating variable is added t = 3.38; 

p<.OO1. However with the mediating variable in the equation adjusted R2 increase to 

0.376. This result would demonstrate mediation in this case. The mediator, a positive 

psychological contract, t = 6.30, p>{t} = 0.000; p<.OOI trust and promised, another 

mediator show that t = 2.49, p>{t} = 0.013; p>.01. 

BehaviourlEffectiveness - Reducing sick absence 

The results from the multiple regression analyses for the behavioural outcome whereby 

the respondents were asked for their opinion about the variable shift pattern reducing 

sick absence in the OCD, (F = 2.67 R2= 0.201). As explained above this is the 

proportionality of variability in the dependent variable, behaviour that can be explained 

by changes in the value of the independent variables. The adjusted R2 = 0.126 and the 

significant value of (Prob>F) = 0.0003 is evidence that there is a significant linear 

relationship. The columns t and p>[t] the only independent variables showing any 

significance are the opportunity to acquire specialist skills and the current shift pattern 

the officers are operating. Opportunity to acquire specialist skills t = -2.10 and p>[t] = 

0.037, this result is less than 0.05 but not less than 0.01, therefore p<.OS. 

As t is a negative value and the coding for this variable is yes =1 and no = 2, so it can be 

concluded that if you are not on sick absence you have more opportunity to acquire 

specialist skills. The current shift pattern result shows t= 1.66, p>[t] = 0.099. This 

shows that p is more that 0.05 and therefore is not really significant. 
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The mediating variable, feeling of an established positive psychological contract was 

added to the equation. The regression analyses show that F = 2.38, (Prob>F) = 0.0007, 

R2= 0.2077, Adj R2= 0.121. The mediator is not having any effect on the result. 

The control variable, the Source Handling Unit (SHU) has shown a result oft = 5.01, 

p>{t} = O.OOO,p>.OOl which is highly significant. After mediation t = 5.05 p>{t} = 

0.000, p>.OOl which is still highly significant. The SHU reported an opportunity to 

obtain specialist training, regardless of sick absence. 

Attitude/Contentment - Looks forward to go to work 

The multiple linear regression analyses show that F = 4.30. (Prob>F) = 0.0000, R2 = 

0.2887, Adj R2 = 0.2216. The independent showing a significant relationship with 

looking forwarded to going to work is work life balance where t::;:: 5.52 and p>[t] = 

0.000 which is written asp<.OOI. This result is highly significant. The mediating 

variable was added to the equation F::;:: 5.00, (Prob> F) = 0.0000, R2 = 0.355, Adj R2 = 

0.284. As with the previous analysis the mediating variable had no effect. In work life 

balance t = 4.21 and p>[t] = 0.000 which is written as p<.001 this is a similar result and 

is highly significant. 

The control variables rank, t = -1.72, p>{t} = 0.088; TSG t = 1.74, p>{t} = 0.083; BRC 

t = 3.10, p>{t} = 0.002, therefore p>.05 which is slightly significant. After mediation 

BRC t = 2.99, p>{t} = 003, p>O. 05. The mediator psychological contract t = 2.85, p>{t} 

= 0.005,p>.01 Trust and promises t = 2.00 p>{t} = 0.046,p>.05 both are significant. 

Satisfaction - Satisfied with work 

The dependent variable in this equation was satisfied with work. The multiple linear 

regression analyses revealed that F = 9.25, (Prob.>F) = 0.0000, R2= 0.4661, Adj R2::= 

0.4157. The t result for rank is -2.66 p>[t] = 0.009 which isp<.Ol. This is significant. 

However, in gehder t = 1.74, p>[t] = 0.084, although this is not significant it would 

indicate the male officers are partially satisfied with work. The control variable TSG t = 

2.02, p>{t} = 0,045, therefore p>.05 BRC t= 2.71, p>{t} = 0.007,p<.01 Work life 

balance has again shown to be very strong significant relationship with t = 11.05, p>[t] = 
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O.OOO,p<.OO1. The mediating variable was added to the equation, F = 9.80, (Prob>F) = 

0.0000, R2= 0.519, Adj R2= 0.466. The t results are similar as before where t = 9.76 for 

work life balance, p>[t] = 0000, p<.001 which is a very strong significant relationship 

between work life balance and the dependent variable satisfied with work. The other 

variables show very little change with the mediator added. 

Motivation - Motivated at work 

The multiple linear regression analyses for the dependent variable motivation gave F = 

1.34, (Prob>F) = 0.16, R2 0.112, Adj R2 = 0.029. Work time was the only significant 

relationship where t = 3.56, p>[t] = 0.000, p<.OO1. There was nothing else significant. 

When the mediating variable was added to the equation, F = 1.23, (Prob>F) = 0.218, R2 

=0.1196, Adj R20.023. Work time is the only significant relationship with t = 3.57, 

p>[t] = 0.000, p<.OO1. There is no mediation in the multiple linear regression analysis 

for motivation. 

5.7 MEDIATION VARIABLE - PSYCHOLOGICAL CONTRACT 

5.7.1 Testing Mediation with Regression Analysis 

Mediation is a hypothesised causal chain in which one variable affects a second variable 

that, in turn, affects a third variable. The intervening variable, M, is the mediator. It 

"mediates" the relationship between a predictor, X, and an outcome. Graphically, 

mediation can be depicted in the following way: 

a b 
x M y 

Paths a and b are called direct effects. The meditational effect in which X leads to Y 

through M is called the indirect effect. The indirect effect represents the portion of the 

relationship between X and Y that is mediated by M. 
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Testing for mediation 

Baron and Kenny (1986) proposed a four step approach in which several regression 

analyses are conducted and significance of the coefficients is examined at each step. 

Take a look at the diagram below to follow the description. 

Diagram - Testing for Mediation 

c 

~ 
x a • M ----,:6:------·· Y 

Step 1. Conduct a regression analysis with X predicting Y (path c), Y = a + bX + e . 

Step 2. Conduct a regression analysis with X predicting M to test for path a, M = a + bX 

+e 

Step 3. Conduct a regression analysis with M predicting Y to test the significance of 

path b, 

Y=a+bX+e 

Step 4. Conduct a regression analysis with X and M predicting Y, Y = a + b2 X + b2 M 

+ e. 

In this latter, mediation is supported if the partial direct effect for path c is non 

significantly different from zero and path b is significantly greater than zero. If c is non 

significantly different from zero, results are consistent with afull mediation model. If 

path b is significant after controlling for the direct effect of X (path c), but path c is still 

significant, the model is consistent with partial mediation. 

MacKinnon, (2000) demonstrated that there are three approaches to statistical mediation 

analysis (a) casual steps, (b) difference in coefficients, and (c) products of coefficients. 

Equation 1 Y = il + cX + cl 

Equation 2 Y = i2 + Cl X + bM + e2 

Equation 3 M = i3 + aX +e3 
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Where i 1, i2, i3 are intercepts, Y is the dependent variable, X is the independent 

variable, M is the mediator, c is the coefficient relating the independent to the dependent 

variable, Cl is the coefficient relating the independent variable to the dependent variable 

adjusted for the mediator, b is the coefficient relating to the mediator to the dependent 

variable adjusted for the independent variable, a is the coefficient relating to the 

independent variable to the mediator, and el, e2 and e3 are residuals 

The most widely used method to assess mediation is the casual steps approach outlined 

in work by Baron and Kenny (1986) detailed above. These four steps are involved in 

their approach to establishing mediation. 

1. A significant relation of the independent variable to the dependent variable in 

equation 1. 

2. A significant relation of the independent variable to the hypothesised mediating 

variable is required equation 3 

3. The mediating variable must be significantly related to the dependent variable 

when both the independent variable and the mediating variable are predictors of 

the dependent variable in equation 2. 

4. The coefficient relating the independent variable to the dependent must be larger 

in absolute value than the coefficient relation to the independent variable to the 

dependent variable in the regression model with both the independent variable 

and the mediating variable predicting the dependent variable. 

If the four steps are met, then the data are consistent with the hypothesis that the variable 

M completely mediates the X-Y relationship. However, if the first three step~ are met 

and the fourth step is not, then partial mediation is indicated. 

5.7.2 Mackinnon's reasoning 2000. 

Commitment - Loyalty to the PSNI - v - Opportunity for Specialist shiIls. 

Equation 1 Y = il+ cX + cl 

Y = (-0.11) + (-0.17) + (-0.17) Y = - 0.45 

Equation 2 Y = i2 + Cl X + bM + e2 
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y = (-0.11) + (-0.11) + (0.43) + (1.05) Y = 1.26 

Equation 3 M = i3 + aX +e3 

M = (0.48) + (-0.11) + (1.05) M = 1.42 

Step 4 - The coefficient relating the independent variable to the dependent is -0.17. This 

coefficient must be larger in absolute value than the coefficient relating the independent 

variable to the dependent variable in the regression model with both the independent 

variable and the mediating variable predicting the dependent variable. The coefficient in 

the regression model is -0.11 which less that the coefficient relating the independent 

variable to the dependent variable. It is then fair to say the data is consistent with the 

hypothesis. 

Commitment - Loyal to PSNI -v - Current Shift Pattern 

In equation 1 Y = (-0.05) + (-0.08) + (-0.08) Y = - 0.21 

Equation 2 Y = 0.025 + 0.039 + 0.43 + 1.05 Y = 3.05 

Equation 3 M = 0.48 + 0.039 + 1.05 M = 1.57 

Step 4 Coefficient relating the independent variable to the dependent variable is -0.08; 

the regressed model coefficient is 0.039. The difference in the outcome is -0.041 and 

may be consistent with the hypothesis. 

Commitment - Loyalty to the PSNI -v- Content with Shift Pattern 

In equation 1 Y = 0.12 + 0.20 + 0.21 Y = 0.53 

Equation 2 Y = 0.12 + 0.20 + 0.43 + 1.05 Y = 1.8 

Equation 3 M == 0.48 + 0.20 + 1.05 M = 1.73 

In this multiple regression t = 1.95, p>.05 Adjusted for the mediator t= 2.08 p>.04, 

which is less than 0,05 but not less 0.01. This relationship is significant. 
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In step 4 Coefficient relating the independent variable to the dependent variable is 

0.21 the regressed model coefficient is 0.197 which is less than the coefficient 0.21, 

therefore M mediates the X-Y relationship. 

Commitment - Loyalty to the PSNI - v - Work Life Balance 

In the linear multiple regression work life balance (WLB) in relation to the dependent 

variable (Loyalty to the PSNI) t = 5.30,p>.001 this relationship is very significant. 

When adjusted for the mediator t = 3.62, p>.OOI which is still a significant relationship. 

In equation 1 Y = 0.33 + 0.39 + 0.39 Y == 1.11 

Equation 2 Y = 0.20 + 0.24 + 0.43 + 1.05 Y = 1.92 

Equation 3 M = 0.48 + 0.24 + 1.05 M = 1.77 

Step 4 - Coefficient relating the independent variable to the dependent variable is 0.39 

the regressed model coefficient is 0.24 which is less than the coefficient 0.39, therefore 

M mediates the X-Y relationship. 

BehaviourlEffectiveness - Reducing OCD Sickness - v- Opportunity for Specialist 

Skills 

Equation 1 Y = (-0.13) + (-0.26) + (-0.26) Y = -0.65 

Equation 2 Y = (-0.13) + (-0.26) + (-0.05) + 2.6 Y = 2.16 

Equation 3 M = (-0.04) + (-0.26) + 2.6 M = 2.3 

The coefficient c = -0.26, the coefficient in the regression model is -0.05, therefore M 

mediates the X-Y relationship t = -2.11 p>.05 which is significant. 

BehaviourlEtTectiveness - Reducing OCD Sickness - v- Current Shift Pattern 

Equation 1 Y = 0.13 + 0.29 + 0.28 Y = 0.7 

Equation 2 Y == 0.13 + 0.28 + (-0.05) + 2.6 Y = 2.96 

Equation 3 M = (-0.04) + 0.28 + 2.6 M = 2.84 
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The coefficient c = 0.29, the coefficient in the regressed model is -0.05, therefore the 

model is consistent with full mediation, t= 2.06 p>.05 which is significant. 

BehaviourlEffectiveness - Reducing OCU Sickness - v - Content with Shift Patten 

Equation 1 Y = 0.08 + 0.18 + 0.19 Y = 0.45 

Equation 2 Y = 0.08 + 0.19 + (-0.05) + 2.6 Y = 2.82 

Equation 3 M = (-0.04) + 0.19 + 2.6 M = 2.75 

Step 4 Coefficient c = 0.18 the coefficient for the regressed model is -0.05 therefore the 

model is consistent with full mediation. 

BehaviourlEffectiveness - Reducing oeu Sickness - v - Work life Balance 

Equation 1 Y = 0.07 + 0.09 + 0.09 Y = 0.25 

Equation 2 Y = 0.05 + 0.09 + (-0.05) + 2.6 Y = 2.69 

Equation 3 M = (-0.04) + 0.09 + 2.6 M = 2.65 

Step 4 Coefficient c = 0.07 the coefficient for the regressed model is -0.05, there is no 

significance in this equation. 

Attitude/Contentment - Looking forward to going to work - v - Opportunity for 

Specialist Skills . 

Equation 1 Y = 0.05 + 0.08 + 0.08 Y = 0.21 

Equation 2 Y = 0.07 + 0.08 + 0.25 + 1.4 Y = 1.8 

Equation 3 M = 0.26 + 0.11 + 1.44 M = 0.51 

Step 4 the coefficient c = -0.08, in the regressed model the coefficient is 0.25 There is no 

significance in this relationship. 
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Attitude/Contentment - Looking forward to going to work - v - Current Shift 

Pattern 

Equation 1 Y = (-0.23) + (-0.39) + (-0.33) Y = 0.35 

Equation 2 Y = (-0.19) + (-0.33) + 0.25 + 1.44 Y = 1.17 

Equation 3 M = 0.31 + (-0.32) + 1.44 M = 1.43 

Step 4 Coefficient c = -0.39, in the regressed model the coefficient is 0.25. There is no 

consistency with the model. However, t = -3.23,p>.OOI which is highly significant. 

Attitude/Contentment - Looking forward to going to work - v - Content with Shift 

Pattern 

Equation 1 Y = 0.05 + 0.09 + 0.08 Y = 0.22 

Equation 2 Y = 0.04 + 0.08 + 0.25 + 1.44 Y = 1.81 

Equation 3 M = 0.26 + 0.08 + 1.44 M = 1.78 

Step 4 Coefficient c = 0.09, in the regressed model the coefficient is 0.25 there is no 

consistency with the model and the relationship is not significant. 

Attitude/Contentment - Looking forward to going to work - v - Work life Balance 

Equation 1 Y = 0.38 + 0.49 + 0.40 Y = 1.19 

Equation 2 Y = 0.31 + 0.40 + 0.25 + 1.44 Y = 2.40 

Equation 3 M = 0.26 + 0.40 + 1.44 M = 2.10 

Step 4 the coefficient c = 0.49 and the regressed model coefficient is 0.25. The model is 

consistent with full mediation, t = 5.15 p>.OOI which is highly significant for the 

relationship of the WLB variable. 

Satisfied with work -v - Opportunity for Specialist Skills 

Equation 1 Y = ( -0.04) + (-0.05) + (-0.03) Y = -0.11 
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Equation 2 Y = (-0.02) + (-0.03) + 0.17 + 0.75 Y = 0.87 

Equation 3 M = 0.21 + (-0.03) + 0.75 M = 0.93 

Step 4 the coefficient c = -0.05 and the regressed model coefficient is 0.17. The model 

is not consistent with mediation. Then, t = -0.40 p>{t} = 0.69. This result is not 

significant. 

Satisfied with work - v - Current Shift Pattern 

Equation 1 Y = (-0.23) + (-0.32) + (-0.28) Y = -0.83 

Equation 2 Y = (-0.19) + (-0.28) + 0.17 + 0.75 Y = 0.45 

Equation 3 M = 0.21 + (-0.28) + 0.75 M = 0.68 

Step 4 the coefficient c = -0.32 and the regressed model coefficient is 0.17. The model 

is not consistent with full mediation but t = -3.78 p>.OOl which is significant. 

Satisfied with work - v - Content with Shift Pattern 

Equation 1 Y:= (-0.004) + 0.002 + (-0.004) Y = -0.006 

Equation 2 Y = (-0.003) + (-0.004) + 0.17 + 0.75 Y = 0.9l3 

Equation 3 M = 0.21 + (-0.004) + 0.75 M = 0.96 

Step 4 the coefficient c = 0.002 and the regressed model coefficient is 0.17. The model 

is not consistent with full mediation. 

Satisfied with work - v- Work life Balance 

Equation 1 Y = 0.61 + 0.66 + 0.60 Y = 1.87 

Equation 2 Y = 0.55 + 0.60 + 0.75 M = 1.90 

Equation 3 M = 0.21 + 0.60 + 0.75 M = 1.56 

136 



Step 4 the coefficient c = 0.66 and the regressed model coefficient is 0.17. The model is 

consistent with full mediation t = 10.62, p>. 001 which is highly significant for the 

relationship of the WLB variable. 

Motivated - v - Opportunity for specialist Skills 

Equation 1 Y = (-0.02) + (-0.04) + (-0.06) Y = -0.14 

Equation 2 Y = (-0.03) + (-0.06) + (-0.11) + 3.86 Y = 3.66 

Equation M = (-0.08) + (-0.06) + 3.86 M = 3.72 

Step 4 the coefficient c = -0.04 and the regressed model coefficient-O.ll. The model is 

not consistent with full mediation. 

Motivated - v - Current Shift Pattern 

Equation 1 Y = 0.04 + 0.97 + 0.07 Y = 1.08 

Equation 2 Y = 0.03 + 0.07 + (-0.11) + 3.86 Y = 3.85 

Equation 3 M = (-0.08) + 0.07 + 3.86 M = 3.85 

Step 4 the coeffiecient c = 0.97 and the regressed model coefficient -0.11. The model is 

not consistent with full mediation. 

Motivation - v - Content with Shift Pattern 

Equation 1 Y = (-0.02) + (-0.05) + (-0.04) Y = -0.11 

Equation 2 Y = (-0.02) + (-0.04) + (-0.11) + 3.86 Y = 3.69 

Equation 3 M = (-0.08) + (-0.04) + 3.86 M = 3.74 

Step 4 the coefficient c = -0.05 and the regressed model coefficeint is -0.11 there is no 

consistency with the model and the relationship is not significant. 

Motivation - v - Work Life Balance 

Equation 1 Y = (-0.14) + (-0.26) + (-0.22) Y = -0.62 
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Equation 2 Y = (-0.11) + (-0.22) + (-0.11) + 3.86 Y = 3.42 

Equation 3 M = (-0.08) + (-0.22) + 3.86 M = 3.56 

Step 4 the cefficient c = -0.26 and the regressed model coefficient is -0.11. The model is 

consistent with full mediation but the relationship is not significant for the WLB 

variable. 

5.7.3 Regression Analyses - Predicting Organisational effectiveness 

However, drawing on the content and process theories, motivational based measures 

used in this study includes needs and valence which are the content theories, expectancy, 

equity, reinforcement, attribution, orientation and goal which are the distributive process 

variables. The reward and performance evaluation are the procedural process variables. 

These variables exert influehce on an officer's perception and attitudes towards various 

dimensions of the reward management. The effectiveness of the different policies will 

vary based on these cognitive perceptions. 

Table 5.3 details the multiple linear regression analyses incorporating the standardised 

coefficients. The results are as expected from earlier analyses. The area of commitment 

R2 = 0.16, the significant independent variable is work life balance and the control 

variable rank is negatively correlated. Following mediation R2 = 0.38 whereby the 

psychological contract is highly significant, trust and promises is quite significant. In 

behaviour, R2 = 0.13 and the independent variable opportunity for specialist skills is 

negatively correlated but is significant. The Source Handling Unit (SHU) is highly 

significant with BRC showing some significant. Mediation has had no effect. 

Attitude R2 = 0.22 the independent variable work life balance is highly significant, BRC 

is showing some significance. The results for satisfied R2 = 0.42 current shift pattern is 

negatively correlated but none the less there is a slight significance. Work life balance is 

highly significant, rank is negatively correlated but significant, TSGs are slightly 

significant, and BRC is significant. After mediation the psychological contract and trust 

and promises are both very sighificant. Motivated R2 = 0.03 work time is the only 

control variable which is highly significant. In relation to adding the mediating variable, 
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the psychological contact, areas which are significant are commitment, attitude and 

satisfied The relations between the process variables and commitment, behaviour, 

attitude and satisfied are significant. 

5.8 DISCUSSION & TESTING THE PROPOSALS 

Q 1 What impact has the variable shift arrangements had on organisational 

effectiveness by reducing sick absence, (as measured by the dependent variable)? 

The Pearson's Chi2 Current Shift Pattern v Reduce QCD Sick Absence Chi2 (15) = 

27.72 Pr = 0.02 x2 (15, N=233) = 27.72; p< .05 because p= 0.02, this is more than .01 

but less that .05 and it is statistically significant. 

The results from the multiple regression analyses for the behavioural outcome whereby 

the respondents were asked for their opinion about the variable shift pattern reducing 

sick absence in the QCD, (F = 2.67 R2= 0.2013). As explained above this is the 

proportionality of variability in the dependent variable, behaviour that can be explained 

by changes in the value of the independent variables. The adjusted R2 = 0.126 and the 

significant value of (Prob>F) = 0.0003 is evidence that there is a significant linear 

relationship. The current shift pattern results show that t =1.66, p>[t] = 0.099. This is 

shows that p is more than 0.05 and therefore is not significant. 

The mediating variable, 'feeling of an established positive psychological conjract' was 

added to the equation. The regression analyses show that F = 2.38, (Prob>F) = 0.0007, 

R2= 0.2077, Adj R2= 0.l21. The mediator is not having any effect on this result. 

The independent variable is correlated with the dependent variable and is statistically 

significant. However the multiple linear regression analysis is only showing 

significance in the independent 'opportunity to acquire specialist skills', the Hest is 

negative but the result is significant. The research question is partially answered. 
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Hypothesis 1 (HI). Organisational effectiveness will increase as a direct result of the 

reduction in absenteeism. This may be achieved through the provision of flexible 

working and the introduction ofthe 12 hour variable pattern since April 2004. 

The multiple linear regression for the independent variables current shift pattern and 

content with shift pattern are not showing any significance. However, Pearson's Chi2 

Current Shift Pattern v Reduce OCD Sick Absence Chi2 (15) = 27.72 Pr = 0.02 x2 (15, 

N=233) = 27.72; p< .05 because p= 0,02, this is more than .01 but less that .05 and it is 

statistically significant. Content with Shift Pattern v Reduce OCD Sick Absence Chi2 

(15) = 7.76 Pr 0.93. The relationship in this equation is not significant. Work Life 

Balance v Reduce OCD Sick Absence Chi2 (20) = 18.66 Pr = 0.53 This is not 

significant. Therefore there is only partial support for this hypothesis. The work life 

balancelflexible working is not supported in behaviour and does not hold with the 

hypothesis. 

Hypothesis 2 (H2) - The provision of flexible working and the introduction of the 10 

hour variable shift arrangements in the PSNI will increase officer perfOrrr'lance. This has 

assisted the organisation in meeting operational requirements more efficiently since 1 

April 2004. 

Stata reports Pearson Chi2
: Current Shift Pattern v Loyalty to PSNI Chi2 (12) = 23.45 

Pr = 0.02. Which would be written as x2 (12, N=233) = 23.45; p<.02. To report this 

significance, p = 0.02 is less than 0.05 but not less than 0.01, then x2 (12) = 23.45; 

p<.05* with 12 degrees of freedom. Content with Shift Pattern v Loyalty to PSNI Chi2 

(12) = 14.37 Pr = 0.28 Similarly, x2 (12, N=233) = 14.37; p = 0.28 which is not 

significant. Current with Shift Pattern v Satisfied with work Chi2 (12) = 17.06 Pr = 0.15 

This is not significant. Content with Shift Pattern v Satisfied with work Chi2 (12) = 

19.03 Pr = 0.09. This is not significant. Current Shift Pattern v Motivated Chi2 (6) = 

18.37 Pr = 0.01 x2(6, N=233) = 18.37; p= 0.01 as p<.OI this relationship is significant. 

Content with Shift Pattern v Motivated Chi2 (6) = 2.95 Pr = 0.82. This relationship is 

not statistically significant. Work Life Balance v Motivated Chi
2 

(8) = 22.63 Pr = 
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0.004 X2(8, N=233) = 22.63; p = 0.004 As p is less than .01 but not less than .OOlthen 

P<.OI and the relationship is significant. 

In the multiple linear regression analysis commitment, attitude, satisfied and motivated 

all feature in this hypothesis. Work life balance is very highly significant in 

commitment, attitude and satisfied. The Pearson's Chi2 demonstrate the correlation 

between relevant independent and dependent variables. Both flexible working and the 

variable shift pattern are well supported in the analysis based on the officers' 

perceptions. This hypothesis is consistent with the findings. 

Q ~ To what extent is the psychological contract defined as the mediating variable, 

influenced by the independent variables eg shift working, skills and work life balance, 0 

that the relationships between the PSNI an4 the officers are positively maintained? 

Hypothesis 3 (H3) - The positivism of a psychological contract between the employee 

and the police service can be maintained if the organisation continues to provide better 

working time since 1 April 2004. 

The calculations testing for mediation is detailed in Section 5.7-.4. The relationship 

between the dependent and independent variables are shown. The majority of the 

analyses show mediation except for Behaviour - Reducing OCD Sickness - v - Work 

life Balance, Attitude - Looking forward to going to work - v - Opportunity for 

Specialist Skills, Attitude - Looking forward to going to work - v - Content with Shift 

Pattern. Overall the research question is partially answered from the quantitative 

analysis. 

Hypothesis 3 (H3) has been supported as the work life balance regressions shows a very 

high significance in commitment, attitude and satisfied. 

Q 4 To what extent do independent variables and the mediating variable (PC) influence 

attitudinal (commitment and satisfaction), intentional and behavioural outcomes to make 

a more motivated and highly productive work force? 

The multiple linear regression analyses for the dependent variable motivation gave F = 

1.34, (Prob>F) = 0.16, R2 0.1124, Adj R2 = 0.029. Work time was the only significant 
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relationship where t = 3.56, p>[t] = 0.000, p<.OOl. There was nothing else significant. 

When the mediating variable was added to the equation, F = 1.231, (prob>F) = 0.2179, 

R2= 0.1196, Adj R
2

0.0228. Work time is the only significant relationship with t = 3.57, 

p>[t] = 0.000, p<.OOl. 

In conclusion, from the multiple regression analysis the results show that motivation is 

not supported and the survey has not answered this question. The only variable that is 

significant is work time and therefore the shift patterns motivate the officers. 

5.9 COMPARISONS OF SPECIALISMS 

The specialisms are Tactical Support Groups (TSG), Road Policing Units (RPU), Belfast 

Regional Control (BRC), Source Handling Units (SHU) and others which include police 

officers in small units eg Intelligenye Unit. 

TSG - Attitude/Contentment wasn't just quite significant but satisfied is significant 

p>.05, t = 2.02. Adjustment for the mediating variable has had "a slight effect t = 2.13. 

RPU - There is significance and the mediating variable made no difference to the 

outcome. 

BRC - BehaviourlEffectiveness - sickness absence reduced is significant. 

Attitude/Contentment - looking forward to going to work is quite significant and 

satisfied is significant. The mediating variable has had no effect. 

SHU - BehaviourlEffectiveness - reducing sick absence is statistically significant. 

However, mediating has had no effect. 

The other small units had no significance shown. 
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5.10 CHAPTER SUMMARY 

The chapter comprises details of the respondents in a demographic format. A short 

summary of the Stata software package was included. The descriptive and summary 

statistics were presented and then the multiple linear regression analyses were carried 

out in line with the research model. The mediating variable was consider~d in line with 

the Baron and Kenny (1986) model as described by (MacKinnon, 2000). The 

calculations have been individually presented. 

The research questions and the hypotheses were tested. Research questions 1,3, and 4 

apply to this chapter. Hypotheses HI, H2 and H3 are applicable. The other research 

questions and hypothesis H4 will be address though the qualitative analysis ahd case 

study. 
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CHAPTER 6 

FINDINGS 11 - QUALITATiVE ANALYSES 

In the previous chapter the results from the questionnaire survey were analysed. In 

summary, the relationships which are most statistically significant are all between the 

independent variable, work life balance with loyalty to the organisation, looking forward 

to going to work, satisfied with work and motivated. Similarly, relationships between 

the independent variable, current shift patterns with motivated, attitude - looks forward 

to work, commitment and behaviour are all statistically significant. The opportunity to 

acquire skills is slightly significant with attitude and satisfied with work. The results 

have shown that if the officers have a good balance of work with other aspects of their 

lives then they will be committed, content, and motivated to give a much more effective 

service to the organisation. 

The purpose of the qualitative analysis is to use the semi structured interviews with the 

line managers as a way of validating and testing the reliability of the results presented in 

Chapter 5. The officers' attitude to work life balance and their current shift patterns has 

demonstrated their satisfaction and the positive affect on the psychological contract. 

However any change to work patterns could have a negative impact on the psychological 

contract. 

This chapter also includes a case study of the PSNI Central Communications Control 

Centre, the purpose of this case study is to illustrate and support the research carried out 

for this project. The results validate the quantitative analyses and test the reliability of 

the findings. 
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6.1 INTRODUCTION 

Qualitative research is a research strategy that puts emphasis on words rather than 

quantification in collection and analysis of data. As a research strategy it is inductivist, 

constructionist and interpretivist but most qualitative researchers are more influenced by 

interpretivist, (Bryman, 2004). Qualitative research is defined as research that focuses 

on exploring and understanding the attitudes, opinions, feelings, and behaviour of 

individuals. 

Qualitative research seeks mearung and it focuses on configurations of how 

combinations of attributes and conditions which come together, (Bryman, 2004). In 

1960's there was an attack on positivism from Kuhn and Popper which resulted in an 

intellectual attack on the natural science model for certifying knowledge as reliable and 

objective, (Brewer, 2000). This led to an attack on questionnaires as a reliable method of 

collecting data. A new idea emerged giving legitimacy to new procedural rules and a 

new method of collecting and analysing data, for example: conversational analysis and 

participant observation. This is how the humanistic model of social research developed 

and was based on the methodology of naturalism, (Bryman, 2004). 

The approach of this research is interpretive critique. It is centred upon the nature of 

social data, questioning whether the phenomena are stable and reliable. The interpretive 

critique has its origin in qualitative social science. Its core is the assertion that social 

phenomena are qualitatively different in their nature from types studied in other 

scientific disciplines. The social phenomena are produced by human beings, what is 

observed and can only be manifestations of the inner meanings. However, -the social 

data can be contaminated by the way a human's subjectively react to being the subject of 

research. 

Therefore, the interpretive critique calls into question the assumption of the positivist 

approach, that there are stable regularities existing at a level beyond that of the 

individual, which can be measured. The interpretive critique can be seen as a special 

case of the general post-modem view of social reality. 
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The naturally occurring situation in this study is face-to-face interviews with employees' 

managers. There is some emphasis on the observing of the reactions naturally, rather 

than making assumptions before the interview. The analysis of people's 'meaning' from 

their own feelings and perceptions provides a more reliable and objective outcome from 

the research, through the collection of qualitative data. 

The ontological and epistemological assumptions in this approach further highlight the 

humanistic methodological position whereby people have the capacity to interpret and 

construct their social world and setting. People have the capacity for language, possess 

knowledge and have the ability to tell others. However, the researcher may want to 

extend the analysis beyond the line managers' account given during the interviews. 

Often researchers with preference for the humanistic model will ask certain types of 

questions which will approach the topic in terms of people's meanings, attitudes, 

perceptions and interpretations. Therefore, they have a preference for the methods of 

certain data collection techniques. The popular methods of data collection in qualitative 

research are techniques such as informal interviews, participant observation or 

conversation analysis. The main types of data collection used in this research project are 

derived from fieldwork that involved structured and semi structured interviewing, which 

includes participant observation. 

This research uses the mixed method approach which combines the qualitative and 

quantitative analyses into the research methodology of the study as reported by 

(Tashakkori et al 1998). It is a sequential or two phased study. The researcher first 

conducted the quantitative phase of the study but while waiting for the return of the 

completed questionnaire forms this qualitative phase was initiated and run-in parallel 

with the main study. The two phases were separate and data were analysed, 

quantitatively at the officer level while qualitatively at the unit level and at the service 

level. 

The researcher designed a questionnaire which enables some comparisons to be made of 

different perceptions about the shift patterns in operation within the Urban Region, 

Operational Command Unit (QCU). The purpose of this questionnaire is to make some 
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comparisons with the quantitative analysis in Chapter 5. The content of the questions 

are similar and have tried to mirror the conceptual framework model. The questionnaire 

was completed by the 25 supervisors who were selected for face to face interviews. 

By using semi structured questions to carry out the interviews it enabled the researcher 

to make concise judgment on how the managers view organisational efficiency. Each 

interview comprised 31 questions and each manager was asked the same questions - See 

Appendix 5. 

6.1.1 Random Selection of Managers 

The semi-structured interviews were carried out with line managers/supervisors for 

some of the police officers selected in the random sample used in the quantitative study. 

The line managers were interviewed face to face about their perceptions of shift 

working, the psychological contract and the impact on their wprk and life in the PSNI. 

The random selection of 25 supervisors who have managerial responsibility for the 

officers randomly selected to take part in the questionnaire survey used in the 

quantitative analysis covered in Chapter 5. The interviewer also had a prearranged 

questionnaire which each one of 25 managers completed and returned to the researcher 

in the normal way before the interview took place. The questionnaire was not analysed 

as part of the qualitative study. 

6.1.2 Interview Design 

There are three types of interviews used in social science research. These are structured, 

semi -structured· and unstructured interviews. 

It is important to determine the type of interview which is practical and will get the most 

useful information. For one to one interviewing the research requires individuals who 
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are not hesitant to speak and share ideas. The structure interview is very fonnal and 

somewhat inflexible. It doesn't allow for in depth discussions to take place. 

Semi-structured interviews are formal. The interviewer had prepared prearranged 

questions and the interview was conducted in a fonnal manner. Alternatively, the 

unstructured interview has no fonnal structure but the researcher can probe and get 

infonnation from the respondent. The respondent answers the question in a natural 

fashion. This method of interviewing wasn't used in this project. 

In a structured interview, all the questions are prearranged and are asked in a structured 

fashion. Any additional statement or questions by the interviewer are controlled. In an 

unstructured interview there is less control but the interviewer can 'dig deep' and 

perhaps get a more enriched understanding than in a fonnal interview. In this case the 

respondents' thoughts are in a natural sequence. Control is an advantage in a structured 

interview because the data has been controlled in a standard fonnat. Therefore, it is 

possible to compare, quantify and subject it to statistical analysis. However, the quality 

of infonnation gained from a structured interview depends on the design of the 

questionnaire. Many of the problems in data collection can be minimised through good 

questionnaire design. 

The art of questionnaire design involves forward thinking about the research problem, 

what the concept means and how it will be analysed. Designing questionnaires is crucial 

to anticipate what information will be required to ensure that the relevant questions are 

fully answered. 

6.1.3 Semi Structured interviews with line managers 

The research interview is a prominent data collection strategy. The semi-structured 

interview refers to a context in which the interviewer has a series of questions that are in 

a general fonn of interview schedule but is able to vary the sequence of questions. The 

questions are frequently more general in their frame of reference than those typically 

found in a structured schedule. 
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The semi-structured interviews with 25 line managers gave the opportunity to obtain 

more in-depth information and allowed the researcher to obtain a qualitative picture of 

issues facing officers. Generally the interviewer had some latitude to ask further 

questions in response to significant replies. It gives an opportunity to probe on how 

effective the organisation is in meeting the objectives set by the NIPB in the annual 

Policing Plan. The semi structured interviews took place in parallel with the main 

questionnaire survey which the random sample of police officers completed. All the 

interviews were transcribed. The interview questions were structured similarly to the 

questionnaire survey. The respondents focused on their perception of and attitude 

towards the current variable shift patterns and psychological contract. Many of the 

respondents elaborated on the questions asked with result there were supplementary 

questions which had to be addressed and the discussion added to each of the main 

questions. 

The supervisors were inclined to give detailed responses which meant the data WIlS not 

controlled in a standard form. Th~ researcher gained a lot of additional information 

from the line managers but they were all giving similar responses and appeared to 

experience the same difficulties with the variable shift system. 

In this study participant observation was used during the interviews to collect and 

validate the data obtained from police officers. 

6.2 COMPARISONS FROM MANAGEMENT QUESTIONNAIRE 

Table 6.1 summaries the main variables showing opinions of different supervisors:-

Table 6.1 Summary Table of the Opinions of Supervisors 

Psychological Contract Behaviour Performance Attitude 

Truth Honesty Sickness Objectives Satisfied Motivated Overtime 

11 20 13 13 20 23 15 
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The twelve respondents felt that the traditional 8 hour shift pattern was better than the 12 

hour shift pattern, three had no opinion and ten thought the 12 hour shift pattern was better. 

From a health and safety point of view fourteen thought the 12 hour shift was better and 

twenty two said that the 12 hour shift pattern provided a better work life balance. 

However, eighteen thought that the peaks in demand were being met with the 10 hour shift 

pattern, while fifteen felt the health and safety was improved with the 10 hour shift pattern. 

Twenty of the supervisors thought that the 10 hour shift pattern provided a good work life 

balance. 

In comparing the 10 and 12 hour shift systems around fifteen supervisors suggested that 

the peaks in demand, health and safety and the work life balance of their officers were 

good. The majority of respondents felt the 10 hour shift and the 12 hour shift patterns 

improved the work life balance of personnel. The main opinion about introducing the 

traditional 8 hour shift system was that it would be a mistake. It would not meet demand 

more effectively and would not provide a better service to the public. Although the 12 

hours shift is long the majority of supervisors felt the there was little or no exhaustion or 

fatigue experienced by their officers. However eleven respondents reported some 

difficulties with the 12 hour shift system, while four said they had difficulties. Thirteen 

respondents said that the targets and objectives within the Policing Plan are being met. 

Only two people felt they were not being met. 

The reduction of overtime was less positive, as the majority felt there was some increase 

in the level worked. This is more because of the length of the concurrent rest period, 

and then others are brought in on overtime to backfill if additional searches are to be 

carried out. In relation to sick absence, fifteen respondents stated that there was a 

reduction in the level of sick absence, especially casual sick. Similarly twenty 

supervisors felt that the 12 hour shift pattern had an affect on recruitment and selection 

because most officer prefer the 12 hour shift system and this created difficulties for 

Crime and CID as the majority were applying for special posts like TSG and BRC. 

Retention is easier where the 12 hour shift patterns are in operation. 

The psychological contract is very interesting as thirteen supervisors are quite sure they 

have a positive psychological contract. Twenty three out of the twenty five are highly 
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motivated. Twenty are content with their conditions of service. While, twenty 

supervisors stated that they experience a lot of trust and honesty between themselves and 

their officers. 

The flexible working questions revealed that eighteen respondent think that flexible 

working has reduced the level of sick absence, nine state that it has affected retention 

and ten see recruitment and selection affected by flexible working. All of the units 

studied do provide the opportunity for officers to apply for flexible working 

arrangements. Fourteen respondents would like to see additional flexible working 

namely, term time working, reduced hours and compressed hours. Fourteen of the 

supervisors feel that flexible working motivates police officers. However, thirteen of the 

respondent fine flexible working very difficult to manage. 

The last questions asked the supervisors, 'Is there any other variable shift pattern you 

would like to consider as a manager?' Seven of the respondents would like to see the 10 

hour variable shift pattern introduced across the PSNI, 

6.3 COMPARISONS OF FINDINGS 

Summary Analysis 

In this section a comparison of the findings from the semi structured interviews and the 

questionnaire analysis will be considered. 

Sickness - BehaviourlEffectiveness 

In the first interview the manager was of the opinion that enough wasn't being done to 

reduce the sick absence and improve the organisational effectiveness. Some felt that the 

short term absences and casual sick had reduced because of the 12 hour shift system 

with four days working and four days resting. One respondent said that the variable 

shift system had most definitely reduced the level of sick absence. He added that his 
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unit was operating to full capacity. Others reported that there was a definite reduction in 

the level of sick absence, especially in Urban oeu. 

Psychological Contract - Honesty and Truth 

In the first interview it was mentioned that police officers at the coal face were not 

getting opportunity for promotion because of the HPDS scheme. He felt that this had a 

negative effect on morale. He didn't think that his psychological contract was founded 

on truth. However he feels most definitely he has a positive psychological contract with 

the employer. Others reponed they had a positive psychological contract based on truth 

and honesty. One respondent said that the police service had given him a good career 

and an excellent standard of living. During interview number 8 the res~ondent said ~hat 

he did not have a positive psychological contract. He went on to add that it wasn't built 

on truth and he certainly did not trust senior HR personnel. It was observed that this 

respondent had a problem with his authorities and it was a personal issue. 

Flexible Working - Work-life Balance 

The majority of respondents thought that additional flexible working was needed, 

especially term-time working, reduced hours and compressed hours. It was thought that 

flexible working helped recruitment, selection and retention and it encouraged officers 

to join the oeu when they knew the option was available. The provision of flexible 

working allows female officers to continue with their career while raising a family. 

Otherwise many would have to resign. Some of the respondents said that flexible 

working and reduced hours are difficult to manage, especially in TSG. If a crew is doing 

searches and an officer may be working part-time and needs to leave early, it means the 

officer has to be driven back to their base. This can delay or interrupt a search which 

may be sensitive or even urgent. 

Overtime 

The majority view is that overtime has increased with the introduction of the 12 hour 

variable shift pattern. The 12 hour shift pattern has implications for the organisation. 

The resources are available when they are not all needed and there are too few at peak 
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demand times. Therefore other units have to be brought in on overtime thus leading to 

an inefficient use of personnel. 

Targets and Objectives 

There are thirteen respondents reporting that objectives and targets are being met with 

the variable shift patterns in operation. The sergeant from RPU favoured the 10 hour 

shift pattern as it pennits briefings and debriefings and also allows officers to catch up 

with their files and administrative duties. As the main objective for RPU is to reduce the 

fatal accidents and promote safer driving, the supervisor is happy that the targets are 

being achieved through the fixed penalty process and drivers being cautioned. 

Motivated 

Twenty three out of the twenty five interviewed stated they are motivated and quite a 

few are highly motivated. Some felt that they are dedicated to their job, love their work 

and that is how they get satisfaction but are not happy with some of the management 

decisions. Others felt that their conditions of service were excellent and that they are 

highly motivated as their psychological contract is based on a foundation of truth and 

honesty. Many alluded to the fact that their officers were motivated. There were more 

apparently motivated amongst supervisors from TSO and RPU. 

Satisfied 

Most of the supervisors interviewed are satisfied with their role, conditions of service 

and employer. There were a couple who aren't satisfied but at the same time they were 

critical of management during the interview. Many felt that their working conditions are 

first class. The majority are satisfied with their role and happy with the employer. 

6.4 COMMUNICATIONS CONTROL CENTRE - CASE STUDY 

In the main research study, data collected from respondents based in the emergency call 

centre, Belfast Regional Control (BRC) evidenced little trust and lack of motivation 
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amongst some of the more senior constables and sergeants. The areas of concern were 

examined in more detail in this case study conducted at the centralised c,ommunications 

control centre in the PSNI. One main point of concern was that one supervisor reported 

that he had worked on average 65 hours overtime per month for quite some time. The 

situation may have arisen because the centre had been given a lot of extra duties. These 

additional duties have come from other headquarters departments which were being 

restructures and therefore devolved some of their responsibilities to BRC. The concerns 

were that many of the extra duties were devolved without much consultation with the 

local management. There was eviqence of pressure due to an excess work load which in 

some cases led to work related stress and an increase in the level of sick absence. 

In Chapter 5, it was reported in the main study that if decisions are made without 

consultation, there is not a lot of trust so employees do not perform duties beyond their 

employment contract. The author found that there was evidence of devolving additional 

duties to the communication controllers from other central headquarters departments, 

without little consultation. This resulted in an increase in the volume and pressure of 

work which in turn had led in some cases to some lack of motivation, work-related stress 

and an increase in sick absence amongst the longer serving controllers. Kinnie, Purcell 

and Hutchinson (2000) stated that much of the research which was carried out on call 

centres was treated as ifit was 'homogeneous'. It was evident from the literature review 

that the work in the PSNI emergency call centre varies considerably, in relation to 

monitoring, skills, knowledge base, job design, and HR practices than work in other call 

centres which have been reviewed by other academic researchers. 

Monitoring in the PSNI emergency call centre can be achieved by the information 

retained on the employees' activity profile on the call management system. This enables 

management to examine a number of quantitative indicators of performance. This 

includes the average handling time and the number of calls taken by each officer. The 

supervisors can remotely listen to the controllers' conversations, so the performance can 

be monitored and evidenced. Tape recording activities have become essential because 

ofthe policy on complaints received by the Police Ombudsman for NI (PONI). These 

complaints may come from the caller or other members of the public, so the evidence is 
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available to deal with the complaints. The recordings protect the controllers from alleged 

negligence. On the other hand if a controller does give wrong information or has been 

negligent then the senior management has the evidence to be able to deal with the 

matter. 

6.4.1 Structure and staffing of the Communications Control Centre 

The results from the main study showed that in the central communications centre there 

was some evidence of low moral, little or no psychological contract, little trust and lack 

of motivation. The PSNI central communications centre is located in the Greater Belfast 

area and has been the hub of communications in the police service since the early 1960s. 

Its' fundamental role is answering of999 emergency police calls. The process of call 

handling involves initial contact with the public when the incoming calls are answered. 

The communications controller then grades and assesses the call to determine the 

urgency of whether or not a police response is required immediately. Finally, resources 

are dispatched to the incident, the command and control serial is updated arid closed 

when appropriate action has been taken. 

This emergency call centre carries out a very important function within the police 

service as it also handles call-outs and dispatches resources across the Greater Belfast 

area and Urban Region which now covers a large geographical spread from Newcastle in 

South Down to Toomebridge in North Antrim. A map of the Districts is attached in 

Appendix 12. 

Belfast Regional Control, the emergency police control centre in Northern Ireland is an 

integral part of the PSNI's organisational Headquarters structure. The emergency call 

centre provides radio and data communication, emergency 999 call handling and the 

command and control of all incidents requiring emergency response across the whole of 

Urban Region. This also includes the coverage of the motorway networks and the 

central vehicle index. 

In November 2002, this emergency call centre took on additional duties when the Force 

Communications and Information Centre (FCIC) was closed at PSNI Headquarters. The 
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duties and function of the FCIC were assumed by BRC. After taking on additional work, 

this resulted in this call centre becoming the main Police Emergency Call Centre in the 

PSNI. Since 2002, it has taken on more additional work with service wide 

responsibilities. The emergency call centre is now the focal point of contact for Northern 

Ireland in relation to silver firearms, and tiger kidnapping incidents. A silver firearms 

incident is one whereby the perpetrator is chased by an Armed Response Vehicle 

(ARV), the BRC supervisor controls the incident until a trained silver firearms officer in 

the District takes control of the incident. A tiger kidnap is when a proprietor is held 

hostage by the criminals, while other members ofthe gang steal the key to the owner's 

shop and raid the safe. 

Police forces in the rest of the United Kingdom, Europe and the rest of the world 

contact this Control Centre in relation to suspect criminals and illegal immigrants. BRC 

provides a point of contact on a 2417 basis for police forces worldwide in relation to 

counteracting serious crime and counter terrorism. It carries out functions on behalf of 

the Assistant Chief Constable for the Urban Regional area. 

Currently, the emergency call centre operates a single tier control system whereby the 

communications controllers answer emergency 999 police calls, dispatch resources to 

the incidents, input details of each emergency call onto the command and control 

system. The process map of the controller's duties answering 999 calls has been drawn 

up by the researcher of this study and can be gleamed in Appendix 13. Controllers 

monitor, update and close all incidents on the command and control system. In addition 

to these tasks communications controllers have to operate a minimum of three radio talk 

groups or channels. In England and Wales two and three tier systems are more common 

in the overtly centralised call centres. The importance of the system in England and 

Wales means that genuine emergency calls are filtered. The communications controllers 

receive emergency calls and deal with the dispatching of resources to the scenes. The 

non-emergency calls are handled in a systematic manner by non specialised personnel. 
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Following the closure of the FCIC at the Police Headquarters, eight additional 

communications controller posts were allocated along with the work. There were five 

supervisor posts allocated but these posts were not filled as part of the overall 

downsizing of the organisation. During this time there were plans to introduce more 

civilian staff to taken on part of the controller duties in the emergency call centre. This 

recommendation was made under the staff optimisation plan introduced from a Report 

on the Police Service in Northern Ireland. The Staffing Organisational and Review 

Team (SORT) reviewed the emergency call centre to identify a number of specialist 

posts for civilianisation. A job evaluation and grading structure review was started 

2002/03. It recommended an enhanced grading for the civilian employees. The issue of 

recruiting civilian staff at a higher grade to emergency call handling was no longer 

considered to be a priority for the organisation because of financial constraints. The 

roll-out of the Barracuda radio system increased the number of talk groups from eight to 

twelve. These talk groups are managed by the communications controllers. This resulted 

in an increase of the workload by almost 50 per cent on each desk. 

As a result of additional duties, staffing levels did not reflect these changes. This has 

resulted in a high level of overtime working. It has contributed to an increase in work 

related stress and ultimately an increase in sick absence. There is little resilience in 

staffing levels to cope with the volume of work. Therefore high level of overtime 

working is required to back fill absenteeism. This in turn has led to a further increase in 

the level of sick absence. 

Deery et al (2004) and Taylor et al (2003) reported that call centre work is often 

intensive, pressurised and stressful. This was notable in workflows where call 

throughput is prioritised and breaks are minimised. The researchers commented on the 

high levels of sickness absence in call centres they studied. 

6.4.2 Systems and Work Processes 

The etnergency Control Centre is a 2417 unit operating the 12 hr shift pattern with 4 

Sections on the four days on four days off arrangement. There was a single tier 
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approach to processing and handling 999 emergency police calls. This had been 

considered fit for purpose. The comtnunications controllers answer the 999 call, dispatch 

resources, input information unto the command and control system and handle four radio 

channels simultaneously. Each section of communications controllers are supported by 

four civilian communications assistants on the motorway desk plus one agency staff 

member carrying out the communications controllers job and handling the call-out desk. 

A Process Map of the Controller duties can be gleamed - Appendix 13. The supervision 

desk on each shift comprises two supervisors, one being of the more senior rank of 

Inspector. Quite often the supervision comprises two officers of the rank of sergeant 

along with one officer looking after the technology and operational planning duties. 

There are four desks to manage the process, one for each District. Each desk is staffed 

with three communications controllers who monitor four radio channels and other talk 

groups. These talk groups have increased from eight to twelve following the introduction 

of the Barracuda radio system. The work load is distributed equitably. However at 

weekends the North, West and South Belfast desks can be very busy. The head of the 

Urban Region and the head of the emergency Control Centre have introduced minimum 

operating levels during peak periods. They have taken the opportunity to reduce staffing 

at down times. This policy is consistent with operational contingences throughout the 

organisation. 

The minimum staffing levels for the four desks is considered to be three 

communications controllers. Then the budgetary process must reflect this minimum 

operating requirement so both the establishment of posts and the subsequent realistic 

budget levels can be set to give resilience and enable responsible financial management. 

The current establishment of the emergency Control Centre is fifty four communications 

controllers and twenty two civilian communication assistants. There are four sections 

with an average of thirteen communications controllers and five communications 

assistants on duty, given abstractions for annual leave, rest days, and sick absence. 
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6.4.3 Skills 

The experience and skills of communications controllers and communication assistants 

provide a continued effective service. In the HMIC Inspectorate report it was 

recommended that there should be greater evidence of multi tasking. with 

communications assistant staff answering emergency 999 calls. Given appropriate 

training, it may also be possible for them to input information unto the command and 

control system for the communications controllers. 

The HR Manager and the OCU Commander drafted an internal transfer policy for the 

OCU. They proposed that the personnel requiring light duties on a temporary basis 

could assist with 999 call handling in a two· tier format. 

In the March 2006, the oeu Commander received approval to implement and operate 

the internal transfer policy. This meant that officers from operational support groups 

such as TSG who were declared by Occupational Health as requiring light duties or unfit 

to continue with public order duties could be temporarily transferred to the emergency 

Control Centre. This would help as they could answer 999 call~ and input information 

unto the command and control system. Then if the officer decided to become a 

communications controller he/she would be scheduled to attend the two week 

communications controller's course. As the vacancies arise they could be 

accommodated permanently within the emergency call centre. The policy is seen as a 

retraining programme for police officers within the Operational Command Unit. This 

policy takes care of their welfare needs. The policy had now been in operation for 

twelve months and is proving a success. There are two officers fully trained as 

communications controllers, with four officers waiting to be allocated a place on a 

communications controller's course. 

The policy allows for any officer employed in the QCU wishing to register an interest in 

going to BRC with the HR Manager. At present, there are three officers on a waiting list 

for transfer into the emergency Control Centre, once vacancies arise. All the officers 
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who have transferred or went on a temporary basis are proving to be a very valuable 

asset to the emergency Control Centre, and the organisation as a whole. 

Recently both communications controllers and supervisors have had to undergo new 

training in silver firearms incidents, response vehicle pursuits and airport emergency 

incidents. The supervisors are trained as Commanders for silver firearms incidents by 

Kent Police. This training is essential for the emergency call handling staff as the call 

centre is the organisation's emergency centre covering Northern Ireland in relation to 

these activities. 

6.4.4 Research on the volume of work 

Research on volume of work has been evaluated by different methods. There were semi 

structured interviews held with a random sample of supervisors and controllers from 

different sections within BRC, the PSNI main emergency communications centre. There 

was a Job Evaluation and Grading Structure (lEGS) carried out and job questionnaire 

forms were completed. A random selection of various ranks or grades was evaluated 

using JEGS 2000. 

A questionnaire was designed. The purpose of the survey was to evaluate the volume of 

work, review of the pressure of work, in addition to stress and attitudes of personnel 

towards the shift patterns in operation. 

Statistics were collated from the command and control system regarding the volume of 

emergency calls, radio transmissions, command and control incidents and other 

activities. These tables can be seen in Appendices 14 and 15. Finally, the researcher 

worked during night shifts and at peak periods in the emergency Control Centre to 

monitor the activities. It was invaluable to sit with supervisors during peak periods to 

evaluate the volume of work and stress. 
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6.5 RESEARCH METHODOLOGY 

This research was carried out initially as part of this PhD research project. Then by 

looking more closely at the emergency call centre, the head of the OCU, Urban Region 

and the head of the emergency Control Centre decide the research could be developed to 

improve the performance management and the organisational effectiveness of the centre. 

The Structure Organisational Review Team (SORT) reviewed the emergency Control 

Centre in 2002/03 but the review was never finalized. The Business Improvement Unit 

carried out a review in October 2005 and this report was reviewed as part of this 

research project but the recommendations were not considered. 

The methodology used in the initial survey for the PhD was a questionnaire issued to a 

random sample of four hundred employees across the Operational Command Unit in 

Urban Region. However, the present case study is more in-depth and focused research. 

The research method used comprising semi structured interviews and questionnaires 

were aimed at another random sample of communication controllers and their 

supervisors. Following the results of the main survey the researcher drafted the second 

questionnaire and carried out semi structured questions. The research was started by 

sitting alongside communications controllers and supervisors at different times of the 

shifts patterns. Each task was timed and the volume of emergency calls was quantified 

over several shift rotas. The command and control incidents were logged as were the 

call outs received. This study mainly included the late shift and night duty. 

The communications controllers responded to questions asked in the semi structured 

interviews. They assisted in the completion of the job questionnaire for use with 

computer software in Job Evaluation and Grading Structure (JEGS) 2000. The 

researcher recorded the processes for the purpose of quantifying the volume of work and 

the process mapping of the tasks for the senior management. 

The questionnaire included a section on the attitudes and perceptions of the 

communications controllers. This part of the survey was carried out in parallel so that 
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the researcher could gauge the level of stress or pressure the officers endured. The 

supervisors were also included in attitude survey. 

The actual volume of work has been taken from Integrated Computer Systems (ICS) and 

has been presented in charts and tables in the Appendices 14 and 15. The sick absence 

records have been taken from the records held on the organisation's HRM computer 

records. The local emergency Control Centre statistics are presented to demonstrate the 

percentage increase sickness in the centre during the period ofthe study. 

6.6 SEMI STRUCTURED INTERVIEWS 

Controllers and supervisors were selected at random. There were three Inspectors, two 

Sergeants and five constable controllers across different sections interviewed. The 

responses were similar and the information being gathered reached saturation point. 

6.6.1 Main duties of call centre personnel 

The duties of the role ofBRC staffwere described as follows:-

• Emergency 999 call handling for Urban Region, comprising 12 District 

Command Units and one Operational Command Unit 

• Record on command and control all incidents which require police response 

• Deployment of police resources to incidents 

• Update and complete records of reported incidents and other events on the 

command and control computer system 

• Continual monitoring and use of TETRA operational radio talk groups in Urban 

Region. The talk groups have increased from 8 to 12 since the introduction of 

Barracuda. This is an increase of 50 per cent in the number of radio channels 

now managed by controllers. 

• Handling of intruder and personal attack alarms calls from Alarm Receiving 

Centres 
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• Handling of police radio broadcast alarms ( Hawkeye) 

• Handling calls on the Motorway Emergency Roadside telephones 

• Monitoring the use of CCTV cameras covering the motorway network 

• Monitoring the use of Road Service Computer for display signs and messages on 

the motorway Gantry signs and the implementation of action plans 

• Handling calls on Crime Stoppers Telephone that is Northern Ireland and the 

North West Region of the UK 

• Handling incoming emergency SMS messaging from deaf, hard of hearing and 

speech impaired persons across the whole of Northern Ireland 

• Callout of police and external agencies for the whole of the Police Service of 

Northern Ireland 

• Monitoring of all incidents/events on command and control across Rural Region 

• SPOC for General Aviation Report of aircraft arriving at non designated airports 

• Handling pager alerts for the Northern Ireland Ambulance Service for 

defibrillator activations 

6.6. 2 Other main functions BRC performs for the PSNI 

• Gold Command for pre-planned major events in Urban Region and the 

spontaneous critical incidents in Urban and Rural Regions 

• Managing vehicle pursuits in Urban and Rural Regions 

• Silver Command for spontaneous firearms incidents in Urban and Rural Regions 

• Tiger kidnaps 

• Armed Response Vehicles (ARVs) across Northern Ireland for Urban and Rural 

Regions later in 2007. 

• Representation on a wide variety of working groups and project teamslboards on 

IT and Policy Development and other issues. 

6.6.3 Controller Semi - structured Interviews 

The first interview was held on Friday 17 November 2006 at 1600 hours. The female 

controller interviewed had served 24 out 28 years police service in BRC. The control 
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desk covered was East Belfast, North Down and Ards DCUs. Having discussed the 

duties as list above, the officer concerned believed that prompt answering of emergency 

calls was imperative along with the efficient dispatching of police resources to the 

incident. During the interview each task was timed from the receipt of the 999 call to the 

closure of the command and control serial. 

Details are as follows:-

• Answer 999 call at 1600 hours and obtain information from the caller, enter 

preliminary details on command and control. If time does not permit take 

notes in long hand. Time 1 minute. 

• Radio North Down crew to attend scene. One call sign tied up then the 

controller had to request second car to attend. Time 30 seconds 

• Spoke to caller and informed caller that police were on their way. Typed up 

information on command and control. Time taken 3 minutes 

• East Belfast crew radio call to request custody for prisoner, typed 

information on serial already opened earlier. Total time 1.5 minutes 

• Radio call from Ards crew. Time controller took to deal was 1 minute 

• Another radio call from North Down re serial opened at 1600 hrs Time taken 

1 minute 

• Controller listening to 3 radio channel at once. 

• Another 999 call comes in, Controller repeats process. Time taken 1 minute. 

Follow up times of arrival of each call. All emergency calls appear red on 

screen and once the resource is assigned it turns black. 

• Crews arriving at scenes will request agencies like Fire Service, Ambulan~e, 

Health & Safety, Coast Guard, Department of Agriculture and Rural 

Development (DARD), Met Office, Northern Ireland Electricity (NIE), 

Department of the Environment, Department of Regional Development or the 

Northern Ireland Office (NIO). The BRC Controller organises this request 

by making a direct call or requesting the Call-out Desk to respond. 
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• Internal PSNI branches for example Photography, CSI, Fingerprint Branch, 

Murder Investigation Team (MIT), TSG, Road Policing, local CID Units and 

uniform police. 

• If response crews make arrests, the controllers make arrangement for the 

custody suite. Currently the access to Custody Suites is quite difficult and 

some prisoners have had to be taken as far away as Dungannon or Ballymena 

because all cells are either full or not available in and around the Belfast area. 

During Operation Gull this can happen. 

• Any other thing required in relation to finishing off a call and taking the 

report from the crew at the scene 

• Input information on command and control to close the serial. 

The controller can have a number of serials open at the same time. There are three 

officers per control desk. There are 4 control desks coping with 12 DCUs. The 

controller's job is reactive to emergency calls and radio transmissions. 

The call timed took 4.5 minutes to answer, initiate response, up date the caller, open 

serial and type information. Another 4 minutes was taken up talking to 3 radio channels 

frofIl the 3 DCUs requesting different actions to be taken. This level of activity was 

constant for the other 2 controllers on the same control desk. 

6.6.4 Staff Attitudes and Opinions 

The employees who were interviewed feel they have the autonomy to answer all calls 

and make decisions. Many find the work in the emergency Control Centre is a chaUenge 

which helps to increase motivation. The main factors causing stress is the pressure of 

work due to staff shortages and working too much overtime to backfill for sick absences 

and leave. The additional duties of the work transferred to the Control Centre over the 

last few years, has been a contributing factor. The semi structure interviews follow:-

One supervisor said, 'There is an ongoing problem trying to get resources on the ground 

to the incidents '. He went on to say, 'This can be due to the lack of resources or 
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supervision at local station level '. He said, 'Some districts have too many inexperienced 

officers in Response Units. When they are attending scenes they are much slower 

dealing with the incident than an experienced colleague. The communications 

controllers in my Section are giving advice to young probationers '. 

He made reference to other problems his team is experiencing. He said, 'At the weekend 

we find there isa high number of non emergency calls received especially during the 

night life in Belfast City. Many young callers use the 999 emergency telephone number 

on their mobile telephones because it is free and no cost to them. They repeatedly say 

they have no money in their telephone to ring a non emergency number '. 

This supervisor commented that he has been working on average sixty five hours per 

month overtime mainly to backfill for other supervisors. 

A male communications controller said, '/ feel that because of the abstractions through 

early voluntary retirement and medical retirement, the amount of overtime worked had 

caused a lot of stress for the communications controllers and supervisors in the 

emergency Control Centre. / have concerns at this time because there is no pool of 

selected candidates to come in as replacements '. 

He went on to add, 'Although the working conditions are tough at times all the 

communications controllers and supervisors have a good rapport with each other and 

their managers. Ifeel that we may have a positive psychological contract with the PSNI 

I think I can trust my managers. They are honest. In my opinion the problems need to be 

resolved by the senior officers of the organisation' 

However another controller interviewed commented, 'I think there are too many 

changes being made to the organisation without consultation with the managers. They 

do not consult with the people who have to work the new systems they dream up and 

introduce. I am of the opinion that there are too many new personalities with different 

ideas, they lack the in depth knowledge of this organisation. / find inconsistencies are 

creeping in elsewhere in the organisation. All these are impacting on the emergency 

Control Centre '. 
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The general view regarding the 12 hour shift pattern in operation in the emergency call 

centre is favourable. If the staffing levels reflected the volume of work and 

communications controllers availed of the 4 days on 4 days off they would have time to 

unwind with result there would be less sickness and stress. The communications 

controllers feel that the 12 hr shift pattern is very good and does provide a work life 

balance. 

One of the supervisors interviewed said, '1 would prefer the 10 hr shift pattern with 

variable starting times. 1 feel the 12 hr shift pattern is too long when my job is working 

on computer screens all day. Although the communications controllers do get regular 

breaks if the Control Centre is working at a normal level. Regular breaks are more 

difficult to take when it is 0300 hours on a Friday or Saturday night quty when all the 

control desks are working to full capacity. 

When asked about the implementation of five sections working the 10 hour variable shift 

pattern, the supervisor interviewed said, 'Five sections would not work in this 

emergency Control Centre as there would be too many people on the floor when it was 

less busy. The emergency call centre works best with 4 control desks and 4 sections, 

what the supervisors would like to see is an additional communications controller on 

each desk and for each section. This implies they would like see sixteen extra 

communications controller posts in this emergency call centre. 

There was a pilot set up using a two tier system whereby an experimental 999 desk was 

established in parallel with the four control desks. This pilot was to try to alleviate the 

pressure and stress on the controllers. When asked about the experimental 999 call desk, 

the general opinion was that it is good and has been effective. They supervisors praised 

the efforts made by the HR Manager to obtain additional staff. The 999 call desk is 

mainly staffed by officers requiring recuperative duties. They are anxious to get back to 

work after an illness or injury on duty but are not fully operationally fit for their 

substantive role. Therefore, Occupational Health recommends recuperative or restricted 

duties, so they have to be facilitated in the emergency Control Centre carrying out this 

role. Some of these officers have opted to request an internal transfer to the Control 
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Centre. They have been trained to fulfil the full role of communications controller status 

and are proving their value to the organisation. 

In April 2007 under the Review of Public Administration most of County Down joined 

the Urban Region emergency call centre. In the statistics provided it would appear that 

Down is handling double the work of some of the smaller districts. Currently, the local 

call management centre in Down has eight communications controllers working the 12 

hour shift pattern, 4 days on 4 days off. The supervisors felt that the eight 

commqnications controllers and their posts should move with the work to the BRC 

emergency Control Centre. Therefore the total number of extra posts required for the 

emergency call centre would be eight communications contro\ler posts. 

Officially, the emergency call centre operates a single tier control system as shown in 

Appendix 13 - BRC Emergency 999 Calls - Process Map. The communications 

controllers answer emergency 999 calls, dispatch resources to the incidents, input details 

of each emergency call onto the cOlllilland and control system. They monitor, update 

and close all incidents on the command and control system. In addition to these tasks 

communications controllers have to operate three radio talk groups or channels. In 

England and Wales two and three tier systems are more common. The importance of 

introducing a second tier to the PSNI system would mean that genuine emergency calls 

are filtered so the controllers who receive these calls and deal with the dispatching of 

resources. Then the non~emergency calls received are handled in a systematic manner 

by non emergency call handling personnel working at the experimental 999 call desk. 

The non emergency calls received can range from nuisance calls to youths using the 999 

emergency number to try to call taxis in the early hours of Saturday and Sunday 

mornings. 

The female communications controller interviewed had been ill in January 2006 with 

work related stress. She was due to retire in two months from the date of the interview. 

She said: In twenty four years service in the emergency Control Centre this never 

happened to me before. I feel there were also environmental factors in addition to the 

excess overtime and pressure. There is no natural light and the air conditioning system 
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has been giving problems for a number of years. It can be either too hot or too cold. 

One of my supervisor's had taken Bell's Palsy a few years ago due to the cold air from 

the air conditioning system. 

The other controller on the desk said, 'I feel that because of the abstractions through 

medical retirement and voluntary severance, the amount of overtime worked has caused 

a lot of stress for both the controllers and supervisors in BRe. I have concerns because 

there is no pool of selected candidates to come in as replacements '. 

On Thursday 23 November 2006 at 1100 hours another controller from a different 

section was interviewed. This controller has been in BRC since the end of August 2005, 

a total of 15 months. The control desk covers South Belfast, Castiereagh and Lame 

DCUs. From 0700 to 1100 hours on 23rd, the controller had handled 24 emergency 

calls. On a very busy day South Belfast could have up to 160 emergency calls, 

Castlereagh 24 and Lame 16. During the interview, the officer took 5 minutes to answer 

an emergency call, taking the details and typing information unto the Command and 

Control. As Castlereagh DCU prioritise calls in order of importance, it took the 

controller 20 minutes to despatch police resources to the scene. Castlereagh DCU has 

very few resources and most days only 2 response cars are available. 

When there are difficulties getting response crews to attend, this controller has had to 

contact the DCU Call Management Unit to check ifthey can resolve the response at 

local level. This controller explained that there are difficulties obtaining results from the 

response crew attending. There have been a number of times when the response crews 

have had to be called on the radio so the controller can get the result which has to be 

typed onto the command and control to close the serial. If all the other desks are busy, 

controllers cannot lift other incoming calls this puts the controller under pressure. The 

supervisors have to pick up the calls and deal with them. 

The controller was asked to describe problems and issues which had to be dealt with. 

The list is endless but assault, missing persons, burglaries, shootings, R TCs, fatals, 

drownings, suicides and calls from the elderly if they have fallen and require help. 
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When probationers are responding to incidents, the controllers have to give them advice 

and guidance which can be time consuming. 

On Saturday 2 December the researcher worked from 1900 to 0330 hours. A controller 

with 4 months experience in BRC was interviewed. He works on the North Belfast, 

Newtownabbey and Carrickfergus control desk. He was asked to break up his time by 

giving an estimated percentage of time spent on each main job activity. 

• Answering 999 calls = 10 % 

• Dispatching resources = 10 % 

• Controller liaising with call signs while attendance at incidents = 50 % 

• Follow up non response call management units = 25 % 

• Non emergency 999 calls - there is no method to transfer calls to the 0845 

number. These non emergency calls account for 5 % of the controller's time. 

• During Friday and Saturday night a lot of party goers ring 999 if they have no 

credit left in their phone. 

• This controller averaged his emergency response time at 15 minutes per serial. 

Another controller who has served 10 years in BRC was asked to break down his time 

into an estimated percentage of time for each main job activity. 

• Answering 999 calls = 5 % 

• Dispatching resource to the scenes = 10% 

• Writing up call and follow up = 30 % 

• Calls can be delayed because insufficient details has been given = 20% 

• Time spent liaising with call management units at Antrim, West Belfast and 

Lisburn DCU s = 20% 

• The controller receives a lot of calls from Securicor - can be every 5 minutes 

during the day. Handling radio calls = 15 % 

This controller raised the problems with Custody Suites. He said, 'There is a constant 

battle with Custody Sergeants. Some suites are closed, some designated stations are 
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undermanned, calls signs get blocked with mundane issues and at peak times it is 

impossible to get prisoners into custody '. He went on to add, 'Urban crews have had to 

take prisoners to Craigavon, Dungannon, Ballymena and on one occasion this week to 

Maydown in order to get them processed. 

6.6.5 Supervisor Semi-structured Interviews 

The role of the supervisors is to supervise the controllers. They ensure prompt 

answering of emergency 999 calls and efficietlt dispatch of police resources. Th~:y 

ensure operational support through the call out procedures. It is the responsibility of the 

supervisors to ensure the work is done effectively and within budget. 

On 16 November 2006 a sergeant was interviewed. He was asked to detail the 

percentage of time spent on each area of work: 

• Supervision of staff, call handling and monitoring of ongoing incidents is 45 

percent for his time. 

• Managing and deploying OCU resources, effective use of DCU resources and 

managing call out procedures is 30 per cent. 

• Implementation of contingency plans, management of vehicle pursuits, 

spontaneous firearm incident command and armed response vehicle (ARVs) 

pursuits accounts for 15 per cent. 

• All section welfare, staff management issues, administration, annual appraisal 

reviews for police and police staff, online crime reports and Health and Safety 

Risk Assessor is 10 per cent. 

• In addition to these duties each supervisor briefs the ACC each morning at 0730 

hours. Li'l-ise with the NIO, Press Office, Military, DCU Commanders and all 

outside agencies. 

On Saturday 2 December 2006 the researcher worked with the two supervisors by 

interviewing and discussing the duties, difficulties and pressures. Earlier in the 
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afternoon there had been riots following a football match. There were five TSG officers 

injured. The early section had been very busy up 1900 hours before the late shift started. 

At 1940 hours 355 emergency 999 calls had been dealt with. Operation Gull an 

immigration operation was ongoing and two arrests had been made at 1915 hours. They 

were 2 Nigerians arrested at Stenaline, Belfast Port. The supervisors were liaising with 

Strandtown, Antrim Road, Antrim Custody Suites but they were experiencing 

difficulties getting a free cell in a custody suite to take ordinary prisoners. The Gull 

Operation was run between 1900 until 2130 hours. 

By 12 midnight 510 emergency 999 calls were handled in BRC for 2 December 2006. 

A call was received by one of the SGBl regarding a call out for a drowning at Ardglass 

in Down DCUs area. One of the supervisors had to take over dealing with this matter. 

He contacted the mortuary and liaised with the DCU regarding the identification of the 

deceased. This incident took 20 minutes to sort. 

The next incident involved arrests, the second supervisor could not successfully find 

custody accommodation in the Urban Region. Strandtown Custody Sergeant decided to 

use one of the cell reserved for Op Gull. It took 45 minutes to process one prisoner. 

The night life in Belfast city centre was as usual for a Saturday night. 

One sergeant interviewed said, 'There is an ongoing problem trying to get resources to 

the scenes. This can be due to the lack of resources or supervision at DCU level also 

inexperienced officers attending are much slower that experienced colleagues. The 

controllers in my section are giving advice to young probationers. There is also a high · 

number of non emergency calls received especially tonight during the night life in 

Belfast City. A number of callers use the 999 emergency number on their mobile phones 

at no cost to them. They repeatedly say they have no money in their phone to ring the 

0845 number. I have been working on average 65 hours per month overtime mainly to 

baclifill for Inspectors '. 
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The weather was extreme, trees were blown down and roads were blocked, especially in 

Ards and North Down areas. On this particular shift neither of the two supervisors got a 

break. 

6.6.6 Specialised Skills Required by Supervisors 

To perform the role effectively both controllers and supervisors need to demonstrate a 

broad range of skills in the policing environment. Supervisors are silver firearms trained 

so that they can command spontaneous firearm incident across N orthem Ireland. They 

require a broad range of policing skills in both Urban and Rural regions. All staff are 

required to be competent users of MS Office and all PSNI Information Technology 

applications. Essential experience in police radios and boundaries is required by all 

ranks and grades. 

Expertise has to be applied in the following areas:-

• Police Procedures 

• Legislation 

• Radios, computer and Command and Control system 

• Communication skills 

• Problem solving 

• Multi tasking 

The supervisors liaise with the NIO Deputy Officer, Military Watch Keeper, Fire 

Service, Ambulance Service, Coast Guard, mortuary, cash in transit, alarm companies, 

banks and the Met office. In addition to this they liaise with Government departments 

eg DOE, DARD, DRD, HSE for NI, the Rivers Agency, NIE, BT and PON!. 

The range of problems which supervisor deal with are as follows:-

• Vehicle pursuits 

• Response to firearms 

• Police response to incidents 

167 



• Welfare decisions regarding all staff 

• ACCs briefings on all overnight and weekend incidents 

• Advice to all controllers and police support staff 

• Advice to Chief Inspectors, Inspectors and duty officers 

• Press office staff 

Supervisors are responsible for 12 police constables, 4 SGBl Communications 

Assistants and 1 or 2 Agency staff depending on the Section they supervise. 

The Operational Planning sergeant supervises 20 SGB 1 Communications Assistants in 

CV!. Outside normal office hours the BRC section supervisor is also responsible for 

supervising 5 SGB1 Communications Assistants on duty in CVI. 

6.6.7 General comments made by Supervisors 

When the supervisors were asked for general comments on how management could 

improve existing systems and procedures, they highlighted the main problem. They 

said, 'There is no resilience with 12 police officers per section. There are 4 control 

desks, so this allows for 3 constable controllers per control desk. ' The level of training 

for new controllers is limited find difficult to obtain '. They were of the opinion that the 

level of sick absence during 2006 crippled BRC with result extra resources had to be 

found from within the OCD. The officers requiring light duties were moved to BRC to 

answer 999 emergency call and input information onto command and control system. 

The HR Manager set up this 999 call desk up as an experiment. 

One supervisor commented on the staffing levels for BRC. He said, 'Taking into 

consideration that BRC is a control room for Northern Ireland not just Urban Region '. 

He suggested that Rural Region should be requested to help staff BRC that is lending 

supervisors and controllers. This Inspector had strong views. He said, 'With regard to 

Silver Firearms Commanders, Pursuits, Tiger kidnappings, Critical Incidents and in late 

2007 Armed Response Vehicles (ARVs) are all now centralised in BRC, then there is 

justification for one Inspector, and one Sergeant covering Urban Region with one 

Inspector and one Sergeant to cover Rural Region. 
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The supervisory structure at present is one Inspector and one Sergeant on together but 

the view is that this level of supervision does not reflect either the workload or the 

responsibility now placed upon the BRC supervisors as they are covering Northern 

Ireland. The workload at the weekend is phenomenal but this level of responsibility has 

been increased considerably with the additional work and increased demand on BRC. 

During consultation with the Chief Inspector in charge of BRC and CVI he reflected on 

the increase demands place on BRC staff as the DCUs reorganised their Response 

Policing Sections and introduced Call Management Centres. Staffing levels were never 

adjusted to realistically cope with the changes and additional demands place on BRC, 

thereby resulting in very high overtime usage and contributing to higher stress levels. 

This in turn resulted in an increase in sick absence in BRC. This absenteeism is 

calculated at a total 3000 days lost in 12 months. During 2006 a number of long serving 

experienced controllers were absent with work related stress. 

Traditionally BRC has been staffed with police officers that have been injured on duty 

or suffer other illnesses, which prevents them from performing the full range of 

operational duties. This can result in reoccurring medical conditions which in some 

cases have required surgery. As most of the police officers are senior in rank there has 

been quite a few officers accepted retirement on voluntary severance. The loss of 

experience has hindered the smooth running of the control room. New staff need time to 

train and gain experience to become competent controllers. This can also put extra 

pressure on existing controllers as the new officers are slower dealing with calls so the 

others have to pick up more emergency calls during each shift. 

6.7 FINDINGS FROM CASE STUDY 

The staff interviewed felt that they have the autonomy to answer all calls and make 

decisions. Many find the work in BRC a challenge and feel they get satisfaction from 

helping the public and colleagues alike. The main factors causing stress is the pressure 
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of work due to staff shortages and working too much overtime to backfill for sick 

absences and leave. 

Although the working conditions are tough at times most of the controllers and 

supervisors interviewed have good rapport with their colleagues and superiors. They felt 

that they have psychological contract with the organisation but some feel that there is 

little trust in the top management team of the organisation. A controller commented that 

there are too many changes being made to the organisation by the top team and the 

Central Organisational Review and Enquiry (CORE) team which has been set up. There 

is a strong opinion that people who have to work on the new computer systems are not 

consulted before the introduction of such new systems. There is an opinion that there 

are too many personalities with different ideas. They lack the in depth knowledge of 

policing and inconsistencies are creeping into the organisation. The re~mlts are that this 

has all impacted on BRC. 

All the experienced officers have extensive skills many of them have been 

communications controllers for many years. When experience staff retires it takes a 

considerable time to get new staff trained up to a competent skill level. There may be an 

advantage on having a two tier system whereby an officer get experience answering 999 

~alls in the emergency call centre environment. Then they progress and are sent on 

courses to be trained as full communications controllers. It has been proven that the two 

members of staff who trained recently are now becoming competent after four weeks on 

the control desks. 

Kinnie, PurceIl and Hutchinson (2000) stated that much of the research which was 

carried out on call centres was treated as it was 'homogeneous'. The evidence from the 

PSNI communication control centre has shown that it can not be treated as it is 

'homogeneous'. The activities are varied and differ from the customer services type call 

centre. However, most of the call centre research has been conducted in the private 

sector. There is widespread agreement among researchers that the call centre can be 

distinguished from other forms of clerical or service work. The integration of telephonic 

and computer technologies is the key defining feature. There is a consensus that despite 

this common technical infrastructure, the call centre is heterogeneous Deery et al (2004) 
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and Hutchinson et al (2000). The PSNI call centre research is consistent with the 

findings of Deery et al (2004) and Hutchinson et al (2004). 

The findings from the research carried out for this PhD project is consistent with the 

results reported by Bain et al (2002). They concluded that the variety of services, 

functions and tasks carried out at call centres would ensure that some jobs require a high 

level of skills, knowledge and experience. The evidence from the PSNI Control Centre 

research is consistent with Rain et al (2005) whereby they argued that public sector call 

centre roles are more likely to require professional qualifications. They found the work 

in these call centres to be 'more fulfilling and less monotonous' than the typical 

customer service role found elsewhere. 

Bain et al (2005) concluded from their survey that 69 per cent believed that 

understaffing contributed to the pressures of the job. The research carried out in BRC 

has confirmed these findings as the lack of resources increases the workload on others 

who turn up for work. The affects can escalate so that officers cannot get time off and 

find they have to work a lot of overtimy. 

The review has highlighted pressure on existing controller and supervisors. The overall 

annual statistics demonstrate the volume of command and control serials in 2006 was 

285,124 while the 999 calls were 138,512. It should be borne in mind that BRC and 

CVI have taken on a lot of additional work from headquarters. The silver command for 

spontaneous firearms incidents are managed for both Urban and Rural Regions by BRC. 

Tiger kidnaps and Armed Response Vehicles are also service wide. (2007 figures are 

shown in Appendix 14. 

The level of sick absence in May 2006 can be seen from the daily statistics. On 22 May 

2006 there were 14 controllers on sick absence, this figure accounts for 25.9% of the 

total controllers. 

The overtime budget in 2005/06 was 20,000 hours, but the overtime used was 33,984 

hours, the number hours overspent was 13984. In 2006/07 the total allocation was 

24,000 hours and overtime hours used was 29,970. The total hours overspent is 5970 a 

reduction of 8014 hours from the previous financial year. 
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The reduced in the amount of overtime used in 2006/07 was due to the two tier work 

system which was established. The QCU has an internal transfer policy which allows 

officers from TSG and RPU to go to BRC if they required light duties on return to work 

after a period of sick absence. These officers staffed the 999 call desk. The two tier 

system takes some pressure off the controllers. 

In April 2007 when Down DCU came into Urban Region, BRC took on the additional 

work. The staff transferred with the work which meant that 8 constable posts were 

transferred along with the incumbents. BRC currently has 61 Constable, communication 

controllers, 5 Sergeants and 5 Inspectors. There is a sixth Inspector post which covers 

the Emergency Planning work. 

It would appear there is not a lot of scope in BRC. If there is an increase in sickness or 

annual leave, training and court attendance then the backfill has to be covered by 

overtime. The BRC management is working with the lowest staffmg levels the 

operational planning sergeant is allocating resources on a demand led basis. The peak 

periods in the control centre are Thursday, Friday and Saturday nights. It has become 

noticeable that other week nights are starting to become busy which means more 

resources need to be allocated. 

The 12 hour shift pattern 4 days on and 4 days off was maintained to keep the overtime 

down. However, it may be more viable to introduce a 10 hour variable shift pattern 

where the resources meet the organisational need. This will lead to dissatisfaction as 

officers are very keen for the 12 hour shift patterns to be retained as they have more time 

off work. 

6.8 CHAPTER SUMMARY 

This Chapter includes the qualitative research work carried out for this study. The 

introduction briefly covers the historical academic background to qualitative research. 

The random selection of supervisors and the interview design has been covered. 
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Nine of the twenty five semi structured interviews carried out have been transcribed and 

are included in the Appendices. Comments from a further seven interviews have 

summarised and the remaining nine interviews didn't add any new information to the 

results. The participant observations have been included with the results from the 

completed questionnaires. 

This case study was developed from an internal review carried out by the HR Manager 

who is the author of this PhD thesis. It has always been the view of the senior command 

that the BRC Control Centre should be civilianised, at least partially as this would help 

reduce salary costs. Most police controllers are senior in service and are on the top of 

the constable pay scales. The policy in England and Wales is the Control Centres are 

civilianised. The National Call Handling Strategy for the DK Police Service 

recommended this change in the delivery of services. 

However, the researcher could not find evidence tha,t the psychological contract had 

been violated. The control centre and the OCD Senior Command Team were under 

severe pressure and financial constraints to meet objectives and targets with fewer 

resources. 
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PART III 

CHAPTER 7 

DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS 

7.1 INTRODUCTION 

The content of Chapter 7 comprises a resume of discussions, conclusions and 

recommendations drawn from the primary research presented in Chapters 5 and 6. It 

includes a reflection of the research carried out, recommendations and future research. 

The organisation's operational requirement is to meet the objectives and targets in the 

Policing Plan through: reducing sick absence, improving performance and retaining 

officers. This research project used a multiple methods approach to address the rese¥ch 

questions and hypotheses. A more in depth case study was carried out in the Belfast 

Regional Communications Control Centre (BRC). The sick absence records held by the 

organisation have been used to produce charts and provide evidence of the 

organisational performanc¥ and predictions, whereby effectiveness and efficiency would 

improve through better attendance at work. 

The psychological contract between the police officer and the police service was used as 

a mediating or process variable which is presumed to cause the outcome. The medi(~ting 

model serves to clarify the nature of the relationship between the independent and 

dependent variable. Many officers where asked about how they perceived their 

psychological contract with the organisation. The results were based on the statistical 

findings during the period 1 April 2004 and 31 March 2007. 

This research study has aimed to analyse the impact of a change in shift working on 

organisational effectiveness in the PSNI between 2004 and 2007. The research questions 

and the hypotheses were tested. 
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7.2 DISCUSSION ON RESULTS 

Q 1 What impact has the variable shift arrangements had on organisational effectiveness 

by reducing sick absence, (as measured by the dependent variable)? 

Hypothesis 1 (HI) - Organisational efficiency will increase as a direct result of the 

reduction in absenteeism. This may be achieved through the provision of flexible working 

and the introduction of variable shift patterns since 1 April 2004. 

Question 1 is answered from this qualitative study as the majority of respondents stated 

that there had been a reduction in the level of ~ickness. They were convinced that the 12 

hour variable shift pattern has had an impact on the short term and casUal sick absence. 

As the majority of police officers work four days on duty and then rest for four days, any 

casual sick seems to be absorbed while the officers are resting! As there has been a 

reduction in sickness then the organisational effectiveness has improved. The flexible 

working arrangements has also had an effect on the reduction of sick absence as female 

officer have returned sooner from maternity leave and extended sick as they can apply 

for reduced hours. 

The multiple linear regression (Chpt.5) for the independent variables current shift 

pattern and content with shift pattern did not showing any significance. However, 

Pearson's Chi2 Current Shift Pattern v Reduce OCU Sick Absence x2 (15, N=233) = 

27.72; p< .05 which is statistically significant. Content with Shift Pattern v Reduce OCU 

Sick Absence Chi2 (15) = 7.76 Pr 0.93. The relationship in this equation is not 

significant. Work Life Balance v Reduce OCU Sick Absence Chi2 (20) = 18.66 Pr == 

0.53 This is not significant. Therefore there was only partial support for this 

hypothesis. The work life balancelflexible working were not supported in area of 

'behaviour' so it does not hold with the hypothesis. 

This hypothesis has been tested though the research questions put to line managers 

during the semi structured interviews. Twenty five managers were asked specific 

questions (see Appendix 5). These questions were answered and it was reported in the 
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replies to the questions regarding absenteeism, the variable ~hift patterns and flexible 

working that the organisational efficiency had increased. 

This hypothesis has been tested and the responses given to the research questions would 

confirm that flexible working and the variable shift systems have increased performance. 

Q 2 To what extent have variable shift patterns affected overtime and budgetary 

constraints if the objectives and targets are met as defined in the Policing Plan? 

Most of the respondents said that the qbjectives and targets have been met. However, 

most of them replied that the use of overtime had increased because of the 12 hour shift 

system. Basically, not sufficient personnel are on duty when the demand is greatest. 

This means the operational planners have to detail units or parts of units to come in on 

overtime at short notice. As the peak demands times are at the weekends, this results in 

overtime being paid at double time. However, for the organisation to meet all the 

operational requirements the use of overtime had to increase to allow the PSNI to meet 

objectives and targets. Although, the organisation still came in on budget between 2004 

and 2007 which is a positive result. Therefore the objectives and targets were met. 

Hypothesis 2 (H2) - The provision of flexible working and the introduction of the variable 

shift arrangements in the PSNI will increase performance. This has assisted the 

organisation in meeting operational requirements more efficiently since 1 April 2004. 

The results of the quatitative analyses (Chpt.5) show that Current Shift Pattern v Loyalty to 

PSNI x2 (12, N=233) = 23.45; p<.02. Therefore p=0.02 is less than 0.05 but not less than 

0.01, then x2 (12) = 23.45;p<.05* with 12 degrees of freedom. Content with Shift 

Pattern v Loyalty to PSNI similarly, x2 (12, N=233) = 14.37; p = 0.28 which is not 

significant. Current with Shift Pattern v Satisfied with work Chi2 (12) = 17.06 Pr = 0.15 

This relationship is not significant. Content with Shift Pattern v Satisfied with work Chi2 

(12) = 19.03 Pr = 0.09. This relationship is not significant. Current Shift Pattern v 

Motivated x2(6, N=233) = 18.37; p= 0.01 as p<.OI this relationship is significant. Content 

with Shift Pattern v Motivated Chi2 (6) = 2.95 Pr = 0.82. This relationship is not 
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statistically significant. Work Life Balance v Motivated x2(8, N=233) = 22.63; P = 0.004 

as p is less than .01 but not less than .001 then P<.Ol and the relationship is significant. 

In the multiple linear regression analysis (Chpt.5) the dependent variables are commitment, 

attitude, satisfied and motivated. The analyses have demonstrated that Work life balance is 

very highly significant in commitment, attitude and satisfied. The Pearson's Chi2 shows the 

correlation between relevant independent and dependent variables. Both flexible working 

and the variable shift pattern are supported in the analysis based on the officers' 

perceptions. The conclusion is that the findings are consistent and the hypothesis is 

supported. 

Q 3 To what extent is the psychological contract defined as the mediating variable, 

influenced by the independent variables, shift workihg, skills and work life balance, so 

relationships between the PSNI and the officers are positively maintained? 

During the twenty five interviews with managers and through the p~icipant observation 

and non verbal communication it was apparent these supervisors put a lot of energy into 

motivating their officers. This was obvious from the truth and honesty that seems to 

exist amongst officers and their supervisors. Many of those interviewed confirmed that 

they had maintained a positive psychological contract with the PSNI. 

Hypothesis 3 (H3) - The positivism of a psychological contract between the employee 

and the police service can be maintained if the organisation continues to provide better 

working time since 1 April 2004. 

The calculations testing for mediation is detailed in Section 5.6. The relationship 

between the dependent and independent variables are shown. The majority of the 

analyses show mediation except for Behaviour - Reducing oeu Sickness - v - Work 

life Balance, Attitude - Looking forward to going to work - v - Opportunity for 

Specialist Skills, Attitude - Looking forward to going to work - v - Content with Shift 

Pattern. Overall the research question was partially answered from the quantitative 

analysis. 
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Hypothesis 3 has been supported as the work life balance regression analysis shows a 

very high significance in commitment, attitude and satisfied. 

Q 4 To what extent do the independent variables and the mediating variable (PC) 

influence attitudinal (commitment and satisfaction), intentional and behavioural 

outcomes to make a more motivated and highly productive work force? 

There was a very high response to motivation especially in the TSO and RPU. Twenty 

three managers out of the twenty five interviewed said that they are motivated and that 

their officers ate happy in their role. Through the commitment by supervisors, their 

officers are inclined to make a greater effort for which they are praised and reward 

through commendations. This in turn leads to a high productive work force. The 

operational officers in TSO, RPU, and OPT have a greater opportunity to be commended 

for good police work than those working in BRC as controllers. 

The interviews revealed that some of the Controllers in BRC are not motivated because 

of the pressure and nature of the work, especially at weekends. Some officers have been 

on long term sick. This put pressure on the other officers who are asked to do overtime 

in order to cover the absences. Many officers don't get their four rest days as they have 

to come in to back fill for the absences. This has led to stress and fatigue. 

The multiple linear regression analyses for the (Chpt. 5) for the dependent variable 

Motivation gave F = 1.34, (Prob>F) = 0.16, R20.1124, Adj R2= 0.029. Work time was 

the only significant relationship where t = 3.56, p>[t] = 0.000, p<.OO1. There was 

nothing else significant for motivation. When the mediating variable was added to the 

equation, F = 1.231, (Prob>F) = 0.2179, R2= 0.1196, Adj R20.0228. Work time is the 

only significant relationship with t = 3.57, p>[t] = 0.000, p<.OOl. The mediator had only 

an impact on the outcome. 

In conclusion, from the multiple regression analysis the results show that the dependent 

variable motivation is not supporting the hypothesis H3. Therefore, the research 

question has not been answered. The only variable that is significant is work time, 

therefore the shift patterns motivate the officers as they have longer periods away from 

work. However, if the organisation changes or proposes to change the shift patterns this 
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will affect the attitude towards work time and then it may become not statistically 

significant. 

Q 5 Has constant change and adaptability allowed the organisation to manage peaks 

and troughs in demand more effectively, thus providing a police service that is efficient 

and cost-effective? 

During the interviews many managers felt that there have been too many changes made 

in the organisation. Many of these changes have followed immediately after the Patten 

recommendations. The managers would have liked to have seen a settling down period 

of four to five years before more change was introduced. Even with the multiple 

changes, the managers interviewed would confirm that targets have been met and the 

service has come in on budget for the last three years. Therefore the PSNI is providing a 

cost-effective service to the people of NI. 

Hypothesis 4 (H4) - A stressful working environment may be perceived as violation of 

the psychological contract. By establishing a two-tier call handling structure, officers 

will demonstrate a more positive attitude to the organisation from 1 April 2006. 

This hypothesis has been supported from the research carried out in the BRC case study, 

The results from the case study are discussed in more detail below. 

However, the researcher could not find evidence that the psychological contract had 

been violated. The control centre and the OCU Senior Command Team were under 

severe pressure and financial constraints to meet objectives and targets with fewer 

resources. 

7.2.1 Discussions and Conclusions of the BRC Case Study 

The staff interviewed felt that they have the autonomy to answer all calls and make 

decisions. Many find the work in BRC a challenge and feel they get satisfaction from 

helping the public and colleagues alike. The main factors causing stress are the pressure 
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of work due to staff shortages and working too much overtime to backfill for sick 

absences and leave. 

Although the working conditions are tough at times most of the controllers and 

supervisors interviewed have good rapport with their colleagues and superiors. They felt 

that they have a positive psychological contract with the organisation but some feel that 

there is little or no trust in the top management team of the organisation. A controller 

commented that there are too many changes being made to the organisation by the top 

team and this Central Organisational Review and Enquiry (CORE) team which has been 

set up. There is a strong opinion that people who have to work the new computer 

systems are not consulted before the introduction of such new systems. There is an 

opinion that there are too many personalities with different ideas. They lack the in depth 

knowledge of policing and inconsistencies are creeping into the organisation. The results 

are that this has all impacted on BRC. 

All the experienced officers have extensive skills many of them have been 

communications controllers for many years. When experience staff retire it takes a 

considerable time to get new staff trained up to a competent skill level. There may be an 

advantage on having a two tier system whereby an officer will get experience answering 

999 calls in the emergency call centre environment. Then they progress and are sent on 

courses to be trained as full communications controllers. It has been proven that the two 

members of staff who trained recently are now becoming competent after four weeks on 

the control desks. 

Kinnie, Purcell and Hutchinson (2000) stated that much of the research which was 

carried out on call centres was treated as it was 'homogeneous'. The evidence from-the 

PSNI communication control centre has shown that it can not be treated as it is 

'homogeneous'. The activities are varied and differ from the customer services type call 

centre. However, most of the call centre research has been conducted in the private 

sector. There is widespread agreement among researchers that the call centre can be 

distinguished from other forms of clerical or service work. The integration of telephonic 

and computer technologies is the key defining feature. There is a consensus that despite 

this common technical infrastructure, the call centre is heterogeneous Deery et al (2004) 
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and Hutchinson et al (2000). The PSNI call centre research is consistent with the 

findings of Deery et al (2004) and Hutchinson et al (2004). The second hypothesis is 

consistent with these findings. 

The findings from the research carried out for this PhD project are consistent with the 

results reported by Bain et al (2002). They concluded that the variety of services, 

functions and tasks carried out at call centres would ensure that some jobs require a high 

level of skills, knowledge and experience. The evidence from the PSNI Control Centre 

research is consistent with Bain et al (2005) whereby they argued that public sector call 

centre roles are more likely to require professional qualifications. They found the work 

in these call centres to be 'more fulfilling and less monotonous' than the typical 

customer service role found elsewhere. 

Bain et al (2005) concluded from their survey that 69 per cent believed that 

understaffing contributed to the pressures of the job. The research carried out in BRC 

has confumed these findings as the lack of resources increases the workload on others 

who turn up for work. The affects can escalate so that officers cannot get time off and 

find they have to work a lot of overtime. 

The review has highlighted pressure on existing controller and supervisors. The overall 

annual statistics demonstrate the volume of command and control serials in 2006 was 

285,124 while the 999 calls were 138,512. It should be borne in mind that BRC and 

CVI have taken on a lot of additional work from Headquarters. The silver command for 

spontaneous firearms incidents are managed for both Urban and Rural Regions by BRC. 

Tiger kidnaps and Armed Response Vehicles are also service wide. (2007 figures are 

shown in Table 7.1, see Appendix 14) 

The level of sick absence in May 2006 can be seen from the daily statistics. On 22 May 

2006 there were 14 controllers on sick absence, this figure accounts for 25.9% of the 

total control centre staff. 

The BRC overtime budget in 2005106 was 20,000 hours, but the overtime used was 

33,984 hours, the number hours overspent was 13984. In 2006/07 the total allocation 
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was 24,000 hours and overtime hours used was 29,970. The total hours overspent is 

5970 a reduction of 8014 hours from the previous financial year. 

The reduced in the amount of overtime used in 2006/07 was due to the two tier work 

system which was established. The QCU has an internal transfer policy which allows 

officers from TSG and RPU to go to BRC if they required light duties on return to work 

after a period of sick absence. These officers staff the 999 call desk. The two tier 

system takes some pressure off the controllers. The results demonstrate that hypothesis 

HI has been supported. 

In April 2007 when Down DCU came into Urban Region, BRC took on the additional 

work. The staff transferred with the work which meant that 8 constable posts were 

transferred along with the incumbents. BRC currently has 61 Constable, communication 

controllers, 5 Sergeants and 5 Inspectors. there is a sixth Inspector post which covers 

the Emergency Planning work. 

It would appear there is not a lot of scope in BRC. If there is an increase in sickness or 

annual leave, training and court attendance then the backfill has to be covered by 

overtime. The BRC management is working with the lowest staffing levels but the 

operational planning sergeant is allocating resources on a demand-led basis. The peak 

periods in the control centre are Thursday, Friday and Saturday nights. It has become 

noticeable that other week nights are starting to become busy which means more 

resources need to be allocated. 

The 12 hour shift pattern 4 days on and 4 days off was maintained to keep the overtime 

down. However, it may be more viable to introduce a 10 hour variable shift pattern 

where the resources meet the organisational need. This will lead to dissatisfaction as 

officers are very keen for the 12 hour shift patterns to be retained as they have more time 

off work. Any proposed changes to the working time arrangements will impact on the 

psychological contract as officers will perceive these changes as a violation of their 

psychological contract. 

In conclusion, there is a case for an increase in staffing numbers, especially on the 

supervision desk. The supervisors are under pressure if a spontaneous firearm incident 
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occurs, then the second supervisor can be left to deal with everything else while the 

Inspector is commanding the silver firearm incident. There are times this type of 

incident can take up to two hours .. The police control room staff handle unpredictable 

situations, deal with difficult problems, and use their personal judgment and initiative 

within a highly structured framework (Bain et aI2005). 

7.3 REFLECTION ON RESEARCH 

7.3.1 Introduction 

The study has drawn on the content and process theories. However, the motivational 

based measures used in this study include needs and valence which are the content 

theories. Whereas expectancy, equity, reinforcement, attribution, orientation and goal 

are describes as distributive process variables. The reward and performance evaluation 

are the procedural proqess variables. These variables exert influence on an officer's 

perception and attitudes towards various dimensions of the reward management. The 

effectiveness of the different policies will vary based on these cognitive perceptions. 

The desired outcomes of the PSNI are commitment, satisfaction, attitude, contentment, 

trust, loyalty and motivated. A highly effective organisation prefers not to have 

undesirable outcomes such as dissatisfied, discontentment, high turnover, absenteeism, 

disloyalty, lack motivation and no trust. The most cost-effective shift pattern would 

appear to be the 10 hour variable shift pattern which has been in operation by the RPU 

since 1 April 2003. An example of this shift arrangement is shown in Appendix 19. This 

specialist unit has demonstrated loyalty, commitment, contentment and the sections in 

RPU have demonstrated a high level of good attendance. The sick absence figures are 

low, making the specialist unit very effective. The RPU in Urban Qeu was used as a 

control or benchmarking unit as they have operated the 10 hour variable shift pattern 

since 2003, albeit with a four section structure. 
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7.3.2 Review of OCU Sick Absnce as recorded by the PSNI 

In the first research question, the problem of the level of sick absence was examined. 

The officers were asked if the introduction of the variable shift pattern would impact on 

the level of sick absence in order to increase the overall organisational effectiveness. 

The sick absence levels are recorded as the average work days lost (A WDL) versus the 

target for QeU or DeU. In 2005 the target was 12.5 days for the PSNI. In November 

2005 the QeU was recorded as having 12.33 averaged work days lost. The projection 

for the Qeu was 19.02 A WDL. The QeU Commander asked for a breakdown of these 

figures by gender for the period 1 April 2005 to 31 December 2005. The analysis from 

the SAP records revealed that the felllale absence for constables in the QeU was 24.28 

A WDL compared with 12.07 for the male colleagues. Appendix 21 refers. 

The period 1 April to 31 December 2006 was consider for the Section 78 Accountability 

Meeting. The Qeu sickness at 31 December was 12.79 A WDL while the 2006 target 

was 12 A WDL per person for the PSNI. Appendix 22 refers. However the Qeu 

Commander asked for a breakdown of sick absence by days for the period 1 April 2006 

to 17 August 2006. This exercise revealed that 25 per cent of police officers in the Qeu 

were reporting sick on Mondays. This figure represents 33 officers. It was decided to 

examine the QCU police sickness by start day of absence for 1 to 7 days. It showed that 

Mondays account for 12 officers while Fridays account for 11 officers reporting sick. 

The rationale behind these analyses was to try to see if officers were reporting sick on a 

Monday because of socialising at the weekend or were they reporting sick on Friday so 

they had a long weekend. Appendix 23 refers. 

The sick absence for the QeU from 1 April 2006 and 30 September 2006 was 8.7 

AWDL at 30 September with a projection of 12 AWDL while the PSNI target was 12 

A WDL per person for the PSNI. (Appendix 22) The total average work days lost by 

police in the Qeu at 31 March 2007 was 16.81 days. 

In 2007/08 central HR Department introduce a traffic light system for sick absence 

warning to Districts and Departments. During the period 1 April 2007 to 29 February 
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2008, the QCU was recorded as having 12.64 AWDL while the PSNI target was 10.36 

A WDL per person but at 31 March 2008 the total average work days lost by the Urban 

QCU was 13.44 A WDL. At 31 August 2008 the Urban QCU had reduced its level of 

sick absence to 4.21 A WDL. For the financial year 1 April 2008 to 31 March 2009 the 

Urban QCD was reported as having 5.62 A WDL for the financial year. This was 

significant improvement and an achievement for the QCD Commander. 

The overall sick absence results for police officers in the PSNI have been reduced by 

2.34 A WDL when comparing 2007/08 with 2008/09. However, when comparing the 

two financial years, the Urban QCD demonstrated a reduction 017.82 A WDL which was 

a tremendous improvement. In a report the PSNI recorded its strongest performance 

ever in relation to sickness absence. The organisation reported a reduction of over 70 

per cent amongst police officers. 

7.3.3 Reflection on the Results 

The model explained in Chapter 3, Figure 3.4, whereby using the psychological contract 

as a mediating variable helps to demonstrate the influence of the independent variable in 

maintaining a positive psychological contract between the officers and the organisation. 

Question, number three encompasses most of the employee performance outcomes 

which make up the dependent variables attitude, commitment, satisfaction and 

motivation. The demographic variables were used when examining employee outcome 

variables such as commitment, satisfaction and motivation. Theoretically, the control 

variables can have substantial influence on organisational outcomes and their 

interdependence is acknowledged. 

It is necessary to explain attitudinal and behavioural outcomes for example satisfaction, 

commitment, performance and motivation for the academic literature reviewed. The 

evidence in the needs literature suggesting that the need for achievement is a major 

factor on performance results 
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The analyses were used to identify the significant predictors in the Conceptual Model for 

Analysing Officer Perfonnance (Figure 3.4). There were three sets of variables introduced 

into the regression equation for each dependent variable. To control for the 

demographic effects on the dependent variables, control factors were regressed as a set 

to determine a baseline and to evaluate their differential impact on the explanatory 

power. The variance was tested for significance. A significant increment in R2 indicates 

and measures the impact of the variables on performance, commitment and satisfaction. 

The R 2 change represents the proportion of variance that contributes to the dependent 

variable, net of effects from other independent variables or control variables, (Acock, 

2006). The variables with significant standatdised regression coefficients were 

examined. 

In the case study, the review has highlighted pressure on existing controller and 

supervisors. The overall annual statistics demonstrate the volume of command and 

control serials in 2006 was 285,124 while the 999 calls were 138,512. The silver 

command for spontaneous firearms incidents, Tiger kidnaps and Armed Response 

Vehicles are managed for both Urban and Rural Regions by BRC. (Figures are shown 

in Table 7.1, Appendix 14). 

The level of sick absence in BRC on 22 May 2006 was 14 controllers, this figure 

accounts for 25.9% of the total controllers in BRC. However in 2006/07 the total hours 

overtime overspent was reduced by 8014 hours from the previous financial year. The 

reduction in the amount of overtime used in 2006/07 was due to the two tier work 

system which was established 

The QCU internal transfer policy allowed officers from TSG and RPU to go to BRC on 

light duties for a recuperative period after sick absence, if required. These officers 

staffed the 999 call desk. The two tier system takes some pressure off the controllers. 

The results demonstrate that hypothesis HI has been supported. 

It would appear there is not a lot of scope in BRC. If there is an increase in sickness or 

annual leave, training and court attendance then the backfill has to be covered by 

overtime. The BRC management is working with the lowest staffing levels. Any 
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increase in resource levels allocated is on a demand-led basis. The additional resources 

deployed are for the peak periods in the control centre on Thursday, Friday and Saturday 

nights. It has become noticeable that other week nights are starting to become busy 

which means more resources need to be allocated. 

The 12 hour shift pattern 4 days on and 4 days off was maintained to keep the overtime 

down. However, it may be more viable to introduce a 10 hour 5 section variable shift 

pattern whereby the resources meet the organisational need. This will lead to 

dissatisfaction as officers are very keen for the 12 hour shift patterns to be retained as 

they have more time off work. 

In conclusion there is a case for an increase in staffing numbers, especially on the 

supervision desk. The supervisors are under pressure if a spontaneous firearm incident 

occurs, then the second supervisor can be left to deal with everything else while the 

Inspector is commanding the silver firearm incident. There are times this type of 

incident can take up to two hours .. The police control room staffhandle unpredictable 

situations, deal with difficult problems, and use their personal judgment and initiative 

within a highly structured framework (Bain et a12005). 

7.3.4 Has organisational effectiveness improved through the introduction of 

flexibility in working time? 

The 12 hour shift pattern has provided the officers with a compressed working week. 

The sick absence had reduced significantly between 1 April 2005 and 31 March 2009 for 

the Urban Region QCU. The level of average working days lost dropped to 5.62 at the 

end of the 2008/09 financial year. The PSNI reported an overall reduction of over 75 per 

cent for the same financial year, see appendix. This result demonstrates that the 

flexibility of working time has improved the organisational effectiveness of the PSNI, 

through better attendance at work. 

Pearson's Chi2 concluded that Content with Shift Pattern had helped to reduce sick 

absence as the outcome was statistically significant. In comparing, the 10 hours, 4 

section variable shift pattern it was demonstrated that Current shift pattern v Motivation 
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had a statistically significant result. Similarly, Work life balance v Motivation produced 

a statistical significant relationship. The analyses confirmed that Work life balance was 

statistically significant in commitment, attitude and satisfaction. It can be concluded that 

from the overall results, organisational effectiveness has increased through the 

introduction of flexibility in working time. 

7.3.5 The role played by the psychological contract in the outcomes. 

The psychological contract between the police officer and the police service was used as 

a mediating or process variable is presumed to cause the outcome. The mediating model 

serves to clarify the nature of the relationship between the independent and dependent 

variable. Many officers where asked about how they perceived their psychological 

contract with the organisation. In the quantitative analyses the majority of the results 

demonstrated mediation. This is basically the role a mediating variable plays:~ 

The independent (X) is designed to change mediating variables (M) hypothesised to be 

causally related to the outcome (Y). If the assumption that the mediating variables are 

causally related to the outcome is correct, and that substantially changes the mediating 

variable which will, in turn, change the outcome. 

To illustrate this role it is best explained by an example:-

The results showed 'Children' to be statistically significant when regressed with 

dependent variable Loyalty to the PSNI the p> [t] = 0.05 p<. 05 which is slightly 

statistically significant. When the mediating variable is added to the equation p>[t] = 

0.13 which is more than 0.05. The outcome has been changed and is not significant. The 

Work life Balance, independent variable has a very strong significance where t = 5.14; 

p>[t} = 0.000 which is reported asp <.001. This result is highly significant. Similarly 

when the mediating variable is added t = 3.38;p<.001. However with the mediating 

variable in the equation adjusted R2 increase to 0.376. This result would demonstrate 

mediation in this case. The mediator, a positive psychological contract, t = 6.30, p>{t} = 

0.000 p>.OOI 
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Guest (1998) assessed the extent to which workers perceive that the organisation has 

fulfilled its promises and commitments, provided fairness of treatment and engendered 

trust. This research study found that trust and fairness is the foundation of a positive 

psychological contract in the PSNI. 

7.4 RESEARCH LIMITATIONS AND STRENGTHS OF THE RESEARCH 

7.4.1 Limitations 

The main research limitations concern the type of organisation used as a case study in 

this research project. The material has had to be treated sensitively and in confidence. 

The research project was approved by the PSNI at the outset and any ethical issues were 

addressed at the beginning of the study. 

The researcher covered too broad an area in the survey with result only a fraction of the 

quantitive data and information collected could be used for this thesis. dtherwise the 

project would have been too big and the word count would have exceeded the maximum 

amount. 

Another limitation is that the researcher is a full-time employee with the PSNI. The 

work load in the role of HR Manager can be excessive most of the time. This resulted in 

the write up not being completed at the end of year six. 

7.4.2 Research strengths 

The research was supported financially and recognised by the senior management in the 

PSNI. The researcher had easy access to the population being studied. This resulted in 

a 58.3 per cent return from the postal questionnaire survey. The subjects interviewed as 

part of the qualitative study were very helpful and they all interviewed well. The data 

can be considered reliable as the researcher is familiar with the roles, work streams, shift 
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patterns and difficulties experienced in the units. Participant observation was used to 

address any issue of bias. 

7.5 ORGINALITY AND SIGNIFICANT CONTRIBUTION OF THE THESIS 

The literature review revealed. a gap in the academic knowledge so this research will add 

to the management knowledge base and contribute to academic research because the 

project is innovative. There is little or no academic knowledge on the impact of shift 

patterns on work-life balance and organisational effectiveness in policing. The primary 

research carried out can be used to determine the impact of the shift patterns on the 

performance of an organisation that has gone through massive organisational change. It 

was used to demonstrate the impact of the new shift patterns on work-life balance within 

the organisation since April 2004. 

In March 2007, it was considered that the 12 hour shift pattern, 4 days on and 4 days off 

was unsuitable for the Urban TSG Units. Following negotiations with the Police 

Federation, Unit Inspectors and management decided to offer the officer in TSG the 

choice of three different 10 hour shift patterns. Senior management asked the Unit 

Inspectors to take the shift patterns back to their units, bring together all the officers and 

ask them to consider the three patterns on offer. There was also a proviso that if they 

were not happy with the shift design, they could 'cherry pick' from the patterns on offer 

and come up with a 10 hour shift pattern that would give them a good work life balance 

but at the same time meet the needs of the organisation. 

The officers took this offer on board, in the end they came up with two amended 

versions. The Police Federation and management were content with the revised 

versions. It was decided to let the TSG officer vote on both versions and the shift 

pattern which got the highest votes would be implemented. This vote was completed 

successfully, the most popular patterns received 75 per cent of the vote and this pattern 

was implemented on 1 April 2007. Appendix 20 is a draft example of March 2006 duty 

roster for Urban TSG before implementation. 
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The TSG 10 hour shift pattern differs from the variable shift pattern which RPU had 

already been operating since 2003. The difference was that there were no six rest days 

following night duty, this period was reduced to three rest days. The officers were 

content with the shift pattern as senior management allowed them to have the say in 

what they desired. The shift pattern was their suggestion, they claimed ownership and if 

they had difficulties then management wasn't to blame. This leadership style led to 

great motivation, the officers felt valued as they had been given the responsibility to 

assist their managers in the decision. The decision to move to the 10 hour shift pattern 

was based on the high level of overtime used and the preliminary findings from the 

survey in this research project. 

The Belfast Regional Control remained on 12 hour shift pattern, 4 days on 4 days off as 

it was felt that officers were happy with this work schedule. A derogation from the 

Deputy Chief Constable was sought and approval was given. The two tier system came 

about as a result of some findings in the review carried out by the HR Manager. This 

review formed the bases of the case study included in this thesis. 

7.6 CONCLUSION AND COMPARISON WITH EXISTING RESEARCH 

Commitment was found to increase with the length of service in the organisation. 

The 12 hour shift system is popular with officers because they can compress the working 

week, giving them additional days away from work. After the introduction of the 12 

hour shift pattern some studies have reported benefits in positive attitudes, less travel 

time to and from work and a reduction in the level of sick absence, (Wedderbum 1997). 

The findings in this study are consistent with the research carried out by Webberbum 

(1967); however this research carried out in the PSNI also looked at 8, 10 and 12 hour 

shift schedules. 

In another case study the DTI (2004) reported that a company offering more flexible 

working saw a sharp reduction in sick absence. The average working days lost in 2003 

were between 40 and 80 days but in 2004 this figure fell to between 8 and 9 days. The 
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management saw sick absence as a very difficult problem. This reduction rectified the 

problem and helped to improve organisational performance. The results from this 

research study demonstrate a similar reduction in the level of sick absence in 2007/08 

and 2008/09. 

Over the last 5 years the PSNI has introduced more stringent management attendance 

policies but consideration has been given to flexible and part-time working. This has 

allowed officers to avail of reduced hours but the trend would show the uptake has been 

mainly by females. The variable shift patterns introduced in April 2003 were very 

attractive as officers favoured 12 hour shifts. This meant they spent less time at work 

and therefore didn't require part-time work for family reasons. The PSNI Chief 

Constable stated in December 2006 that 12 hour shift pattern for Response officers was 

expensive and inflexible and it did not meet the constantly changing demands of 

frontline policing. He appreciated that it was very beneficial from a work life balance 

perspective but unfortunately it was not suitable to meet the peaks and troughs of 

demand that Response officers face every day. The option given to the officers was a 10 

hour 5 section variable shift pattern which was agreed by the PFNI or an eight hour 5 

section shift system which he could authorise under existing regulations. Only 23.5 per 

cent voted for the 10 hour variable shift pattern so the Chief Constable imposed the 8 

hour shift pattern on 1 April 2007. There have been amendments made to the shift 

patterns for Response officers since 2007. This has been mentioned to show that any 

proposed changes to work time arrangements can lead to discontentment, low morale, 

and lack of motivation. This in turn has a negative impact on the psychological contract. 

Recent research findings in the UK have shown that a positive psychological contract 

will result in high commitment to the organisation, high motivation, sense of satisfaction 

and well-being, (Emmott, 2005). 

The psychological contract concept suggests that by adopting human resource practices, 

employers are more likely to improve business performance, (Purcell et aI, 2003). 

Employees have substantial discretion on how to do their jobs. It is more likely they use 

their discretion positively if they perceive fair treatment. Adopting human resources 

practices is insufficient. The policies need to be actually put into practice if they are to 
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influence the employees' behaviour. The TSG officers had a say in the shift pattern they 

voted for as they were part of the design team. The sick absence figures for 2007/08 and 

2008/09 are as fQllows:- In comparing the two financial years, the Urban OCU 

demonstrated a reduction of7.82 A WDL which was a tremendous improvement. The 

PSNI recorded its strongest performance ever in relation to sickness absence. 

In conclusion, the impact of shift work on organisational effectiveness in policing has 

been demonstrated in the Urban oeu of the PSNI. 

7.7 PROPOSED FUTURE RESEARCH 

A large volume of the data collected and analysed has not been used, as it was too broad 

and it was necessary to streamline this study for the purpose of a doctorate to the five 

areas analyseq. The areas are commitment, behaviour, attitude, satisfied and motivated. 

There is a new area of research developing from the implementation of the 10 hour shift 

pattern across all 16 TSG units in the PSNI. The Urban TSG Units have operated the 10 

hour shift pattern from 1 April 2007. Following the disbandment of the Urban and Rural 

Operational Command Units all TSG Units were brought under Operational Support 

Department at 1 April 2009. Both Regional TSGs worked similar length of shift rotas 

but the rotas were not identical. From 1 April 2010 the 16 TSG Units are going unto 

identical shift patterns. This will make an interesting study in one to two years time. 

The RPU units all work the 10 hours shift pattern as already explained. This pattern has 

never been altered since 2003. However, in BRC, 61 Constable posts are being 

considered for civilianisation by 1 April 2011. It could now be considered for this 

specialist unit to move to a 10 hour variable shift pattern running a 5 section structure so 

all the peak periods can be cover at plain time and lttle ovetime would be used. The fifth 

section could be run along the lines of a trial whereby the police service adapted a fixed 

shift concept for 6 months. The fifth section could work a fixed pattern to cover peak 

demand periods at the weekends. 
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APPENDIX 3 

Police Shift Patterns in the UK Police Constabularies 

All the shift schedules are based on working the equivalent of 40 hours per week in line 
with Police Regulations. 

The starting times depend on how the 'Force day' is defined - 0600hrs to 0600hrs or 
0700hrs to 0700hrs, which in itself would be a factor to take into account. 

Further schedules will be added as they become known, to highlight the development of 
police shift schedules away from the traditional Regulation Shift Pattern 

1. Traditional Police Regulation shift pattern 

Week I M I 
1 I N I 
2 I - I 
3 I L I 
4 I E I 

N = 2300hrs to 0700hrs 
L = 1500hrs to 2300hrs 
E = 0700hrs to 1500hrs 

T 

N 

-
L 

E 

I w I T 

I N I N 

I L I L 

I - I -
I E I E 

I F I s S 
I N I N N I 

I L I L L 

r- E I E n--
I - I - -

The problem with the 'traditional' regulation shift pattern is that over the 4 week cycle 
168 hours are worked, which equates to an average of 42 hours per week. This is in 
excess of the average working week for police officers in the UK of 40 hours per week. 
This means that for each cycle of the shift pattern each officer is owed 8 hours. 
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2. 'Ottawa' shift pattern (Early 1990's) 

Week I M I T I W I T 
1 I N I N I N I N 

2 I I 
r-

I - - I - L+ 

3 I - r - I E I E 

4 I L I L I L I -
5 I E I E I - I -

E = 0700hrs to 1700hrs 
L = 1400hrs to 2400hrs, L+ = 1700hrs to 0300hrs 
N = 2230hrs to 0700hrs, N+ = 2300hrs to 0700hrs 

I F I S I S 

I - I - I -I 
I 

I I I L+ L+ L 

I E I - I -

I - I E I E 

I N+ I N I N 

The 'Ottawa' shift pattern involves working extended shift lengths in order to increase 
the number of days off, but still includes 7 night shifts in a row. 

3. Variable Shift Arrangement 1 (Late 1990's) - Merseyside Police 

Week M I T W I T F S S 

1 I N I N N I _ N I-I 
2 I E I E E I L+ L 

3 I L I L I N N 

P=1 4 I - I I E E+ E+ 

5 I I L I L L+ 

E = 0700hrs to 1600hrs (9 hours), E+ = 0700hrs to 1700hrs (10 hours) 
L = 1400hrs to 2400hrs (10 hours), L+ = 1600hrs to 0300hrs (11 hours) 
N = 2200hrs to 0700hrs (9 hours) 
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4. Variable Shift Arrangement 2 (Late 1990's) - Thames Valley Police 

Week I M I T I W I T I F I S I 
I I 

I 
I NI NI I L2 I L2 I - I - I 

I I 2 E E I E I - I - I LI I 
3 I L2 I L2 I - I - I N3 I N3 T 
4 I - I - I TIA I E+ I E+ I E+ I 
5 I - I - I NI I N2 I Ll I - I 

E = 0700hrs to I500hrs (8 hours), E+ = 0700hrs to 1700hrs (10 hours) 
Ll = 1630hrs to 0230hrs (10 hours), L2:= 1400hrs to 2230hrs (8 112 hours) 
NI = 2200hrs to 0700hrs (9 hours), N2 = 2130hrs to 0700hrs (9 1/2 hours) 
N3:= 2100hrs to 0700hrs (10 hours) TIA = Team in Action/Training (8 hours) 

5. Variable Shift Arrangement 3 (Early 2000's) - Grampian Police 

Week I M T i w I 
1 I - D I TR I 
2 I - - I E I 
3 I L L I L I 
4 I E E I - I 
5 I N N I N I 

TR:= Training! Pro-active policing day (8 hours) 
E = 0600hrs to I500hrs (9hours) 
D::::: Report Writing 1 Training day (8 hours) 

T I F I S 

L I N I N 

E I E I -
- I - I E 

- I L+ I L+ 

N I - I -

L = 1400hrs to 2300hrs (9 hours) L+:= 1400hrs to 2400hrs (10 hours) 
N := 2200hrs to 0600hrs (8 hours) 

Variable Shift Arrangements with Sub Groups (2000 onwards) 

I 
I 
I 
I 
I 
r 

S 

-
L2 

N2 

E+ 

-

S 

N 

-

E 

L 

-

Traditionally, police officers have been organised into teams or Units comprising fixed 
numbers of officers. Officers within the same Unit commence and finish a tour of duty 
together. Being 'part of a team' encouraged comradeship, loyalty and trust. In striving to 
better match limited resources to peaks and troughs in demand, however, Police 
managers (in the UK) are now challenging the rigidity of those Units. As a result they 
now talk about having a 'Core Shift Pattern' around which sub-groups of each Unit 
work. 
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Any of the above shift schedules can be used as a 'Core Shift Pattern'. The core Units are 
then sub-divided into 2 or 3 (or more) sub-groups. Each Sub-group is then scheduled 
arOlmd the 'Core shift' times to better match resources to demand: 

Week M T 
lA N N 

IB N* N* 

2A E E 

2B 

3A L L 

3B 

4A 

4B 

5A 

5B 

E = 0700hrs to 1600hrs (9 hours) , 
L = 1400hrs to 2400hrs (10 hours), 
N = 2200hrs to 0700hrs (9 hours) 

N* = 1800hrs to 0300hrs (9 hours) 

W 

N 

N* 

E 

L 

T F S 
N 

N* 

L+ 

N N 

E E+ E+ 

E* E* 

L L+ 

E+ :0; 0700hrs to 1700hrs (1 0 hours) 
L+ = 1600hrs to 0300hrs (11 hours) 

E* = 1000hrs to 2000hrs (10 hours) 

The above is an example of a 5 Unit I 2 Sub-Group shift schedule. 

S 

L 

N 

E 

In Week 1, sub-group lA works nightshift Monday to Thursday. However, as analysis 
of local demand shows a greater need for officers in the early evening, sub-group 1 B 
falls back to augment the Late shift. 

In Week 4, sub-group 4A works the extended Early shift on Friday and Saturday. 
However, as analysis shows that a whole Unit is required for Night shift on those days, 
it is necessary for sub-group 4B to move forward from the Early shift to augment the 
Late shift. 

On all other days (in this example) sub-group B works the same Core shift as sub- group 
A, to form a whole Unit. After 5 weeks the sub-groups swap roles. Thus over a 10 week 
period a subgroup would follow the shift pattern sequence: 

lA,2A,3A,4A,5A,IB,2B,3B,4B,5B 
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Obviously, the more subgroups a core Unit is divided into, the closer police managers 
believe they can 'fit' resources to demand. Sub-Groups themselves do not have to be 
rigid, or even of equal size; in the example above, subgroup IB might be 113, 1/4 etc of 
the Unit size. The Unit is seen as a 'pool' from which officers are drawn to create the 
required sub-group. Over the period of a year proper resource management is meant to 
ensure that officers are drawn from the 'pool' equally. 

In Scotland, Strathclyde Police work a variation of a 4 Unit 1 3 Sub Group shift 
schedule, whilst Grampian Police works a variation of a 5 Unit 1 3 Sub Group shift 
schedule. 

The logical projection of continually sub-dividing the core Units into sub-groups, in 
order to fit resourceS to demand, is to eventually arrive at individualised shift patterns 
for each police officer. This has already been done in Finland for some industrial 
workers. 

There must, however, be a downside to this managerial trend away from the traditional 
Units; firstly, in terms of the esprit de corp which Units cultivate within themselves and 
within the police service as a whole and, secondly, in terms of the possible increase in 
stress on officers associated with working irregular and unpredictable rosters and the 
effects that has on an officer's family and social life. 

2x2x2 or '6 on, 4 off Shift Pattern 

This shift pattern is also known as the Leicestershire 2x2x2 shift pattern and can be 
interpreted in two different ways: 

Firstly, it can be operated as a Five Unit shift system with a shift cycle of 10 weeks. 
Over the 10 week cycle there will always be an Early, Late and Night shift on duty each 
day. 

Alternatively, it could be operated by dividing the 5 Units each into 2 sub groups. 
However the sub groups of the same Unit would not share the same days off, so the sub 
groups would effectively become smaller Units. 

This shift pattern meets all the criteria for the design of a good shift pattern. However, 
over a 6 day block officers can work up to 58 hours which can cause problems with 
Working Time compliance if officers are already at the 48 maximum average weekly 
limit. 
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Week 1 M 1 T 1 W i T 1 F 1 S S 
--1 -i-1- E-

1 
E l L 1 Ll 1 N Ir--N--r-----_-----i 

2 1 - 1 - 1 - I El l E 1 L2 
--3--·~1 - N--I N 1 - I - 1 - 1 -

4 ~~~~~I-
--5 - i-I-_-

I 
_ 1 El I El 1 L2 1 L2 

6 ~~~I-~I~ 
7 1 L 1 L I N I N 1 - 1 -

- 8 -~~[El-jL1~~ 
E 

Ll 

El 

N 

El 

N 

Ll __ 9_ 1 I I I I E I 

10 ~~~~I-Ir--,--------j 

E = 0700hrs to l700hrs El = 0700hrs to l600hrs 
L = l400hrs to OOOOhrs Lt = l500hrs to 01 OOhrs L2 = 1700hrs to 0300hrs 
N = 2200hrs to 0700hrs 

6. Variable Shift Arrangement ( 2002 ) - Bedfordshire 

As more and more Forces realise that they have a duty of care to minimise the risks of 
shiftwork on their staff, they are rightly beginning to consult experts on shiftwork. 

The following shift pattern was devised in consultation with Shiftwork experts to reduce 
the adverse effects of shiftwork on staff. It may not meet individual officer's personal 
preferences, but its design seeks to fulfill the employer's obligation under Health and 
Safety Legislation. It is Working Time compliant unless night work is identified as 
involving special hazards by a risk assessment conducted by the employer or by a 
Workforce Agreement between the Employer and staff association. 

Week M I T W T F 
I s FR 1 N IN N N+ 1-- -

2 Ll 1 L L 1 E+ l E 

3 E+ 1 E N+ I N+ 
I q 

4 I L+ L+ I L+ I L _~ 
5 I E E+ E+ I I - i I I 

E = 0700hrs to l500hrs E+ = 0700hrs to l700hrs 
L = l400hrs to 2400hrs, L+ = l700hrs to 0300hrs, Lt = 1 230hrs to 2230hrs 
N = 2200hrs to 0700hrs, N+ = 21 OOhrs to 0700hrs 
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Although this is a backward rotating shift pattern, the social and domestic advantages to 
staff were considered to outweigh the medical advantages of the forward rotating 
version. The pattern ensures that no more than 3 or 4 Nights are worked in a row and 
that there are 3 rest days after each blocks of nightshift to recuperate. 

The extended Early shift and overlappping Late shift on Mondays is to facilitate 4 hours 
of training for the Late shift before change over. However those overlapping hours can 
be dispersed elsewhere in the shift pattern according to need. 

DEVELOPMENTS 2003 ONWARDS 

As more and more Forces have accepted that the Working Time Regulations 1998 apply 
to the police service, they have also realised that the choice of viable shift patterns, that 
fully comply with the WTR, with Police Regulations and with health and safety 
recommendations for the design of a good shift pattern, are very limited. 

If Forces have conducted proper risk assessments, and have identified particular police 
activities as involving significant risk, then the choice of shift patterns for those officers 
who are classed as night workers, when engaged in those activities, is further reduced by 
the restriction on the length of the night shift to 8 hours. 

In order to monitor the working hours of officers in every department or post, and to 
assist with managing resources, two Forces to my knowledge, Sussex and Grampian 
Police, have introduced a 'Core' shift pattern for the entire Force. The core shift pattern 
determines thy common or 'corporate' rest days. The hours worked within the shift 
pattern are then varied to suit the individual needs of departments or posts, whilst 
maintaining the same shift lengths and the same 'corporate' rest days. Grampian Police 
has a core Variable Shift Arrangement for the response function, with about 27 different 
variations to meet the needs of other departments or posts. 

One of the difficulties with this approach is that smaller departments may not have 
enough officers to be distributed evenly across the same number of Teams as needed to 
operate the 'core' shift pattern of the response function. Even if they do, there is often 
little resilience when training, re-rostered rest days and annual leave are taken into 
account. 

What I believe Forces should do, is to develop a 'suite' of Working Time and Police 
Regulation compliant shift patterns based on different numbers of Teams, and allow 
individual departments to initially select the pattern which they think best meets their 
requirements. This suite of shift patterns should be strictly monitored and no deviation 
from it permitted unless it can be justified. Each shift pattern should have in place a 
mechanism which monitors actual hours worked and identifies breaches in the Working 
Time Regulations. 

In developing the suite of Working Time and Police Regulation compliant shift patterns, 
Forces should pay due regard to the recommendations of shift work experts, in order to 
fulfil! their 'duty of care' to staff by minimising the risks associated with shiftwork. It 
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may well be that not ALL the recommendations can be fulfilled. In which case, Forces 
should consult with their Force Medical Advisor and Force Safety Advisor in order to 
prioritise those recommendations. In that way an informed decision can be made as to 
which recommendations are considered essential to observe and which are less 
important. 
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APPENDIX 4 

POLICE SERVICE OF NORTHERN IRELAND 
Operational Command Unit - Urban Region 
Room 87, Castlereagh 
2 Alexander Road 
BELFAST, BT6 9HH 
Telephone 028 90901107 

18 February 2006. 

PhD RESEARCH PROJECT - SIDFT WORKING IN THE PSNI 
QUESTIONNAIRE SURVEY 

I am doing postgraduate research into the Impact of Shift Working on the Work-life 
Balance of Police Officers in the OCU. In parallel with this study I am also looking at 
the organisational effectiveness of the different shift patterns in the PSNI. Another area 
of the project is to investigate how officers feel about their terms and conditions and if 
their expectations are being met. This in turn determines whether or not you feel you 
have a positive psychological contract with the PSNI. 

The attached questionnaire comprises 65 questions and is split into four sections. Section 
1 - General Information which is basically to determine your standard level of personal 
stress. Section 2 - Shift Work, this section is to gauge your personal option of various 
aspects of three different shift patterns ie 8 hr shift pattern used by the RUC before the 
changes to the PSNI, 10 hr shift pattern currently operated by Road Policing and the 12 
hr shift pattern with variable rest days, presently operated by TSG. For officers who 
work a standard day 0800 to 1600 please give your opinions of what you think about the 
different shift patterns in operation now. As BRC is on a 4 on 4 off 12 hr shift pattern this 
will auger well for a good comparison. 

Section 3 - Psychological Contract, this is the perceptions of the officer and the 
organisation of their mutual obligations and expectations of each other. The importance 
of the PSNI establishing and maintaining a positive psychological contract with the 
officers is the basis for producing sustained business value. Finally Section 4 - Work-life 
Balance and Flexible Working, this section is to gauge your personal opinion about 
flexible working in the PSNI and to what extent is your personal life and work balanced. 

It is important that you understand this survey is anonymous, so please detach this 
covering letter which is purely for your information and understanding of the content of 
the attached questionnaire. It would be deeply appreciated if you would take 10 minutes 
of your valuable time to complete this form for me and return it to the above address. 
The final outcome and findings will be written up in a PhD thesis to be presented to the 
School of Management and Economics at Queen' s University Belfast for consideration of 
the award of a doctorate degree. I sincerely thank you for all your help and assistance. 

LAVINIA BOYCE 
Personnel Manager 
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Ql 

Q2 

Q3 

Q4 

Q5 

Q6 

Q7 

APPENDIX 4 

QUESTIONNAIRE SURVEY 

RESEARCH INTO THE IMP ACT OF SHIFT WORKING ON WORKLIFE 
BALANCE FOR POLICE OFFICERS AND ORGANISATIONAL 

EFFECTIVENESS IN THE PSNI 

THE OPINION OF POLICE OFFICERS IN OCD - URBAN REGtON 

(Circle the response which applies) 

SECTION 1 - General Information 

What is your rank? 

How long have you served in the 
Police? 

Are you in the Higher Potential 
Development Scheme? 

l. 
2. 
3. 

1. 
2. 
3. 
4. 
5. 

Yes/No 

Yes/No 

Sergeant 
Constable 
Reserve Constable 

0-5 yrs 
5-10 yrs 
10-15 yrs 
15-20 yrs 
More than 20 yrs 

If yes, how long? 

If yes what level? 

yrs 

Are you involved in Continuing 
Education? 1. Degree 

2. Postgraduate 
3. Other 

Are you registered for the Core Yes/No If yes what Module 

Leadership & Development 
Programme 

Are you male or female? 1. Male 
2. Female 

What is your domestic status? 1. Single 
2. Married 
3. SeparateclJl)ivorced 
4. Civil Partnership 
5. Co-habiting 
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Q8 

Q9 

QlO 

Qll 

Q12 

Q13 

Ql4 

Ql5 

Do you have children? 
Please indicate how many 
children? 

Are your children at school? 
(You can enter multiple options) 

Have you elderly dependants? 

o 

Are you or your spouse a primary 
carer for elderly relatives living with 
you or living on their own? 

Do you work full time, part time or 
job sharing? 

Do you have a second job or 
registered business interest? 

What area of policing do you work in? 

What is the location of your current 
post? 

2 3 4 5 

YeslNo - If yes do they attend the following: 
1. Nursery School 
2. Primary School 
3. Secondary School 
4. University 
5. In Employment 

YeslNo. If yes, how many? _____ _ 

YeslNo If yes, how many hours per day do you care 
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for an elderly relative? hrs 

1. 
2. 
3. 

Full-time 
Part-time 
Job Sharing 

YeslNo If yes, is it? 
1. Less than 10hrs per week 
2. More than 10hrs per week 

1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 

TSG 
Road Policing Unit 
Belfast Regional Control 
Source Handling Unit 
Operational Policing Team 
Intelligence Unit 
OPT-CID Team 
Other, please specify ___ _ 

Please specify _____ _ 



Q16 

Q17 

Q18 

Q19 

Q20 

Q21 

Q22 

What is your single journey travelling 
time between home and work? 

Have you been injured on duty within 
the last year? 
If yes, are you working in a light duty 
post? 

Have you received a formal annual 
performance appraisal (APR) during 
the past year? 

How satisfied were you with your 
annual performance appraisal report 
given by your line manager? 

During the past year has the 
organisation given you adequate 
opportunity to help you maintain your 
specialist skills? 

SECTION 2 - Shift Work 

Please indicate the current shift pattern 
you are working per day. 

How long have you been on your 
current shift pattern? 
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1. 
2. 
3. 
4. 

Less than half an hour 
Between half an hour - 1 hour 
Between 1-2 hours 
More than 2 hours 

Yes/No 

Yes/No 

Yes/No 

1. Not satisfied 
2. Slightly satisfied 
3. Satisfied 
4. Very satisfied 
5. Extremely satisfied 

Yes/No 

1. 8 hr 
2. 10 hr 
3. 12 hr 
4. A standard 9 to 5 day 
5. Other, please specify __ _ 

1. Less than 1 yr 
2. 1-2yrs 
3. 2-3 yrs 
4. 3-5yrs 
5. more than 5 yrs 



Q23 

Q24 

Q25 

Q26 

Q27 

Q28 

Q29 

Q30 

Are you content with the shift pattern 
you are currently on? 

If not, which shift pattern would you 
I ike to see introduced? 

On a scale of 1 to 5 how would you 
rate the 8 hr shift pattern (under the 
previous structure) taking into account 
the peak and troughs of demand on 
police? 

On a scale of 1 to 5 how would you 
rate the 8 hr shift pattern (under the 
previous structure) taking into account 
health and safety issues? 

On a scale of 1 to 5 how would you 
rate the level of work-life bal&nce for 
officers operating the 8 hr shift 
pattern?(under the previous structure) 

On a scale of 1 to 5 how would you 
rate the 10 hrs shift pattern, taking into 
account the peak and troughs of 
demand on police? 

On a scale of 1 to 5 how would you 
rate the 10 hr shift pattern taking into 
account health and safety issues? 

On a scale of 1 to 5 how would you 
rate the level of work-life balance for 
officers operating the 10 hr shift 
pattern? 
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YesINo 

Please specify ___ _ 

Very Low 1 2 3 4 5 Very High 

Very Low 1 2 3 4 5 Very High 

Very Low 1 2 3 4 5 Very High 

Very Low 1 2 3 4 5 Very High 

Very Low 1 2 3 4 5 Very High 

Very Low 1 2 3 4 5 Very High 



Q31 On a scale of 1 to 5 how would you Very Low 1 2 3 4 5 Very High 
rate the 12 hr shift pattern taking into 
account the peaks and troughs on 
police? 

Q32 On a scale of 1 to 5 how would you 
rate the 12 hr shift pattern taking into 

Very Low 2 3 4 5 Very High 

account health and safety issues? 

Q33 On a scale of 1 to 5 how would you Very Low 1 2 3 4 5 Very High 
rate the level of work-life balance for 
officers operating 12 hr shift pattern? 

1. Much Worse. 
Q34 Do you think the PSNI could provide 2. Worse 

a better policing service to the public 3. No Change 
if the previously utilised 8 hrs shift 4. Improved 
pattern was re-introduced? 5. Much Improved 

Q35 In your opinion would you consider 1. Much Worse 
the 10 hr shift pattern a better option 2. Worse 
to meet the peaks and troughs of 3. No Change 
policing demands? 4. Better 

5. Much Better 

Q36 As an operational police officer do 1. Much Worse 
you think the 10 hr shift pattern would 2. Worse 
provide a more effective service to the 3. No Change 
public than the 12 hr shift pattern? 4. Better 

5. Much Better 

Q37 (A) Do you think the 12 hr shift YeslNo 
pattern causes work exhaustion and 
fatigue? 1. Not at all 

2. Slightly 
(B) If yes, is this due to the length of 3. Possibly 
the shift? 4. Definitely 

5. Most Defmitely 

Q38 Do you think the 12 hr shift pattern YesINo 
violates the EC Working Time 1. Not at all 

Regulations? 2. Slightly 
3. Possibly 
4. Definitely 
5. Most definitely 

Q39 Would you welcome a return to the YeslNo 

8 hr shift pattern which was 
previously used? 
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Q40 If management decide to reintroduce 
the 8 hr shift pattern and insist you 
should revert back to this shift pattern; 
would you? 

Q41 How do you rate the difficulties you 
encounter working the 12 hr shift pattern? 

Q42 Do you think targets and objectives are 
being met within the Policing Plan with the 
introduction of the variable shift arrangements? 

The Variable Shift Arrangements are 
shift patterns of different length over 8 hrs 

Q43 Do you think the amount of overtime has 
been reduced with the introduction of variable 
shift patterns ie 10 and 12 hour shift patterns? 

Q44 Is thete any other variable shift 
pattern you would like to see management 
consider? 

Q45 Do you think the introduction of the variable 
shift patterns has had an impact on 
reducing sick absence in the OCU? 

Q 46 Do you think the introduction of variable shift 
patterns has had an affect on the internal 
recruitment and selection within the QeU? 

Q47 Do you think the introduction of variable 
shift patterns has had an affect on retention 
of specialist trained officers in the QeD? 
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1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

Resign 
Resist 
Go Sick 
Accept 
Manage it 

Very difficult 
Difficult 
No opinion 
Less Difficult 
No difficulties at all 

Not at all 
Slightly 
Possibly 
Definitely 
Most definitely 

Increased 
No reducion 
Slightly 
Possibly 
Definite 

Please give your views. 

1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

Not at all 
Possibly 
Slightly 
Definitely 
Most Definitely 

Not at all 
Possibly 
Slightly 
Definitely 
Most Definitely 

Not at all 
Possibly 
Slightly 
Definitely 
Most definitely 



3: PSYCHOLOGICAL CONTRACT 

The psychological contract can be defined as 
employer and employee perceptions of their 
mutual obligations and expectations. The 
importance of employers establishing and 
maintaining a positive psychological contract with 
employees as a basis for producing sustainable 
business value. 

Q48 How much do you trust your organisation to l. Not at all 
keep its promises to you and other officers? 2. Only a little 

3. No opinion 
4. Some 
5. A lot 

Q49 Do you feel that you have established 1. None 
a positive psychological contract between 2. Don't know 
yourself and the PSNI? 3. Maybe 

4. Partially 
5. Yes, definitely 

Q50 When you get up in the morning to go to work. l. Never 
How often do you really look forward to going to 2. Rarely 
work? 3. No feeling either way 

4. Sometines 
5. Most of the time 

Q51 How much loyalty would you say l. None 
you feel towards the PSNI? 2. Only a little loyalty 

3. No opinion 
4. Loyal 
5. Very loyal 

Q52 Do you feel you are proud to be a police officer in the l. Not proud at all 

PSNI? 2. Only very slightly 
3. No strong opinion 
4. Proud 
5. Very proud indeed 

Q53 Do you feel you are fairly paid! rewarded for the l. No definitely not 

work that you do? 2. No probably not 
3. No strong opinion 
4. Yes probably 
5. Yes definitely 

Q54 Do you feel you are rewarded fairly in comparison l. No definitely not 

with other UK police forces? 2. No probably not 
3. No opinion 
4. Yes probably 
5. Yes definitely 
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Q55 How would you describe the feeling that you have 
an established positive psychological contract 
with your employer the PSNI. Are you? 

Q56 

Q57 

1. Motivated 

2. Content with your terms and 
conditions of service 

3. Do you feel this is a foundation 
of truth on which the 
psychological contract is 
established? 

Do you feel the PSNI is a good employer? 

Do you think the organisation gives you adequate 
opportunity to improve your career? 

SECTION 4 - Work Life Balance 
Flexible Working 

Q58 Do you think the availability of flexible working 
has had any affect on reducing the level of sick 
absence? 

211 

1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

Yes/No 

Yes/No 

Yes/No 

No 
Don't know 
Possibly 
Definitely 
Most Definitely 

No 
Don't know 
Possibly 
Definitely 
Most Definitely 

Increased 
No effect 
Slightly reduced 
Moderate Reduction 
Significant Reduction 



Q59 Do you think the availability of flexible working 
has had any effect on retention? 

Q60 Do you think the availability of flexible working 
has had any effect on recruitment and selection? 

Q61 The PSNI offers Part-time working and reduced 
hours. Do you feel there is need for more 
flexible working arrangements? 

Q62 Do you think additional flexible working 
arrangements would motivate Police Officers? 
Or 

Q63 Do you think additional shift alternatives would 
motivate police officers more? 

Q64 On a scale of 1 to 5 how satisfied are you with 
other aspects of your life now? 

1. Your life as a whole 

2. Your work 

3. Balance between work and life 
0utside work. 

Q65 Are there any other comments you may wish to 
make on the work-life balance subject? 
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1. 
2 
3. 
4. 
5. 

1. 
2. 
3. 
4. 
5. 

More leaving the service 
No increase 
Slight increase 
Moderate increase 
Significant increase 

None at all 
Slightly 
Possibly 
Defmitely 
Most definitely 

YeslNo - please indicate more than 
ONE option 

1. Compressed hours 
2. Term time working 
3. Annualised hours 
4. Career break 
5. Part-time working 
6. Reduced hours 
7. Job Sharing 

YeslNo If yes, please specifY 

YeslNo - If yes please give examples 

Not satisfied 1 2 34 5 Very satisfied 

Not satisfied 1 2 345 Very satisfied 

Not satisfied 1 2 3 4 5 Very satisfied 

Please make comments ifpossible. 



APPENDIX 5 

Questions for the Qualitative Study 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact 
on reducing sick absence?' 

Q 2 Are you in the HPDS Scheme? 

Q 3. Do you feel you there is a foundation of truth on which the psychological 
contract is established? 

Q4. Are you content with the terms and conditions of service? 

Q5. Indicate which shift pattern your Unit currently operates? 

Q6 . From a management point of view taking into account the peak in demand of 
policing, how would you compare the 12 hr and 8 hr shift pattern? 

Q7. From a management perspective taking into account taking into account the 
health and safety issues how would you compare the 12 hr shift pattern to the 8 hr 
one? 

Q8. From a management perspective how would you rate work-life balance issues 
when you compare the 12 hr shift pattern to 8 he shift pattern? 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing 
it with the 8 hrs shift pattern. 

QI0. I asked the same questions in respect of the 10 hr shift compared with12 hr 

shift pattern. 

Q11 Which shift pattern provides your officers with a better work-life balance? 

Q13. I asked if the PSNI could provide better policing to the public if the old 8 hr 

shift pattern was re-introduced? 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work 

exhaustion and fatigue because of the long hours? 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift 

patterns 

Q 16. I asked how do you rate the difficulties you are encountering with officers 

working the 12 hr shift pattern? 

Q17. Do you think that targets and objectives are being met within the Policing Plans 

with the introduction of the Variable Shift arrangements? 
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Q 18. Do you think the amount of overtime has been reduced with the introduction of 
the 12 hr shift pattern? 

Q19. Do you think the introduction ofthe 12 hrs shift pattern has had an impact on 
reducing sick absence? 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an 
affect on internal recruitment and selection within the PSNI? 

Q21. To what extent do you think the introduction ofthe 12 hr shift pattern has had 
an effect on retention in the PSNI. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Q23. When asked how he would describe the feeling that you have an established 
positive psychological contract with the PSNI? 

Q24. Do you feel there is a basis of honesty between yourself and the officers you 
supervise? 

Q25. Do you think the availability of flexible working has had any effect on reducing 
the level of sick absence? 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Q27. Do you think the availability of flexible working has had any affect on 
recruitment and selection? 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need 
for additional flexible working arrangements? 

Q29. Do you think additional flex.ible working arrangements would motivate police 
officers? 

Q30. As a manger to what extent do you feel that officers working flexibly eg 
reduced hours, causes operational difficulties? 

Q31. Is there any other variable shift pattern you would like to see considered by 

management or introduced? 
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/~ -1- -I -1--1 
--I I 1 __ 1 I 1--1 11. 0 

Statistics/Data Analysis 

single-user Stata perpetual license: 
serial number: 40110513828 

Licensed to: Lav;n;a Soyce 

_ _ __eR) 
1- I _I -1-_1 
--I I I_I I 1--1 

statistics/Data Analysis 

User: L soyce 9294244 
project: phD thesis 

copyright 1984-2009 
StataCorp 
4905 Lakeway Drive 
college station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 
979-696-4601 (fax) 

Queens university Belfast 

Notes: 
1. (/m# option or -set memory-) 10.00 MS allocated to data 
2. New update available; type -update all-

1 . use "C:\Documents and Settings\Owner\Desktop\STATA.dta" 

2 . summarize 

variable obs Mean std. Dev. Min Max 

rank 233 1.948498 .5546899 1 3 
service 233 3.875536 1.147318 1 5 

hpds 233 1. 995708 .0655122 1 2 
education 233 1.806867 .7941299 -9 2 

cldp 233 1. 969957 .1710729 1 2 

gender 233 1.077253 .2675676 1 2 
status 233 1.858369 .3494218 1 2 

children 233 2.407725 1.174929 0 5 
school 233 1.274678 .5960379 0 2 

dependents 233 1. 562232 .8493091 -9 2 

carer 233 1. 905579 .2930425 1 2 
worktime 233 1 .0928477 0 2 
businst 233 1.927039 .260633 1 2 

unit 233 2.184549 1.874355 1 8 
location 233 4.420601 1. 912731 1 9 

Travel time 233 1.48927 .5656213 1 3 
100 233 1. 532189 .8509847 -9 2 
APR 233 1.081545 .7411857 -9 2 

sat; sf; edAPR 233 2.351931 3.487133 -9 5 
oppSpskills 233 1.459227 .86069 -9 3 

Currentshi~n 233 2.420601 .8008108 1 4 
Howl ongonc~p 233 2.330472 .9816279 1 5 
contentwit~p 233 1.030043 .7155589 -9 3 
Ifnotalter ..... e 233 -4.935622 5.235009 -9 2 
Rate8hrspa-n 233 1.914163 1.203951 1 5 

Rate8h rhea-b 233 1. 995708 1.243943 1 5 
Rate8hrspwl 233 1. 793991 1. 392888 -9 5 
Rate10hrsp-n 233 2.197425 2.758153 -9 5 
Rate10hrsP-

b 
233 2.171674 2.748929 -9 5 

Rate10hrsp- 233 2.197425 2.770627 -9 5 

rate12hrsp-n 233 3.107296 2.240226 -9 5 
Rate12hrsP~b 233 3.077253 2.253933 -9 5 
Rate12hrsp- 233 3.334764 2.468673 -9 5 
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Rate8h rpub-e 233 2.360515 1.04987 1 5 
Rate10hrsp 233 2.849785 1.89571 -9 5 

------
Rate10hrsp-p 233 2.729614 1.849937 -9 5 
Exhausti on-p 233 2.11588 1.929659 -9 6 
WTRegs12hr-n 233 2.244635 1.625571 -9 5 
Returnto8h-n 233 1.828326 .3779085 1 2 
Mgtrei ntro-p 233 2.974249 1.828705 -9 5 
-0; ffi cul ti-p 233 3.360515 2.51008 -9 5 
pol; c; ngpl-s 233 2.630901 2.008878 -9 5 
overtimere-d 233 3.523605 1.900681 -9 5 
othershi ft-n 233 -3.909871 5.367168 -9 5 
ocureduci n-e 233 3.04721 1.635385 -9 5 

ocui nterna-n 233 2.738197 1.463684 -9 5 
ocuretention 233 2.802575 1.543784 -9 5 
Trustandpr-g 233 1.969957 1.084351 1 5 
pos; tvepsy-t 233 2.214592 1.422223 -9 5 
Look; ngfor-k 233 3.356223 1.366839 1 5 

Loya 1 tytoP-I 233 2.763948 1.259476 1 5 
proudPSNI 233 2.67382 1.233879 1 5 

Fa; rl ypai d 233 3.077253 1.236321 1 5 
paycompare-s 233 3.051502 1.132174 1 5 

Mot;vated 233 1.094421 1.969512 -9 2 

Goodemployer 233 2.716738 1.097224 1 5 
o~portuni t-r 233 2.403433 1.170907 1 5 
F ex; b 1 ewo-k 233 3.300429 1.811089 -9 5 
Fl ex; b-nti on 233 2.622318 2.051875 -9 5 
Flex;b-ction 233 2.218884 2.159419 -9 5 

moreFWA 233 -.1030043 3.713633 -9 2 
Fl ex; b 1 ewo-e 233 1.030043 2.391427 -9 2 
Sh; fta 1 te r-e 233 .6824034 3.16398 -9 2 
Satisfiedw-e 233 3.95279 .9524937 1 5 
WLBcomments 233 -4.06867 5.282086 -9 2 

satisifedT-C 0 
foundati on-h 233 .472103 3.258985 -9 5 
satwhol el i fe 233 4.128755 1.167331 -9 5 

satwork 233 3.098712 1.142309 1 5 
wlbwandL 233 3.454936 1.054091 1 5 

fee 1 i ngofp-c 233 .7467811 3.151395 -9 3 
satTandc 233 1.120172 1. 717851 -9 2 

cs8hrshi ft 233 1.802575 .3989126 1 2 
cs10hrshift 233 1.751073 .4333223 1 2 
cs12hrshi ft 233 1.446352 .4981838 1 2 

TSG 233 1.506438 .5010349 1 2 
RPU 233 1. 733906 .4428656 1 2 
BRC 233 1.866953 .3403569 1 2 
SHU 233 1.987124 .1129803 1 2 

OPTCID 233 1. 961373 .1931182 1 2 

other 233 1.944206 .2300176 1 2 
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_ ' ____ (R) 

_----(R) 
1- / -/ / -/ 
_I / /-/ I I_I 11.0 

statistics/Data Analysis 

1- I ---I I _I 
-I I 1-1 I I-I 

Statistics/Data Analysis 

user: L soyce 9294244 
project: phD thesis 

copyright 1984-2009 
Statacorp 
4905 Lakeway Drive 
(allege station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 
979-696-4601 (fax) 

single-user Stata perpetual license: 
serial number: 40110513828 

licensed to: lavinia Boyee 
Queens university Belfast 

Notes: 
1. e/m# option or -set memory-) 10.00 MS allocated to data 
2. New update available; type -update all-

1 . use "C:\Documents and settings\OWner\Desktop\STATA.dta" 

2 . tabulate oppspskills LoyaltytoPsNI, cchi2 chi2 

Key 

frequency 
chi2 contribution 

1= yes, 2= l==none f 2=only a little loyalty, 3=no opinion, 
loyal no, -9=no 4==loyal, S==very 

ans none only a 1i no opinio loyal 

no ans 0 0 0 1 
0.2 0.3 0.2 2.1 

yes 15 29 27 38 
2.6 0.3 1.1 1.8 

no 30 35 16 21 
3.1 O.S 1.3 2.5 

3 0 0 1 1 
0.4 0.5 1.0 0.4 

Total 4S 64 44 61 
6.2 1.6 3.6 6.8 

Pearson chi 2 (12) = 19.0891 Pr = 0.086 

3 . tabulate oppspskills OCUreducingsickabsence, cchi2 chi2 

Key 

rrequency 
chi2 contribution 
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very loya 

0 
0.1 

8 
0.2 

11 
0.3 

0 
0.2 

19 
0.8 

Total 

1 
2.8 

117 
6.0 

113 
7.7 

2 
2.6 

233 
19.1 
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1== yes, 2= 
no, -9=no 

l~not at all, 2=possibly, 37s1ightly, 4~definitely, 
deflnltely 

ans -9 not at al possibly slightly definitel 

no ans 0 0 0 0 
0.0 0.2 0.2 0.1 

yes 0 15 26 16 
0.5 1.1 0.3 0.3 

no 1 24 31 12 
0.5 1.4 0.3 0.2 

3 0 0 1 0 
0.0 0.3 0.5 0.2 

Total 1 39 58 28 
1.1 2.9 1.4 0.8 

Pearson chi 2 (15) .... 15.2454 Pr = 0.434 

4 . tabulate oppspSkills Lookingforwardgoingwork, cchi2 chi2 

Key 

frequency 
chi2 contribution 

1= yes, 2= 1=never, 2=rarely, 3=no feeling either 

0 
0.2 

36 
2.5 

19 
2.2 

0 
0.5 

SS 
5.5 

no, -9=no waY,4=sometimes, 5=most of the time 
ans never rarely no feelin sometimes most of t 

no ans 0 1 0 0 0 
0.1 2.9 0.2 0.2 0.3 

yes 11 17 29 29 31 
0.2 2.6 4.0 0.2 0.1 

no 13 32 11 24 33 
0.1 2.5 3.6 0.1 0.1 

3 1 0 0 0 1 
2.9 0.4 0.3 0.5 0.4 

Total 25 SO 40 53 65 
3.2 8.4 8.1 1.0 0.8 

',)earson chi 2(12) = 21. 5344 pr = 0.043 

5 • tabulate oppSpskills satwork, cchi2 chi2 

Ke~ 

frequenCJ· 
chi2 contriburioft 
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5=most 

most defi TC 

1 
2.7 

24 
0.2 

26 
0.0 

1 
0.7 

52 
3.6 1 

To.tal 

1 
3.7 

117 
7.1 

113 
6.4 

2 
4.5 

233 
21. 5 
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1= yes, 2= 
l=not sat, 2=slightly, 3=sat,4=fai rly, S=verysat no, -9=no 

Total ans notsatisf slightly satisfied fairlysat verysatis 

no ans~. 0 1 0 0 0 1 
0.1 3.7 0.3 0.3 0.1 4.5 

8 12 41 42 14 117 yes i 
-.--l 1.7 3.9 0.3 2.1 0.3 8.3 

ho I 16 29 34 24 10 113 ! 1.2 3.7 0.2 2.2 0.2 7.5 

3 1 0 0 1 0 2 
2.9 0.4 0.6 0.3 0.2 4.4 

Total 25 42 7S 67 24 233 
5.9 11. 7 1.4 4.9 0.9 24.7 

Pearson chi 2(12) = 24.7046 pr = 0.016 

6 • tabulate oppspSkills Motivated, cchi2 chi2 

Key 

frequency 
chi2 con~ribu~ion 

1= yes, 2= 
no, -9=no 1=yes,2=no, -9::;:no ans 

ans no ans yes no Total 

no ans 0 0 1 1 
0.0 0.5 0.7 1.3 

yes 4 69 44 117 
0.0 0.8 1.0 1.9 

no 4 52 57 113 
0.0 1.0 1.1 2.1 

3 0 2 0 2 
0.1 0.8 0.9 1.8 

Total 8 123 102 233 
0.1 3.2 3.8 7.1 

Pearson chi 2(6) = 7.0705 pr = 0.314 

7 . 
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_______ (R) 

/- /-11-/ 

_----(R) 
1- / -/ / -/ 

I / 1-/ / /_/ 11.0 
--Statistics/Data Analysis 

---I I 1 ___ 1 I 1 ___ 1 
Statistics/Data Analysis 

User: L soyce 9294244 
project: phD thesis 

copyright 1984-2009 
stataCorp 
4905 Lakeway Drive 
college station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 
979-696-4601 (fax) 

single-user Stata perpetual license: 
serial number: 40110513828 

Licensed to: Lavinia soyee 
Queens university selfast 

Notes: 
1. (/m# option or -set memory-) 10.00 MS allocated to data 
2. New update available; type -update all-

1 . use "C:\Documents and settings\owner\Desktop\STATA.dta" 

2 . tabulate currentshiftpattern LoyaltytoPsNI, cchi2 chi2 

Key 

frequenc)' 
chi2 contribution 

l=Shr, 
2=10hr, 

3=12hr, 4= 
standard l=none, 2=only a little loyalty, 3=no opinion, 

day, 
5=other 

4=10yal, 5=very loyal 
none only a 1i no opinio loyal very loya 

Shr 5 15 9 8 4 
1.1 1.2 0.2 0.7 0.1 

10hr 7 17 8 23 3 
1.6 0.1 O.S 4.0 0.6 

:2hr 33 32 26 28 10 
2.6 0.3 0.1 1.0 0.0 

9-5 day 0 0 1 2 2 
1.0 1.4 0.0 0.4 6.2 

Total 45 64 44 61 19 
5.2 3.0 1.1 6.1 7.0 

Pearson chi2(12) = 23.4498 pr = 0.024 
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Total 

41 
3.3 

58 
7.1 

129 
4.1 

5 
8.9 

233 
23.4 
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3 • tabulate currentsh;ftpattern Flex;bl eworkreducesick, cchi2 chi 2 

r Key I 
[ frequency I 

chi2 contribut~ 

1==8h r. 
2=10hr , 

3=12hr , 4= 
standard l=;ncreased, 2=no effect, 3=slightly reduced, 4=moderate reduced. 

day, 5=s; gm fi cant f 
S=other no ans i ncreased no effect slightly moderatel significa 

8hr 0 1 9 12 9 
0.5 0.0 0.0 0.4 0.3 

10hr 1 0 11 17 21 
0.1 1.2 0.4 0.6 2.2 

12hr 2 4 33 27 28 
0.1 0.5 0.5 0.7 1.0 

9-5 day 0 0 0 1 3 
0.1 0.1 1.1 0.0 2.2 

Total 3 5 53 57 61 
0 . 7 1.9 2.0 1.6 5.7 

Pearson chi 2(15) == 15.0762 Pr == 0.446 

4 . tabulate currentshiftpattern Lookingforwardgoingwork, cchi2 chi2 

Key 

frequency 
chi2 contribution 

1=8hr, 
2=10hr, 

3=12hr, 4= 
standard l=never, 2=rarely, 3=no feeling either 

day, 
5=other 

way , 4=sometimes, 5=most of the time 
never rarely no feelin sometimes most of t 

8hr 3 3 8 13 14 
0.4 3.8 0.1 1.4 0.6 

10hr 5 9 6 18 20 
0.2 1.0 1.6 1.8 0.9 

12hr 17 38 26 19 29 
0.7 3.8 0.7 3.6 1.4 

9-5 day 0 0 0 3 2 
0.5 1.1 0.9 3.1 0.3 

Total 25 50 40 53 65 
1.9 9.7 3.2 9.9 3.1 

-
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10 
0.0 

8 
2.2 

3S 
0.9 

1 
0.0 

54 
3.1 

Total 

41 
6.4 

58 
5.4 

129 
10.2 

5 
5.8 

233 
27.9 

TO' 

, 
1! 
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pearson chi2(12) ~ 27.8597 Pr = 0.006 

5 tabulate currentshiftpattern satwork, cchi2 chi2 

i Key I f.-- :j I frequency I chi2 contribution . 
L ~ 

1=8hr, 
2=10hr, 

3=12hr, 4= 
standard 

day, l=not sat, 2=slightly,3=sat,4=fa;rly, 5=verysat 
S=other notsatisf slightly satisfied fairlysat verysatis 

Shr 2 5 14 12 
1.3 0.8 0.0 0.0 

lOhr 4 10 18 22 
0.8 0.0 0.0 1.7 

12hr 19 26 43 30 
1.9 0.3 0.1 1.4 

9-5 day 0 1 0 3 
0.5 0.0 1.6 1.7 

Total 25 42 75 67 
4.6 1.1 1.7 4.8 

Pearson chi 2(12) = 17.0617 pr = 0.147 

6 . tabulate currentshiftpattern Motivated, cchi2 chi2 

Key 

frequency 
chi2 contribution 

1=8hr. 
2=10hr; 

3=12hr, 4= 
standard 

day, 1=yes,2=no, 
5=other no ans 

8hr 1 
0.1 

10hr 2 
0.0 

12hr 5 
0.1 

9-5 day 0 
0.2 

Total 8 
0.4 

-9=no ans 
yes no Total 

27 13 41 
1.3 1.4 2.8 

38 18 58 
1.8 2.2 3.9 

53 71 129 
3.3 3.7 7.2 

5 0 5 
2.1 2.2 4.5 

123 102 233 
8.6 9.4 18.4 
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8 
3.4 

4 
0.7 

11 
0.4 

1 
0.5 

24 
4.9 

Total 

41 
S.5 

58 
3.2 

129 
4.1 

5 
4.3 

233 
17.1 
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Pearson chi2(6) = 18.3691 pr = 0.005 

7 . 
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_____ eR) 

1- 1-11_1 
-I I I_I I I_I 

StatisticslData Analysis 

_----(R) 
1- I -I I -I 
_I I I_I I 1--1 11.0 

statisticslData Analysis 

User: L Boyce 9294244 
project: phD thesis 

copyright 1984-2009 
StataCorp 
4905 Lakeway Drive 
College Station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 
979-696-4601 (fax) 

single-user Stata perpetual license: 
serial number: 40110513828 

Licensed to: Lavinia soyce 
Queens university Belfast 

Notes: 
1. (/m# option or -set memory-) 10.00 MS allocated to data 
2. New update available; type -update all-

1 . use "C:\Documents and settings\Owner\Desktop\STATA.dta" 

2 • tabulate contentwithsp loyaltytoPSNI, cchi2 chi2 

Key 

frequency 
chi2 contribution 

l=yes, 
2=no, 

l=none, 2=only a little loyalty, 3=no opinion, 
4=10yal, S=very loyal 

-9=no ans none only a li no opinio loyal very loya 

3 . 

no ans 1 0 0 
3.4 0.3 0.2 

yes 44 57 41 
0.1 0.1 0.0 

no 0 7 2 
2.9 2.0 0.2 

3 0 0 1 
0.2 0.3 3.5 

Total 45 64 44 
6.6 2.7 3.9 

Pearson chi 2(12) = 14.3651 Pr = 0.278 

tabulate Contentwithsp ocureducingsickabsence, 

Key 

frequency 
chi2 contributior, 

224 

0 0 
0.3 0.1 

57 17 
0.0 0.0 

4 2 
0.0 0.5 

0 0 
0.3 0.1 

61 19 
0.5 0.7 

cchi2 chi2 

Total 

1 
4.2 

216 
0.2 

15 
5.6 

1 
4.3 

233 
14.4 
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1==yes, l==not at all, 2;possibly, 3=slightly, 4=definitely, 5=most 
2==no, definitely 

-9=no ans -9 not at al possibly slightly definitel most defi To 

no ans 0 0 1 0 0 0 
0.0 0.2 2.3 0.1 0.2 0.2 

yes 1 37 S4 25 51 48 
0.0 0.0 0.0 0.0 0.0 0.0 

no 0 2 3 3 4 3 

I 0.1 0.1 0.1 0.8 0.1 0.0 

3 0 0 0 0 0 1 
0.0 0.2 0.2 0.1 0.2 2.7 

Total 1 39 58 28 SS 52 
0.1 0.5 2.7 1.1 0.5 3.0 

Pearson chi 2(15) == 7.7643 Pr = 0.933 

4 . tabulate contentwithsp lookingforwardgoingwork, cchi2 chi2 

Key 

"frequency 
chj2 conrriburion 

l=yes, l==never, 2=rarely, 3=no feeling either 
2=no, waY,4=sometimes, 5=most of the time 

of t Total -9=no ans never rarely no feelin sometimes most 

no ans 0 i 0 0 0 1 
0.1 2.9 0.2 0.2 0.3 3.7 

yes 22 47 38 49 60 216 
0.1 0.0 0.0 0.0 0.0 0.1 

no 2 2 2 4 5 15 
0.1 0.5 0.1 0.1 0.2 0.9 

3 1 0 0 0 0 1 
7.4 0.2 0.2 0.2 0.3 8.3 

Total 25 50 40 53 65 233 
7.7 3.6 0.5 0.6 0.7 13.0 

Pearson chi 2 (12) == 13 .0179 Pr == 0.368 

5 • tabulate contentw;thsp satwork, cchi2 chi2 

'<.ey 

frequency 
chi2 contribution 
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l=yes, 

I l=not sat, 2=slightly,3=sat,4=fairly, 5=verysat 2=no, 
-9=no ans 

I 
notsatisf slightly satisfied fairlysat verysatis 

no ans I 0 1 0 

yes -j 
0.1 3.7 0.3 

20 37 72 
0.4 0.1 0.1 

no 4 4 3 
3.6 0.6 0.7 

3 1 0 0 
7.4 0.2 0.3 

Total 2S 42 75 
11.5 4.6 1.4 

pearson chi2(12) = 19.0263 Pr = 0.088 

6 . tabulate contentwithsp Motivated, cchi2 chi2 

Key 

Frequency 
chi2 contribution 

l=yes, 
l=yes,2=no, 2=no, 

-9==no ans no ans 

no ans 0 
0.0 

yes 8 
0.0 

no 0 
0.5 

3 0 
0.0 

Total 8 
{l.6 

Pearson ch; 2(6) = 

-9=no ans 
yes no 

0 1 
0.5 0.7 

113 9S 
0.0 0.0 

9 6 
0.1 0.0 

1 0 
0.4 0.4 

123 102 
1.1 1.2 

2.9475 pr = 0.815 
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0 0 
0.3 0.1 

64 23 
0.1 0.0 

3 1 
0.4 0.2 

0 0 
0.3 0.1 

67 24 
1.0 0.4 

Total 

1 
1.3 

216 
0.1 

15 
0.7 

1 
0.9 

233 
2.9 

page 3 

Total 

1 
4.5 

216 
0.7 

15 
5.5 

1 
8.3 

233 
19.0 



chi squared - .. 

_----(R) 
1- / -/ / -/ 
-I / 1_/ / /_/ 11.0 

statistics/Data Analysis 

sunday January 3 16:08:18 2010 page 1 
_____ (R) 

/- /_//-/ 
-/ / /---/ / /---/ 

Statistics/Data Analysis 

User: L Boyce 9294244 
project: phD thesis 

copyright 1984-2009 
Statacorp 
4905 Lakeway Drive 
college station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 

single-user Stata perpetual license: 
serial number: 40110513828 

Licensed to: Lavinia Boyee 

979-696-4601 (fax) 

Queens university Belfast 

Notes: 
1. (/m# option or -set memory-) 10.00 MS allocated to data 
2. New update available; type -update all-

1 . use HC: \Documents and Sett; ngs\owner\Desktop\STATA. dta" 

2 . tabulate wlbwandL LoyaltytoPSNI, cchi2 chi2 

Key 

-Frequency 
chi2 contribution 

1=notsat,2=5 
lightl¥,3=sa 
t,4=falrly.5 

l=none, 2=only a little loyalty, 3=no opinion, 
4=10yal, 5=very loyal 

=verysat none only a li no opinio loyal very loya 

not sat 5 3 3 0 1 
3.1 0.0 0.2 3.1 0.0 

slightly sat 8 8 2 3 1 
3.3 0.6 1.1 1.3 0.4 

sat 19 31 12 23 4 
0.2 1.8 1.4 0.0 1.5 

fa; rl y sat 7 18 20 22 1 
2.9 0.0 4.0 1.0 3.7 

very sat 6 4 7 13 12 
0.5 4.9 0.1 0.4 21. 5 

Total 45 64 44 61 19 
10.0 7.4 6.8 5.8 27.0 

Pearson chi2(16) = 57.0484 Pr = 0.000 
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Total 

12 
6.5 

22 
6.7 

89 
4.8 

68 
11.6 

42 
27.4 

233 
57.0 
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3 . tabulate wl bwandL ocureduci ngs; ckabsence, cchi 2 chi 2 

IKey 

r frequency 
! chi2 contribution 

1=notsat32=S 
l=not at all, 2=possibly, 3=slightly, 4=definitely, lightly, =sa 5=most 

t,4=fairly.5 
-9 

definitely 
defi =verysat not at al possibly slightly definitel most 

not sat 0 4 3 2 1 2 
0.1 2.0 0.0 0.2 1.2 0.2 

51; ghtly sat 0 2 6 5 3 6 
0.1 0.8 0.1 2.1 0.9 0.2 

sat 0 17 26 10 21 15 
0.4 0.3 0.7 0.0 0.0 1.2 

fai rl y sat 0 10 14 8 20 16 
0.3 0.2 0.5 0.0 1.0 0.0 

very sat 1 6 9 3 10 13 
3.7 0.2 0.2 0.8 0.0 1.4 

Total 1 39 58 28 55 52 
4.5 . 3.4 1.4 3.2 3.1 3.1 

Pearson chi2(20) = 18.6634 Pr = 0.544 

4 • tabulate wlbwandL Lookingforwardgoingwork, cchi2 chi2 

Key 

frequency 
chi2 contribution 

1=notsat,2=s 
l=never, 2=rarely, 3=no feeling either li~htl¥,3=sa 

t, =falrly,5 waY,4=sometimes. 5=most of the time 
Total =verysat never rarely no feelin sometimes most of t 

not sat 7 2 2 1 0 12 
25.3 0.1 0.0 1.1 3.3 29.9 

slightly sat 4 8 3 3 4 22 
1.1 2.3 0.2 0,8 0.7 5.1 

sat 5 25 18 23 18 89 
2.2 1.8 0.5 0.4 1.9 6,7 

fai rly sat 7 9 11 20 21 68 
0.0 2.1 0.0 1.3 0.2 3.7 

very sat 2 6 6 6 22 42 
1.4 1.0 0.2 1.3 9.0 13.0 

Total 25 50 40 53 65 233 
30.1 7.4 0.9 4.9 15.2 58.5 
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pearson chi2(16) = 58.4599 Pr = 0.000 

5 • tabulate wlbwandL satwork, cchi2 chi2 

~Key 

I 
Frequency 

chi2 contribution 

l::notsat I 2=s 
1i ghtl y, 3=sa 

l=not sat, 2=slightly,3=sat,4=fairly, 5=verysat t,4::fai rly. 5 
notsatisf slightly satisfied fairlysat verysatis =verysat 

not sat 10 1 1 0 0 
59.0 0.6 2.1 3.5 1.2 

slightly sat 3 12 6 0 1 
0.2 16.3 0.2 6.3 0.7 

sat 10 20 37 21 1 
0.0 1.0 2.4 0.8 7.3 

fai rly sat 1 7 19 35 6 
5.4 2.3 0.4 12.2 0.1 

very sat 1 2 12 11 16 
2.7 4.1 0.2 0.1 31.5 

Total 25 42 75 67 24 
67.3 24.2 5.3 22.9 40.9 

Pearson chi 2(16) = 160.5802 Pr = 0.000 

6 • tabulate wlbwandL Motivated, cchi2 chi2 

Key 

Frequency 
chi2 contribution 

1=notsat,2=s 
liiht1 y, , 3=sa 

1=yes,2=no, t, =fa1rly.5 -9=no ans 
=verysat no ans yes no Total 

not sat 0 4 8 12 
0.4 0.9 1.4 2.7 

s1 i ghtl Y sat 0 8 14 22 
0.8 1.1 2.0 3.9 

sat 2 39 48 89 
0.4 1.4 2.1 3.8 

fai rly sat 5 45 18 68 
3.0 2.3 4.7 10.0 

very sat 1 27 14 42 
0.1 1.1 1.0 2.2 
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Total 

12 
66.4 

22 
23.6 

89 
11.5 

68 
20.4 

42 
38.6 

233 
160.6 
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I 

Total 8 123 --t 
102 I 233 4.7 6.7 11.2 i 22.6 

:~arson chi 2 (8) = 22.6252 Pr = 0.004 
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I -1- --I -1- _I eR) 

-I I I_I I I_I 
statistics/Data Analysis 

CR) /-::- -/- _I -1- I 
-I / 1-/ / I_I 11.0 

statistics/Data Analysis 

User: L Boyce 9294244 
project: phD thesis 

copyright 1984-2009 
stataCorp 
4905 Lakeway Drive 
College station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 
979-696-4601 (fax) 

single-user stata perpetual license: 
serial number: 40110513828 

Licensed to: Lavinia soyce 
Queens university Belfast 

Notes: 
1. (/m# option or -set memory-) 10.00 MS allocated to data 
2. New update available; type -update all-

1 . use "C:\Documents and Settings\owner\oesktop\STATA.dta" 

2 • regress LoyaltytoPSNI gender rank worktime service status education children depende 
> carer OppSpSkills TSG RPU BRC SHU OPTCIO other businst Traveltime Currentshiftpatte 
> Contentwithsp wlbwandL 
note: OPTCIO omitted because of collinearity 

Source ss df MS Number of obs = 233 
F( 20, 212) = 3.16 

Model 84.5045687 20 4.22522844 Prob > F = 0.0000 
Residual 283.512599 212 1. 33732358 R-squared = 0.2296 

Adj R-squared = 0.1569 
Total 368.017167 232 1. 58628089 Root MSE = 1.1564 

LoyaltytoP~I coef. Std. Err. t P>ltl [95% conf. Interval] 

gender .0834894 .2975752 0.28 0.779 -.503096 .6700748 
rank -.3824678 .1436191 -2.66 0.008 -.6655723 -.0993633 

worktime .3489781 .8527265 0.41 0.683 -1. 331931 2.029887 
service -.0123795 .077718 -0.16 0.874 -.1655786 .1408195 
status .2142807 .2356633 0.91 0.364 -.2502628 .6788242 

education -.049387 .1008986 -0.49 0.625 -.24828 .149506 
children .1397171 .0726517 1.92 0.056 -.0034952 .2829294 

dependents .0095576 .0930842 0.10 0.918 -.1739315 .1930468 
carer -.1006161 .2885469 -0.35 0.728 -.6694048 .4681725 

OppSpSkills -.139104 .0914434 -1.52 0.130 -.3193587 .0411508 
TSG -.0481306 .4310586 -0.11 0.911 -.8978406 .8015794 
RPU -.6003615 .4256168 -1.41 0.160 -1.439344 .2386216 
BRC .0631009 .4797873 0.13 0.895 -.882664 1.008866 
SHU -.3722771 .8047605 -0.46 0.644 -1.958635 1.21408 

OPTCID (omitted) 
other -.3971993 .5120238 -0.78 0.439 -1.406509 .6121107 

businst .4207754 .3140676 1. 34 0.182 -.19832 1.039871 
Travel time -.0539985 .1426094 -0.38 0.705 -.3351125 .2271156 

currentshi -n .1280397 .1223832 1.05 0.297 - .1132041 .3692836 
Contentwit-p .1903027 .113215 1.68 0.094 -.0328686 .4134739 

wlbwandL .3962624 .077108 5.14 0.000 .2442657 .548259 
_cons 2.754876 4.205451 0.66 0.513 -5.534981 11.04473 
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3 . regress ocureducingsick~bsence gender rank worktime service status education childre 
> ependents carer oppSpSkllls TSG RPU SRC SHU OPTCID other businst Traveltime currents 
> tpattern contentwithsp wlbWandl 
note: OPTCID omitted because of collinearity 

source 

Model 
Residual 

Total 

ocureduci n-e 

gender 
rank 

worktime 
service 
status 

education 
children 

dependents 
carer 

oppspSkills 
TSG 
RPU 
SRC 
SHU 

OPTCIq 
other 

businst 
Traveltime 

currentshi-n 
contentwit ..... p 

wlbwandL 
_cons 

ss 

124.906307 
495.574379 

620.480687 

df MS 

20 6.24531537 
212 2.337615 

232 2.67448572 

coef. Std. Err. t 

-.3225083 
-.317972 
.5718215 
.1079078 
.409558 

.0374131 
-.1415224 

.1422065 

.2601966 
-.2533844 

.6126004 

.6008541 
1. 250668 
5.325723 

(omitted) 
.2644542 

-.1677361 
-.0045148 

.268192 

.141272 
.0521152 

-13.85346 

.3934278 

.1898806 
1.1274 

.1027519 

.3115732 

.1333992 

.0960537 

.1230677 

.3814914 

.1208984 

.5699077 
.562713 

.6343325 
1.063983 

.6769528 

.4152326 

.1885456 

.1618043 

.1496829 

.1019454 
5.560077 

-0.82 
-1.67 
0.51 
1~05 
1.31 
0.28 

-1.47 
1.16 
0.68 

-2.10 
1.07 
1.07 
1.97 
5.01 

0.39 
-0.40 
-0.02 
1.66 
0.94 
0.51 

4-2.49 

p>ltl 

0.413 
0.095 
0.613 
0.295 
0.190 
0.779 
0.142 
0.249 
0.496 
0.037 
0.284 
0.287 
0.050 
0.000 

0.696 
0.687 
0.981 
0.099 
0.346 
0.610 
0.013 

Number of obs = 
F( 20, 212) = 

233 
2.67 

0.0003 
0.2013 
0.1260 
1. 5289 

Prob > F = 
R-squared = 
Adj R-squared = 
Root MSE = 

[95% conf. Interval] 

-1.09804 
-.6922678 
-1.650528 
-.0946385 
-.2046204 
-.2255457 
-.3308652 
-.1003867 
-.4918057 
-.4917014 
-.5108114 
-.5083754 

.0002606 
3.228381 

-1.069967 
-.9862496 
-.376179 

-.0507594 
-.1537854 
- .1488414 
-24.81358 

.4530233 

.0563238 
2.794171 
.3104541 
1.023736 
.3003719 

" .0478203 
.3847997 
1.012199 

-.0150674 
1.'736012 
1.110084 
2.501075 
7.423066 

1. 598875 
.6507774 
.3671494 
.5871434 
.4363~94 
.2530718 

-2.893338 

4 . regress Lookingforwardgoingwork gender rank worktime service status education childr( 
> dependents carer oppSpSkills TSG RPU BRC SHU OPTCID other businst Traveltime current: 
> ftpattern Contentwithsp wlbwandL 
note: OPTCID omitted because of collinearity 

Source 

Model 
Residual 

Total 

Look; ngfor-k 

gender 
rank 

worktime 
service 
status 

education 
children 

dependents 
carer 

oppspSkills 
TSG 

SS 

125.132867 
308.300609 

433.433476 

Coef. 

.0396058 
-.2569545 
-.8611745 
-.0454731 

.1556149 
-.0824197 

.0366462 
-.0328924 
-.2740942 

.0775802 

.7821605 

df MS 

20 6.25664336 
212 1. 45424816 

2n 1.86824774 

std. Err. 

.3103115 
.149766 

.8892232 

.0810443 

.2457497 
.105217 

.0757612 

.0970682 

.3008967 

.0953572 

.4495079 

----

t 

0.13 
-1.72 
-0.97 
-0.56 
0.63 

-0.78 
0.48 

-0.34 
-0.91 
0.81 
1.74 

232 

p>ltl 

0.899 
0.088 
0.334 
0.575 
0.527 
0.434 
0.629 
0.735 
0.363 
0.417 
0.083 

Number of obs = Fe 20, 212) = 
prob > F := 

R-squared = 
Adj R-squared = 
Root MSE = 

233 
4.30 

0.0000 
0.2887 
0.2216 
1.2059 

[95% conf. 

-.5720854 

Interval] 

-.5521758 
-2.614026 
-.2052291 

-.328811 
-.2898253 
-.1126956 
-.2242349 

-.867227 
-.1103895 
-.103917 

.651297 
.0382668 
.8916774 
.1142828 
.6400408 
.1249858 
.185988 
.15845 

.3190385 

.2655498 
1.668238 
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RPU . 3588857 .4438331 0.81 0.420 -.5160057 1.233777 
BRC 1. 552836 .5003222 3.10 0.002 .5665928 2.53908 
SHU -.2251321 .8392042 -0.27 0.789 -1.879386 1.429122 

OPTCID (omitted) 
other .1181075 .5339384 0.22 0.825 -.9344009 1.170616 

businst .4036167 .3275097 1.23 0.219 -.2419761 1.049209 
Travel time .1418023 .148713 0.95 0.341 -.15'13433 .434948 

currentshi-n -.0776874 .1276212 -0.61 0.543 -.3292565 .1738817 
contentwit-p -.0020302 .1180606 -0.02 0.986 -.2347532 .2306928 

wlbwandL .4437492 .0804082 5.52 0.000 .2852471 .6022513 
_cons -1.730208 4.385444 -0.39 0.694 -10.37487 6.914455 

5 • regress ~atwork gender rank worktime service status education children dependents cc 
> oppSpSkllls TSG RPU BRC SHU OPTCID other businst Traveltime Currentshiftpattern Cor 
> twithsp wlbwandL 
note: OPTCID omitted because of collinearity 

source ss df MS Number of obs = 233 
Fe 20, 212) = 9.25 

Model 141.088663 20 7.05443313 Prob > F = 0.0000 
Residual 161.640951 212 .762457316 R-squared = 0.4661 

Adj R-squared ~ 0.4157 
Total 302.729614 232 1.30486902 Root MSE = .87319 

satwork coef. std. Err. t p>ltl [95% Conf. Interval] 

gender .3900183 .2246913 1.74 0.084 -.0528971 .8329336 
rank -.2880509 .1084431 -2.66 0.009 -.5018157 -.0742861 

worktime -.2705023 .6438716 -0.42 0.675 -1. 539713 .9987084 
service .0013539 .0586828 0.02 0.982 -.1143227 .1170305 
status .0502254 .1779432 0.28 0.778 -.3005393 .40099 

education .1199043 .0761859 1.57 0.117 -.0302746 .2700832 
children -.0397463 .0548574 -0.72 0.470 -.1478822 .0683896 

dependents -.0286479 .0702855 -0.41 0.684 -.1671958 .1099 
carer .1358127 .2178743 0.62 0.534 -.2936648 .5652902 

oppspSkills -.0648164 .0690465 -0.94 0.349 -.2009221 .0712892 
TSG .6574037 .3254811 2.02 0.045 .0158098 1.298998 
RPU .4207021 .3213722 1.31 0.192 -.2127922 1.054196 
SRC .9825172 .3622749 2.71 0.007 .2683947 1.69664 
SHU .2782351 .6076537 0.46 0.648 -.9195822 1.476053 

OPTCID (omitted) 
other .3319135 .3866158 0.86 0.392 -.4301902 1.094017 

businst .0339715 .2371443 0.14 0.886 -.4334914 .5014344 
Traveltime .090251 .1076806 0.84 0.403 -.1220109 .3025129 

Currentshi-n -.1664591 .0924084 -1.~0 0.073 -.348616 .0156979 
contentwit-p -.0217815 .0854857 -0. 5 0.799 -.1902923 .1467293 

wlbwandL .6431615 .0582223 11.05 0.000 .5283958 .7579333 
_cons -3.577572 3.175427 -1.13 0.261 -9.837027 2.681883 

6 . regress Motivated gender rank worktime service status education children dependents 
> er oppspSkills TSG RPU BRC SHU OPTCID other businst Traveltime currentshiftpattern C 
> entwithsp wlbwandL 
note: OPTCID omitted because of collinearity 

Source ss df MS Number of obs = 233 
F( 20, 212) = 1.34 

Model 101.118918 20 5.05594591 prob > F = 0.1554 
Residual 798.803829 212 3.76794259 R-squared = 0.1124 

Adj R-squared = 0.0286 
Total 899.922747 232 3.87897736 Root MSE = 1.9411 

233 



Linear Regress i on before Mediation Friday January 1 12:36:57 2010 page 4 

Motivated coef. Std. Err. t p>ltl [95% conf. Interval] 

gender -.2602246 .4994945 -0.52 0.603 -1.244837 .7243874 
rank .109077 .2410717 0.45 0.651 -.3661275 .5842816 

worktime 5.100944 1.431343 3.56 0.000 2.279457 7.922432 
service .1109554 .1304534 0.85 0.396 -.1461967 .3681074 
status -.3914923 .3955722 -0.99 0.323 -1.171251 .3882664 

education -.0638124 .1693631 -0.38 0.707 -.3976639 .2700391 
children -.0587325 .1219494 -0.48 0.631 -.2991214 .1816563 

dependents -.0949198 .1562463 -0.61 0.544 -.4029153 .2130756 
carer -.0289412 .48434 -0.06 0.952 -.9836805 .9257981 

oppspSkills -.0088495 .1534922 -0.06 0.954 -.3114159 .2937168 
TSG -.0607752 .7235527 -0.08 0.933 -1.487055 1. 365504 
RPU .4822999 .7144184 0.68 0.500 -.9259737 1.890574 
BRC .351369 .8053462 0.44 0.663 -1.236143 1.938881 
SHU .3320244 1. 35083 0.25 0.806 -2.330754 2.994803 

OPTCID (omitted) 
other .3036225 .8594567 0.35 0.724 -1.390553 1.997798 

businst -.6288212 .5271777 -1.19 0.234 -1.668003 .4103606 
Travel time -.2029062 .2393767 - 0.85 0.398 -.6747697 .2689573 

:urrentsh; -n -.0856274 .2054262 -0.42 0.677 -.490567 .3193121 
:ontentw; t-o .0115307 .1900368 0.06 0.952 -.3630731 , .3861345 

wibwandL -.1965913 .1294296 -1.52 0.130 -.451725 .0585425 
_cons -3.430373 7.059054 -0.49 0.628 -17.3453 10.48455 
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(R) /-:::- -/- / / -/ 
_/ / /-1 / /_/ 11.0 

statistics/oata Analysis 

single- user Stata perpetual license: 
se ri al number: 40110513828 

Licensed to: lavinia Boyce 

_ ____ ( R) 

1- 1 _ 11_1 
--1 / / _ 1 / / __ / 

Stati sti cs/ Dat a Analysis 

User : L Boyce 9294244 
project : phD thesi s 

copyright 1984-2009 
StataCorp 
4905 Lakeway Drive 
College Station, Texas 77845 USA 
800-STATA-PC http://www.stata.com 
979-696-4600 stata@stata.com 
979-696-4601 (fax) 

Queens University Belfast 

Notes : 
1- (/m# option or -set memory-) 10.00 MB allocated to data 
2. New update available; type -update all-

1 . use "C:\Documents and settings\owner\Desktop\STATA.dta" 

2 • regress LoyaltytoPSNI gender rank worktime service status education children depende 
> carer oppspSkills TSG RPU BRC SHU OPTCID other businst Traveltime currentshiftpatte 
> Contentwithsp wlbwandL feelingOf~ositivepc Positvepsychocontract Trustandpromisesorg 
note: OPTCID omitted because of co linearity 

Source SS df MS Number of obs = 233 Fe 23, 209) = 7.09 
Model 161.322354 23 7.0140154 Prob > F = 0.0000 

Re~idual 206.694813 209 .988970397 R-squared = 0.4384 
Adj R-squared = 0.3765 

Total 368.017167 232 1.58628089 Root MSE = .99447 

LoyaltytoP~I coef. Std . Err. t p>ltl [95% Conf. Interval] 

gender -.1148689 .2581554 -0.44 0.657 -.6237911 .3940533 
rank -.2400373 .126205 -1.90 0.059 -.4888353 .0087608 

worktime .713108 .7358917 0.97 0.334 -.7376138 2.16383 
servi ce -.0549969 .068065 -0.81 0.420 -.1891787 .079185 
status .2032732 .2026814 1.00 0.317 - .1962887 . 6028352 

educati on -.0980179 .0870707 - 1.13 0.262 -.2696673 .0736315 
children .0977474 .0636244 1. 54 0.126 -.0276804 .2231752 

dependents -.0207697 .0828409 -0.25 0.802 -.1840806 .1425413 
carer -.2683873 . 2506933 -1.07 0.286 -.7625989 .2258244 

oppspSkills -.095183 .0791001 -1.20 0.230 -.2511192 .0607532 
TSG -.1089004 .3728398 -0 . 29 0.771 -.8439092 .6261083 
RPU -.4021444 .3688756 -1.09 0.277 -1.129338 .3250494 
BRC -.1015472 .4156538 -0.24 0.807 -.9209586 .7178643 
SHU -.2541524 .6971125 -0 . 36 0.716 -1.628426 1.120121 

OPTCID (omitted) 
other -.435476 .4417108 -0.99 0.325 -1.306256 .4353036 

businst .2603746 .2712256 0.96 0.338 -.2743139 .7950631 
Traveltime - .0300874 .1233037 -0.24 0.807 -.2731658 .212991 

currentshi-n .1522843 .1053229 1.45 0.150 -.055347 .3599157 
Contentwit-p .1778528 .0978977 1.82 0.071 -.0151406 .3708462 

wlbwandL .2341808 .0692746 3.38 0.001 .0976142 . 3707473 
fee 1 i ngofp-c -.0472721 .0226064 -2.09 0.038 -.0918379 - .0027064 
Positvepsy-t .3489244 .055345 6.30 0.000 .2398185 .4580303 
Trustandpr-g .1790329 .0717848 2.49 0.013 .0375178 .320548 

_cons 2.596866 3.658984 0.71 0.479 -4 . 61638 9.810112 
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3 • regress ocureducingsickabsence gender rank worktime service status education childrE 
> ependents carer oppspskills TSG RPU SRC SHU OPTCID other businst Traveltime Current~ 
> tpattern contentwithsp wlbwandl feelingofpositivepc positvepsychocontract Trustandpr 
> sesorg 
note: OPTCID omitted because of collinearity 

Source ss df MS Number of obs = 233 
Fe 23, 209) = 2.38 

Model 128.901364 23 5.60440713 prob > F = 0.0007 
Residual 491.579323 209 2.35205418 R-squared = 0.2077 

Adj R-squared = 0.1206 
Total 620.480687 232 2.67448572 Root MSE = 1. 5336 

ocureducin-e coef. std. Err. t p>ltl [95% conf. Interval] 

gender -.2552298 .3981192 -0.64 0.522 -1.040074 .5296143 
rank -.303082 .1946295 -1. 56 0.121 -.6867706 .0806067 

work-time .5456486 1.134869 0.48 0.631 -1.69161 2.782907 
service .1290397 .1049677 1.23 0.220 -.0778915 .3359709 
status .4125253 .312569 1.32 0.188 -.2036668 1.028717 

education .0415458 .1342778 0.31 0.757 -.2231666 .3062582 
children -.1190152 .0981196 -1.21 0.227 -.3124461 ; .0744157 

dependents .1775577 .1277547 1.39 0.166 -.0742954 · .4294108 
carer .2361835 .3866115 0.61 0.542 -.5259745 .9983415 

oppspSkills -.2553447 .1219857 -2.09 0.038 -.4958248 -.0148647 
TSG .6856412 .5749821 1.19 0.234 -.4478667 1.819149 
RPU .6418096 .5688686 1.13 0.261 -.4796463 1.763266 
SRC 1. 34803 .6410085 2.10 0.037 .0843591 2.611701 
SHU 5.428471 1.075065 5.05 0.000 3.30911 7.547833 

OPTCID (omitted) 
other .3265393 .6811928 0.48 0.632 -1.01635 1.669429 

businst -.1508219 .4182757 -0.36 0.719 -.975402 .6737582 
Travel time .0125302 .1901552 c O.07 0.948 -.3623378 .3873982 

currentshi-n .2672305 .1624257 1.65 0.101 -.0529722 .5874331 
Contentwit-p .1313829 .1509747 0.87 0.385 -.1662457 .4290114 

wlbwandL .0762353 .1068332 0.71 0.476 -.1343735 .2868441 
fee 1 i ngofp-C -.0265621 .0348629 -0.76 0.447 -.09529 .0421659 
pos;tvepsy-t -.0872446 .0853513 -1.02 0.308 -.2555044 .0810152 
Trustandpr-g .0183167 .1107043 0.17 0.869 -.1999235 .2365569 

_cons -14.72398 5.642772 -2.61 0.010 -25.84803 -3.599935 

4 . regress lookingforwardgoin1work gender rank worktime service status education childr 
> dependents carer oppSpSkil 5 TSG RPU SRC SHU OPTCID other businst Traveltime Current 
> ftpattern contentwithsp wlbwandL feelingofpositivepc positvepsychocontract Trustandp 
> , sesorg 
note: OPTCID omitted because of collinearity 

Source SS df MS Number of obs == 233 
Fe 23, 209) = 5.00 

Model 153.857593 23 6.68946055 prob > f: = 0.0000 
Residual 279.575884 209 1. 33768365 R-squared ;:: 0.3550 

Ad; R-sauared == 0.2840 
Total 433.433476 232 1.86824774 Root MSE == 1.1566 
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Look; ngfo r-k Coef. Std. Err. t P>ltl [95% conf. Interval] 
--------

gender -.0756028 .3002384 -0.25 0.801 -.6674866 .516281 
rank -.1672858 .1467783 -1.14 0.256 -.4566415 .1220699 

worktime -.6822102 .8558526 -0.80 0.426 -2.36942 LOOS 
service -.0777926 .0791605 -0.98 0.327 -.233848 .0782629 
status .1466019 .2357214 0.62 0.535 -.3180943 .6112982 

education -.115914 .1012645 -1.14 0.254 -.3155447 .0837167 
children .0078156 .0739961 0.11 0.916 -.1380588 .1536899 

dependents -.0594183 .0963452 -0.62 0.538 -.2493513 .1305146 
carer -.3637371 .2915599 -1.25 0.214 -.9385123 .2110382 

oppspSkills .0980103 .0919945 1.07 0.288 -.0833458 .2793663 
TSG .7490594 .4336181 1.73 0.086 -.1057664 1.603885 
RPU .4812318 .4290076 1.12 0.263 -.364505 1.326969 
SRC 1.445868 .4834114 2.99 0.003 .4928809 2.398855 
SHU -.1923513 .8107518 -0.24 0.813 -1. 790651 1.405948 

OPTCID (omitted) 
other .1004225 .513716 0.20 0.845 -.9123066 1.113152 

businst .2914762 .3154392 0.92 0.357 -.3303742 .9133266 
Travel time .1593029 .143404 1.11 0.268 -.1234007 .4420065 

currentshi -n -.065581 .122492 -0.54 0.593 -.3070593 .1758972 
(ontentwit-p -.0027652 .1138564 -0.02 0.981 -.2272193 ' .2216889 

wlbwandL .3389991 .0805674 4.21 0.000 .1801703 .497828 
feelingofp-c -.0196436 .0262915 -'0.75 0.456 -.0714742 .032187 
positvepsy-t .1832414 .064367 2.85 0.005 .0563496 .3101331 
Trustandpr-g .1672558 .0834867 2.00 0.046 .0026717 .3318399 

_cons -1. 695946 4.255451 -0.40 0.691 -10.08505 6.693162 

5 • regress satwork gender rank worktime service status education children dependents ca 
> oppspSkills TSG RPU SRC SHU OPTCID other businst Traveltime currentshiftpattern Con 
> tw;thsp wlbwandL feelingofpos;t;vepc pos;tvepsychocontract Trustandpromisesorg 
note: OPTCID omitted because of collinearity . 

Source SS df MS Number of obs = 233 
F( 23, 209) = 9.80 

Model 157.116396 23 6.83114764 Prob > F = 0.0000 
Residual 145.613218 209 .696713962 R-squared = 0.5190 

Adj R-squared = 0.4661 
Total 302.729614 232 1.30486902 Root MSE = .83469 

satwork Coef. Std. Err. t p>ltl [95% conf. Interval] 

gender .3295332 .216679 1. 52 0.130 -.0976233 .7566897 
rank -.2055162 .10~9284 -1.94 0.054 -.4143412 .0033089 

worktime -.1422229 .61766 -0.23 0.818 -1. 359865 1.075419 
service -.0157637 .0571293 -0.28 0.783 -.1283873 .0968599 
status .0438736 .1701177 0.26 0.797 -.291493 .3792401 

education .0935578 .0730815 1.28 0.202 -.0505137 .2376292 
children -.0527586 .0534022 -0.99 0.324 -.1580347 .0525174 

dependents -.0339867 .0695313 -0.49 0.625 -.1710593 .103086 
carer .0511848 .2104158 0.24 0.808 -.3636246 .4659942 

oppSpSkills -.0498837 .0663915 -0.75 0.453 -.1807666 .0809991 
TSG .6677675 .3129377 2.13 0.034 .0508486 1.284687 
RPU .5434425 .3096104 1.76 0.081 -.0669171 1.153802 
BRC .9421889 .348873 2.70 0.007 .2544278 1.62995 
SHU .3513906 .5851113 0.60 0.549 -.8020858 1.504867 

OPTCID (omitted) 
1.080656 other .34978 .3707436 0.94 0.347 -.3810963 

businst -.0529112 .2276493 -0.23 0.816 -.5016942 .3958719 
Traveltime .1139508 .1034932 1.10 0.272 -.0900735 .3179751 

Currentshi-n -.1573305 .0884012 -1.78 0.077 -.3316028 .0169419 
Contentw;t-p -.0263082 .082169 -0.32 0.749 -.1882944 .1356781 
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wlbwandL .5674698 .0581447 9.76 0.000 .4528446 .682095 
fee 1 i ngofp-c -.028348 .0189743 -1.49 0.137 -.0657536 .0090577 
pos; tvepsy-t .1029347 .046453 2.22 0.028 .0113583 .1945112 
rrustandpr-g .1577781 .0602515 2.62 0.009 .0389995 .2765567 

_cons -3.971253 3.071115 -1.29 0.197 -10.02559 2.08308 

6 . regress Motivated gender rank worktime service status education children dependents 
> er oppSpSkills TSG RPU SRC SHU OPTcrD other businst Traveltime currentshiftpattern ( 
> entwithsp wlbwandL feelingofpositivepc pos;tvepsychocontract Trustandpromisesorg 
note: OPTcro omitted because of col linearity 

Source SS df MS Number of obs = 233 
Fe 23, 209) = 1.23 

Model 107.668626 23 4.6812446 Prob > F = 0.2179 
Residual 792.254121 209 3.79068957 R-squared = 0.1196 

Adj R-squared = 0.0228 
Total 899.922747 232 3.87897736 Root MSE = 1.947 

Motivated Coef. Std. Err. t p>ltl [95% Conf. rnterval] 

gender -.1905742 .5054156 -0.38 0.707 -1.18694 ' .8057916 
rank .1390906 .2470838 0.56 0.574 -.3480053 : .• 6261864 

worktime 5.140751 1.440726 3.57 0.000 2.300533 7.980968 
service .1429054 .1332573 1.07 0.285 -.1197954 .4056061 
status -.3859916 .3968089 -0.97 0.332 -1.168252 - .3962693 

education -.0583907 .1704667 -0.34 0.732 -.3944452 .2776638 
children -.0280092 .1245636 -0.22 0.822 -.2735713 .2175529 

dependents -.0405436 .1621857 -0.25 0.803 -.3602731 .2791858 
carer -.0896458 .4908064 -0.18 0.855 -1.057211 .8779199 

oppSpSkills -.0012093 .1548618 -0.01 0.994 -.3065007 .3040821 
TSG .0306159 .7299444 0.04 0.967 -1.408381 1.469613 
RPU .5544856 .7221833 0.77 0.443 -.8692117 1.978183 
SRC .4780956 .8137655 0.59 0.557 -1.126145 2.082336 
SHU .5243309 1.364804 0.38 0.701 -2.166216 3.214878 

OPTcrD (omitted) 
other .3801105 .8647797 0.44 0.661 -1.324698 2.084919 

businst -.6046992 .5310044 -1.14 0.256 -1.65151 .4421119 
Traveltime -.1803223 .2414035 -0.75 0.456 -.6562202 .2955756 

currentshi-n -.0820956 .2062007 -0.40 0.691 -.4885955 .3244043 
(ontentwit-p -.0102366 .1916636 -0.05 0.957 -.3880783 .3676052 

wlbwandL -.1713262 .1356256 -1.26 0.208 -.4386957 .0960434 
fee 1; ngofp-c - .0501'769 .0442587 -1.13 0.258 -.1374275 .0370738 
Pos;tvepsy-t -.0596675 .1083542 -0.55 0.582 -.2732746 .1539397 
Trustandpr-g -.0188821 .14054 -0.13 0.893 -.2959397 .2581756 

_cons -4.77893 7.163545 -0.67 0.505 -18.90099 9.343134 
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TABLE 5.3 MULTIPLE LINEAR REGRESSION - VARIANCE IN OFFICER PERFORMANCE - OPERATIONAL COMMAND UNIT 

Step I Commitment Behaviour Attitude Satisfied Motivated 
Variable (LoyaJity to (Reducing (Looks (Satisfied with (By work) 
N=233 Step 2 PSNI) Sickness) forward to work) 

work) 
Coef t p<[tJ Coef t p<[tJ Coef t p<[t] Coef t p<[t] Coef t p<[tJ 

Constant 1 2.75 0.66 0 .51 -13.85 -2.49 0.01** -1.73 -0.39 0.69 -3.58 -1.13 0.26 -3.43 -0.49 0.63 
2 2.60 0.71 0.48 -14.72 - 2.61 0.01" -1.69 -0.40 0.69 -3 .97 -1.29 0.197 -4.78 - 0.67 0.51 

Gender 1 0.08 0.28 0.78 -0.32 -0.82 0.41 0.04 0.13 0 .89 0.39 1.74 0.08 -0.26 -0.52 0.60 
2 -0.11 -0.44 0.66 -0.26 -0.64 0.52 -0.08 -0.25 0.80 0.33 1.52 0.13 -0.19 -0.38 0.71 

Rank 1 -0.38 -2.66 0.01 -0.32 -1.67 0.09 -0.25 -1.72 0.09 -0.29 -2.66 0.009** 0.10 0.45 0 .65 
2 -0.24 -1.90 0.06* ·0.30 -1.56 0.12 -0.17 -1.14 0.26 -0.21 -1.94 0.05' O. 14 0.56 0.57 

Service 1 -0.01 -0.16 0 .87 0.11 1.05 0.29 -0.05 - 0.56 0.57 0.001 0.02 0.98 -0.11 0.85 0.39 
2 -0.05 -0.81 0.42 0.13 1.23 0.22 -0.08 -0.98 0.33 -0.16 -0.28 0.78 0.14 1.07 0.28 

Worktirne 1 0.35 0.41 0.68 0.57 0.51 0.61 -0.86 - 0.97 0.33 -0.27 -0.42 0.67 5.10 3.56 0.000 
2 0.71 0.97 0.33 0.54 0.48 0.63 -0.68 -0.80 0.43 -0.14 -0.23 0.82 5.14 3.57 O.OOO·*'" 

Status 1 0.21 0.91 0.36 0.41 1.31 0.19 0.16 0.63 0.53 0.05 0.28 0.78 -0.39 -0.99 0.32 
2 0.20 1.00 0.32 0.41 1.32 0.19 0.15 0.62 0.53 0.04 0.26 0.79 -0.39 -0.97 0.33 

Education 1 -0 .05 -0.49 0.62 0.04 0.28 0.78 -0.08 - 0.78 0.43 0.12 1.57 0.12 -0.06 -0.38 0.71 
2 -0 .09 -1.13 0.26 0.04 0.31 0.76 -0.12 -1.14 0.25 0.09 1.28 0.20 -0.06 -0.34 0.73 

Children 1 0.14 1.92 0.05 -0.14 -1.47 0.14 0.04 0.48 0.63 -0.04 -0.72 0.47 -0.06 -0.48 0.63 
2 0.09 1.54 0.13 -0.12 -1.21 0.23 0.01 0.11 0.92 -0.05 -0.99 0.32 -0.03 -0.22 0.82 

Dependents 1 0.01 0.10 0.92 0.14 1.16 0.25 -0.03 -0.34 0.73 -0.03 -0.41 0.68 -0.09 -0.61 0.54 
2 -0.02 -0.25 0.80 0.18 1.39 0.17 -0.06 -0.62 0.54 -0.03 -0.49 0.62 -0.04 -0.25 0.80 

Carer 1 -0.10 -0.35 0.73 0.26 0.68 0.49 -0.27 0.81 0.42 0.13 0.62 0.53 -0.03 -0.06 0.95 
2 -0.27 -1.07 0.29 0.24 0.61 0.54 -0.36 -1.25 0.21 0.05 0.24 0.81 -0.09 -0.18 0.86 

Opp Sp Skills 1 -0.14 -1.52 0.13 -0.25 -2.10 0.04* 0.08 0.81 0.42 -0.06 -0.94 0.35 -0.001 -0.05 0.95 
2 -0.09 -1.20 0.23 -0.26 -2.09 0.04' 0.09 1.07 0.29 -0.05 -0.75 0.45 -0.001 -0.01 0.99 

ISG 1 -0.05 -0.11 0.91 0.61 1.07 0.28 0.78 1.74 0.08 0.65 2.02 0.05 -0.06 -0.08 0.93 
2 -0.11 -0.29 0.77 0.68 1.19 0.23 0.75 1.73 0.08 0.67 2.13 0.D3' 0.03 0.04 0.97 

RPU 1 -0.60 - 1.41 0.16 0.60 1.07 0.29 0.36 0.81 0.42 0.42 1.31 0.19 0.48 0.68 0.50 
2 -0.40 -1.09 0.28 0.64 1.13 0.26 0.48 1.12 0.26 0.54 1.76 0.08' 0.55 0.77 0.44 

BRC 1 0.06 0.13 0.89 1.25 1.97 0.05* 1.55 3.10 0.002 0.98 2.71 0.007 035 0.44 0.66 
2 -0.10 -0.24 0.81 1.35 2.10 0 .04' 1.45 2.99 0.003 0.94 2.70 0.007" 0.48 0.59 0.56 

SHU 1 -0 .37 - 0.46 0.64 5.32 5.01 0.000*** -0.22 -0.27 0.79 0.28 0.46 0.65 0.33 0.25 0.81 
2 -0.25 -0.36 0.72 5.43 5.05 0.000'" -0.19 -0.24 0.81 0.35 0.60 0.55 0.52 0.38 0.70 

Other 1 -0.39 - 0.78 0.44 0.26 0.39 0.69 0.12 0.22 0.83 0.33 0.86 0.39 0.30 0.35 0.72 
2 -0.44 -0.99 0.32 0.33 0.48 0.63 0.10 0.20 0.84 0.35 0.94 0.35 0.38 0.44 0.66 

Businst 1 0.42 1.34 0.18 -0.17 -0.40 0.69 0.40 1.23 0.22 0.D3 0.14 0.89 -0.63 -1.19 0.23 
2 0.26 0.96 0.34 -0.15 -0.36 0.72 0.29 0.92 0.36 -0.05 -0.23 0.82 -0.60 -1.14 0.26 

-
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Travel time 1 -0.05 -0.39 0.65 -0.00 -0.02 0.98 0.14 0.95 0.34 0.09 0.84 0.40 -0 .20 -0.85 0.39 
2 -0.03 -0.24 0.81 0.01 0.07 0.95 0.16 1.11 0.27 0.11 1.10 0.27 -0.08 -0.40 0.69 

Current Shift I 0.13 1.05 0.30 0.27 1.66 0.09 -0.08 -0.61 0.54 -0.17 -1.80 0.07 -0.08 -0.42 0.68 
2 0.15 1.45 0.15 0.27 1.65 0.19 -0.07 -0.54 0.59 -0.16 -1.78 0.08' -0.01 0.05 0.96 

Content with 1 0.19 1.68 0.09* 0.14 0.94 0.35 -0.00 - 0.02 0.98 -0.02 -0.25 0.79 0.01 0.06 0.95 
shift 2 0.18 1.82 0.07' 0.13 0.87 0.38 -0.002 -0.02 0.98 -0.03 -0.32 0.75 -0.17 -1.26 0.21 
WLB 1 0.40 5.14 0.001 0.05 0.51 0.61 0.44 5.52 0,000 0.63 11.05 0.000 -0.196 -1.52 0.13 

2 0.23 3.38 0.001'" 0.08 0.71 0.47 0.34 -0.75 0.45 0.57 9.76 0.000'" -0.05 -1.13 0.26 
Feeling of PC 1 - - - - - - - - - - - - - - -

2 -0 .05 -2.09 0.04" -0.026 -0.76 0.45 -0.02 -0.75 0.45 -0.03 -1.49 0.14 -0.50 -1.13 0.26 
Positive PC 1 - - - - - - - - - - - - - - -

2 0.35 6.30 0.000'" -0.09 -1.02 0.31 0.18 2.85 0.005**' 0.10 2.22 0.009" -0.06 -0.55 0.58 
Trust 1 - - - - - - - - - - - - - - -

2 0.18 2.49 0.01" 0.02 0.17 0.87 0.17 2.00 0.05" 0.16 2.62 0.009" -0.02 -0.13 0.89 
Adj R' 1 0.157 0.126 0.222 0.416 0.028 

2 0.376 0.121 0.284 0.466 0.023 
~ - -

p<0.05 p<0.01 ** p<O.OOI *++ 

TABLE 5.4 MULTIPE LINEAR REGRESSION - Analysis of Variance in Officer Perfonnance - OCD 

Obs =233 Commitment Behaviour Attitude Satisfied Motivated 
Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 

F 3.16 7.09 2.67 2.38 4.30 5.00 9.25 9.80 1.34 1.32 
Prob>F 0.0000 0.0000 0.0003 0.0007 0.0000 0.0000 0.0000 0.0000 0.1554 0.2179 
R' 0.2296 0.4384 0.2013 0.2077 0.2887 0.3550 0.4661 0.5190 0.1124 0.1196 
Adj RL 1.1564 0.3765 0.1260 0.1206 0.2216 0.2840 0.4157 0.4661 0.0286 0.0228 

Step 1 - Regression before mediation 

Step 2 - Regression after mediation 
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APPENDIX 11 

INTERVIEWS WITH RESPONDENTS' SUPERVISORS 

There were 25 semi-structured interviews held during January and February 2006. In total 16 

have been written up, the remaining 9 are not adding anything new to what has been quoted. 

1. Interview with a Detective Inspector - held on Tuesday 3 January 2006. 

The structured questions used are as detailed below: 

Q1. 'Do you feel that the introduction of the variable shift patterns has had an impact on 
reducing sick absence?' 

Reply: 'Definitely, there is no change at all '. 'I have a strong opinion about the management 

of sickness within the PSNI. 'Ifeel it is not being addressed, that there is a strategy to cater 

to some extent. There should be stronger formal written warnings issued lfeel there is a pay 

off for sickness and that the RUC Code should be changed for sick absence '. 

Why do you think the current policy doesn't go far enough? 

Reply: 'Well police officers are monitored over a three months period by their line managers 

but if they breach the policy again the only get monitoredfor afurther three months period 

This has no teeth, it should mirror the police support staff policy that is the introduction of 

the Bradford Factor for both police and police staff'. 

Q 2 Are you in the High Potential Development Scheme (HPDS)? 

Reply: The Detective Inspector replied, 'No, I am not '. The DII said, 'I believe that the 

promotion/transfer system should be looked at and that HPDS officers should not be in the 
main stream selection process. There is a small core of HPDS officers who block promotion 

prospects for the main sfream eligible officers for promotion '. 

Can you explain this further, please? 

Reply: 'For example there are 18 vacant Chief Inspector posts, currently there are 12 - 14 
HP DS eligible for promotion to Chief Inspector, leaving only 4 post for the main stream 

Inspector goingforwardfor promotion '. 

'As HP DS officers are not on the establishment figures it looks good to cut Cl posts but put in 

afast stream HPDS officer on promotion and then it looks to the Policing Board that you 

have reduced your numbers of Chief Inspectors in the force '. 'Also it is controlled by the 

Deputy Chief Constable and he can do what he wants' 
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But you must remember the HPDS Scheme is a national scheme and this applies to the other 
43 Constabularies in England and Wales as well. Do you not think it requires reviewing at a 
national level? 

Reply: 'Yes I do, but it is up to the Chief Constable and the Deputy to highlight this to HMIC, 
ACPO and the NPIA so that the issues can be brought to the Home Office. 

Do you feel then that it is affecting the psychological contract perspective? 

Reply: 'Operational police officers at the coal face are not getting the opportunity for 

promotion because the HP DS officers are taking up these vacancies - they are 

supernumerary and therefore it is easy to cut vacant posts i.e. vacancies are not filled in 
theory and so cut. This is not transparent to the establishment strengths and leads to low 
morale.' 'Obviously it is going to affoct the way senior police feel about the organization 
and how they perceive promotion' 

Q 3. Do you feel you there is a foundation of truth on which the psychological contract is 
established? 

Reply: 'It is definitely not and I have very strongfoeling about the promotion policy, as I 
have already explained 

Q4. Are you content with the terms and conditions of service? 

Reply: 'No, these could be improved if the organisation took time to revise the relevant 
codes. During the rapid change in the force since 2001, the organisation has not taken the 
time to amend the relevant employment codes and has left officers unsure of the correct 
interpretation of some areas of terms and conditions '. 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: 'The OPT operate the 10 hr shift pattern. The unit was only formed on 1 November 

2005 and the officers are on the pattern less than one year'. 

Q6 . From a management point of view taking into account the peak in demand of policing, 

how would you compare the 12 hr and 8 hr shift pattern? 

Reply: 'I foel the 12 hr shift pattern is much worse when trying to meet peaks in demand for 
example Friday and Saturday night between 1100 to 0400 hrs at that time more officers are 
needed on duty to deal with the night life in especially in Belfast City centre '. 

Q7. From a management perspective taking into account the health and safety issues how 

would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: 'Ifee! it is worse because officers get exhausted with the long shift. This Ifeelleads to 

mishaps and officers are more liable to have accidents' 

Was all this considered before the 12 hour shift pattern was implemented? 
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Reply: '/ presume it was but the rank and file voted for the shift pattern as they were getting 
more time off to pursue other things' 

Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: / have no opinion because / have no experience of working the 12 hr shift ppttern '. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: '/foel that the 10 hr shift pattern allows for peaks and troughs to be met. /feel it is 

much better. / also think that there are less health and safety issues and it certainly provides 
the officers with a better balance of work and the (Jther aspects of life. lfoel that it means 
prosecution files are prepared in time with out causing stress to the officer to get these 
submitted to be within the PPS deadlines'. 'This in turn provides a better service to the 
general public '. 

QIO. I asked the same questions in respect of the 10 hr shift compared withI2 hr shift 
pattern. 

Reply: 'My thoughts are that the 10 hrs shift pattern is very good compared with the 12 hrs 
one. / think that health and safety matters are covered within 10 hr shift. The work-life 
balance is good with 10 hr shift pattern compared with the 12 hr shift pattern. 

Ql1 Which shift pattern provides your officers with a better work-life balance? 

Reply: 'As / said the 10 hour shift pattern was an improvement. The 8 hour shift pattern was 

worse and the 12 hour one is much worse '. 

Q12. When asked ifhe thought that old 8 hrs shift pattern (if introduced) would hylp the 

PSNI to manage peaks and troughs in demand more effectively. 

Reply: / feel this move would be bad and would not help to meet demands as more officers 
are needed between 1100 - 0400 hours and / think the variable shift pattern would be more 

effective, especially if there is an overlap in the shifts with no quick changeovers ' 

Q13. I asked ifthe PSNI could provide better policing to the public if the old 8 hour shift 

pattern was re-introduced. 

Reply: '/ don't think this would provide a better service' 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 

fatigue because of the long hours. 

Reply: '/ have never work 12 hour shifts but foel that possibly the officers would foel fatigued 

and exhausted'. 

Q 15. When asked how he would react to the re-introduction of the old 8 hour shift patterns 
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Reply: 'As a manager then I would manage it' 

Q16. I asked how do you rate the difficulties you are encountering with officers working the 
12 hour shift pattern. 

Reply: I think that there are great difficulties for managers. The length of time officers are 
on rest days - pressure of crime files, or getting officer you need to interview etc. This will 
impact on the public and the overall efficiency of the organization. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 
the introduction of the Variable Shift arrangements? 

Reply: I think objectives and targets are being met to some extent but there is a lack of 
resources when there is the greatest need that is the early hours of the morning especially 
Friday and Saturday night. 

Q18. Do you think the amount of overtime has been reduced with the introduction ofthe 12 
hr shift pattern? 

Reply: Ifoel that the overtime, especially within the OCU has doubled (£880K deficit in 
2005106 Financial Year). 

But was this all due to overtime? 

Reply: Well I'm not sure, there was a lot of extra equipment had to be purchased when my 
unit was set up. We also had to get vehicles '. 

But, I thought the vehicles came from the TSG fleet. Is that not the case? 

Reply: Yes you are right. 

Q19. Do you think the introduction of the 12 hour shift pattern has had an impact on reducing 
sick absence? 

Reply: I feel that there is no effoct. Maybe the casual sick has reduced but I doubt it. 

Q20. To what extent do you think the introduction of 12 hour shift pattern ha~ had an affect 
on internal recruitment and selection within the PSNI? 

Reply: Most definitely because that is why Crime Operations Department is having 
difficulties recruiting officers for specialist post. Officers want the J 2 hour shift pattern and if 
they are operating that pattern they do not want to go to Crime or CID. 

Q21. To what extent do you think the introduction of the 12 hour shift pattern has had an 

effect on retention in the PSNL 

Reply: Yes, it possibly has an affect. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 
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Reply: Ifeel most definitely that I have a positive contract. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNI? 

fteply: I am definitely motivated I am not content with the terms and conditions of service 
as described earlier. I do notfeel that there is afoundation of truth on which the 

psychological contract is formed I am dedicated to my job, I love my work and that is how I 
get satisfaction. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: There is a lot of honesty between myself and my officers. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: I don't feel that there is a reduction in sick absence. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: This might have is a slight affect. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 
selection? 

Reply: There is no doubt. I think most definitely there is an affect. 

Q28. The PSNI offers PfT working and reduced hours. Do you feel there is a need for 
additional flexible working arrangements? 

Reply: I would not like to see any more flexible working arrangements as it is very difficult to 

manage in operational policing. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: I feel definitely not, they are hard enough to get motivated at the best of times. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 

hours cause operational difficulties? 

Reply: I feel part-timers are very difficult to manage. It is difficult to meet organisational 
requirements when you are down a number of officers in the sections after 1800hrs. The 
others have to carry the deficit and work harder. This can lead to resentment. 

Q31. Is there any other variable shift pattern you would like to see considered by 

management or introduced? 

Reply: Ifeel the 10 hr shift pattern is the answer to resolve all the difficulties. 

Comments made: 
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There is a need for an in depth study into the level of female officers particularly young 
females who will in the majority in afew years time. They have children and this will be a 
necessary absence from work. This has not been thought through and provision for the 
difficulty has not been considered centrally. 

Participant Observation:- This officer has a very strong opinion about police promotion and 
sick absence. He feels the organisation has treated him unfairly because of the HPDS 
Scheme. He has a very decisive leadership style and pursues issues until he achieves his 
goals. He is strong willed and I could see at times he got irritated when he was discussing the 
promotion policy and management. He would be very critical of his authorities and he is 
inclined to go on ahead and do things his way. He is very supportive of his team and 
obviously goes to get pains to keep them motivated. He treats everyone fairly from his 
attitude and expects the same in return. He is dynamic and from a policing point of view has 
the reputation of getting things done. His work performance would be very high in achieving 
results to meet the organizational objectives. 

2. Interview with the ChiefInspector (RPU) held on Wednesday 4 January 2006. 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 

reducing sick absence?' 

Reply: 'Not at all' 

Q 2 Are you in the HPDS Scheme? 

Reply: 'Yes I have in the HPDS Scheme since I became an Inspector in 2002. My recent 

promotion to Chief Inspector is the result of being part of the Scheme. I am hoping to be 
promoted to Superintendent in 2 years. I have a degree and a Master's degree, I am 
currently completing module 4 of the senior Core Leadership Programme. I would encourage 
young officers to join the HP DS if they want to succeed in the PSNI. It is a brilliant Scheme 

and it is run nationally by NIP A '. 

Q 3. Do you feel you there is a foundation of truth on which the psychological contract is 

established? 

Reply: Most definitely, I have a positive psychological contract with the PSNI and it is based 

on the foundation of truth. I believe that the P SNI is a good employer. 

Q4. Are you content with the terms and conditions of service? 

Reply: Most definitely. I have very good terms and conditions of service. 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: Road Policing Unit works the 10 hour variable shift pattern. 

Q6 . From a management point of view taking into account the peak in demand of policing, 

how would you compare the 12 hr and 8 hr shift pattern? 
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Reply: ffeel that there is no difference. Both of these shift patterns have negative aspects 
and don't meet organizational or officer need, respectively. 

Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: The 12 hr shift is better. 

Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: The work-life balance for officers working the 12 hour shift pattern is much better. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: The 10 hour shift system is much better than the 8 hour shift pattern for the 

organisation and the officer. 

Q10. I asked the same questions in respect of the 10 hr shift compared with12 hr shift 
pattern. 

Reply: The 10 hour shift pattern is good from the organisation's view point The peaks and 
demands of policing can be met but also the officer has more time off than with the 8 hour 
shift pattern but not as much as with the 12 hour shift pattern four days on and 4 days off.. 
This pattern meets both the health and safety issues and it does give the officers work-life 

balance. 

Q11 Which shift pattern provides your officers with a better work-life balance? 

Reply: My officers have never worked the 12 hour shift pattern. The moved from the 

traditional 8 hour shift pattern to the 10 hour variable shift pattern in 2002. The officers like 
their current duty pattern because after they do night duty the get six consecutive rest days, 

every six weeks. 

Q 12. When asked if he thought that old 8 hrs shift pattern (if introduced) would help the 

PSNI to manage peaks and troughs in demand more effectively. 

Reply: Definitely not this would be a retrograde step for everyone. 

Q13. I asked if the PSNI could provide better policing to the public if the old 8 hr shift 

pattern was re-introduced. 

Reply: No this would not be the case. 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 

fatigue because of the long hours. 

Reply: Yes, possibly the long shift is causing them exhaustion but they all like it and don 't 

want to revert to an 8 hour shift or the 10 hour shift pattern. 
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Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: I would resist it as I think it would be badfor the organization and the officers alike. 

Q16. I asked how do you rate the difficulties you are encountering with officers working the 
12 hr shift pattern. 

Reply: They definitely have some difficulties. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 
the introduction of the Variable Shift arrangements? 

Reply: I think that the targets and objectives set within the Policing Plan are definitely being 
met since the introduction of the 12 hour shift pattern. 

Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 
hr shift pattern? 

Reply: The overtime has increased some since (he introduction of the 12 hour shift pattern. 

Q 19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 
sick absence? 

Reply: I think that the 12 hour shift pattern has had no impact on reducing sick absence. 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 
internal recruitment and selection within the PSNI? 

Reply: There has been a definite increase on internal selection and recruitment into units 
operating the 12 hour shift pattern. 

Q21. To what extent do you think the introduction of the 12 hr shift pattern has had an effect 
on retention in the PSNI. 

Reply: However there has been an affect on the retention of officers. Officers who wgnt to 

change their career path or go for promotion, they don't worry about the shift pattern. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply: I definitely have a positive psychological contract with the PSNL 

Q23. When asked how he would describe the feeling that you have an established positive 

psychological contract with the PSNI? 

Reply: I am definitely motivated, I have an excellent employment contract and I have a 

positive psychological contract based on the foundation of truth. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: There is a lot of honesty between myself and the officers in RPU 
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Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: There is a significant reduction in the sick absence since flexible working became 
available. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: Most definitely there is an impact on retention since the introduction of flexible 
working. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 
selection? 

Reply: Possibly. 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need for 

additional flexible working arrangements? 

Reply: Yes I would like to see term-time working that is working in the school term and 

being ojJwhen my children are on holiday. I would also like to see compressed hours 

introducedfor police officers. Compressed are when works afu1l40 hour week in 4 days or 

working longer hours for nine months of the year in order to take three months off. With 

compressed hours the officer will get the full annual salary because the hours have been 
worked. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Yes, because it allows parents with young children or officers with dependents he 
opportunity to continue with their profession and at the same time allows for facilitating the 

family and welfare problems. This helps to motivate officers. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 

hours cause operational difficulties? 

Reply: Yes it would cause difficulties especially in TSG and BRC. 

Q31 . Is there any other variable shift pattern you would like to see considered by 

management or introduced? 

Reply: No 

Comments: I would like to see introduced the ability to change peoples' hours without a long 

period of notice. 

Participant Observation: This senior officer is very methodical. He is focused and sees the 

bigger picture. He has a lot of respect for his officers and experiences a lot of respect in 

return. He is very competent and has a lot of respect for his authorities and the organization 

as a whole. His confidence and focused leadership reflects throughout RPU. He is unbiased 
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and treats everyone equally and with respect. This came across very strongly during the 
interview. He is not easily stressed and takes everything in his stride. 

3. Interview with a Sergeant RPU held on Wednesday 11 January 2006. 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 
reducing sick absence?' 

Reply: The casual sick days has reduced 

Q 2 Are you in the HPDS Scheme? 

Reply: No 

Q 3. Do you feel you there is a foundation oftruth on which the psychological contract is 
established? 

Reply: Yes 

Q4. Are you content with the terms and conditions of service? 

Reply: Yes 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: They currently operate a 4 section 10 hr shift pattern. 

Q6 . From a management point of view taking into account the peak in demand of policing, 
how would you compare the 12 hr and 8 hr shift pattern? 

Reply: Other than briefing the 8 hour pattern did not have any overlap. Resources were not 
mapped against call demand However, section strength could be boosted by using previous 
or following section on overtime at time and one third in order to meet policing demands. 

Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: The 12 hour shift represents longer hours for each turn of duty. The 12 hour shifts 
has eradicated 'quick change overs' that is less than 8 hours between turns of duty. Officers 

also work fewer turns of duty between rest days. 

Q8. From a management perspective how would you rate work-life balance issues when you 

compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: I never worked 12 hour shifts but feedback from colleagues would indicate that they 

rate the 12 hour shift far superior to the previous 8 hour shift pattern in terms of work life 

balance. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 

the 8 hrs shift pattern. 
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Reply: 1 'm very content with the 10 hour shift pattern that RPU works. The 10 hour shift 

pattern allows me an adequate work life balance. It also permits in-built briefing, debriefing, 

administration, and enquiry time as each section overlaps with the previous section and the 

section coming on duty. Other than briefings the 8 hour pattern didn't overlap and resources 

were not mapped against call demand. As explained previously in Q 6 the strength of the 
section could be boosted by the section going off duty or the next section coming on duty. 
They were paid overtime at time and one third, 

QIO. I asked the same questions in respect ofthe 10 hr shift compared withI2 hr shift 
pattern. 

Reply: The 10 hour shifts are not as stretching as the 12 hour shift pattern and it permits 

more time off between turns of duty. The 10 hour pattern provides time for briefings with no 

loss on coverage on the ground. The debriefing can ensure the day's business is addressed 

that is records peifected, complainants updated and arrangements made for interview prior 
to terminating duty. This causes less stress as officers feel they have completed the work of 
that shift. 

QII Which shift pattern provides your officers with a better work-life balance? 

Reply: The 10 hour shift pattern utilized in RPU allows me an adequate work life balance. 

Q13. I asked if the PSNI could provide better policing to the public ifthe old 8 hr shift 
pattern was re-introduced. 

Reply: 1 believe such a move would actually make service delivery worse. 

QI4. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 
fatigue because of the long hours. 

Reply: 1 never work the 12 hour shift pattern. The feedback from colleagues would indicate 

little difficulties. 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: The public would have in theory a greater opportunity to contact officers, as police 

officers would be on duty on a greater number of days. However, in reality officers would 

have }ewer opportunities to meet in person or progress enquiries or schedule interviews 

given the constraints of the 8 hour shift pattern. 

Q16. I asked how do you rate the difficulties you are encountering with officers working the 

12 hr shift pattern. 

Reply: 1 have never worked the 12 hour shift pattern but feedback from colleagues is that they 

experienced very little difficulties. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 

the introduction of the Variable Shift arrangements? 
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Reply: The 10 hour shift pattern within Urban RPU permits built in briefings and 
debriefings. It also allows officers to catch up with their administrative duties. The RPU 

main objectives are to reduce KSls and promote safer driving. This is achieved by fIXed 
penalties and drivers being cautioned 

Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 
hr shift pattern? 

Reply: I believe the amount of overtime hours has actually fallen with the introduction of the 
10 and 12 hour variable shift patterns. There are fewer casual sick days. However it is more 

costly to backfill per officer when it is necessary. This occurs when officers on rest days 
have to be utilized The improved security situation has brought about a vast reduction in 
overtime occurred within particular Districts. 

Q19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 
sick absence? 

Reply: The casual sick and short term absences have been reduced. Officers on long term 

sick are more likely to be suffering from injury on duty they have received in the past and the 
problems reoccur. Long term absences are not as easily reduced as the short term casual 
sick 

Q20. To what extent do you think the introduction of 12 hr shift patt~m has had an affect on 
internal recruitment and selection within the PSNI? 

Reply: Specialist branches that operating 10 and 12 hour shift patterns are more likely to 
attract applications through specialists recruiting exercises than branches operating the old 

8 hr shift pattern. 

Q21. To what extent do you think the introduction of the 12 hr shift pattern has had an effect 

on retention in the PSNI. 

Reply: It certainly has helped retain female officers in the police service. With the 12 hr 

shift pattern it reduces the amount of child care required. It also allows working mother to 
stay in the workforce. The use offlexible working can also help retain professional female 

police officers. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply Most definitely. 

Q23. When asked how he would describe the feeling that you have an established positive 

psychological contract with the PSNI? 

Reply: I am motivated Ifeel I do a worthwhile job in RPU I am satisfied with the 

detections my section achieves and Ifee! that the hard work pays off. This gives me a 

positive feeling about my employer and a feeling of satisfaction. 
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Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: Most definitely, I have the respect of my section and I hold them in high regard. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: Most definitely amongst the female officers. This allows them to pursue their career 
and at the same time raise a family. This results in a reduction in the level of sick absence 
amongst female officers. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: Many female officers would have had to resign when children are born but flexible 
working helps to retain them in the police service. It allows them to follow their career while 
raising a family. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 
selection? 

Reply: Slightly. Most branches and department operate the flexible working policy and this 

is open to all PSNIofficers. So it would not have a big impact on recruitment in the OCU 

Q28. The PSNI offers PfT working and reduced hours. Do you feel there is a need for 
additional flexible working arrangements? 

Reply: Perhaps term-time working or compressed hours. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Not really. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 
hours cause operational difficulties? 

Reply: This can cause difficulties especially in TSG or ERe. If two officers were to job 
share it would be more effective. The difficult is turning out afull section on public order 

days when full units are needed on patrol. 

Q31. Is there any other variable shift pattern you would like to see considered by 

management or introduced? 

Reply: No, the 10 hour variable shift pattern should be implemented across the PSNL 

Participant Observation: This officer is highly motivated, he gets very excited at new ideas to 
the extent he is nervous. He has the respect of his section but he gains this respect through 
honesty and fairness. He cares for his people and that impression came through during the 
interview. However if he has issues he deals with them and as he said, '1 treat everyone the 
same and they know if they have under performed that I will have them in for an interview. I 
then monitor the individual's performance and the others appreciate that action'. 
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4. Interview with an Inspector in TSG - held on Thursday 5 January 2006. 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 
reducing sick absence?' 

Reply: Not at all. 

Q 2 Are you in the HPDS Scheme? 

Reply: No 

Q 3. Do you feel you there is a foundation of truth on which the psychological contract is 
established? 

Reply: Yes, definitely. I would say that I am motivated and I think the PSNI is a good 
employer. The psychological contract is built on a foundation of truth. The police have 
given me a good career and a very good standard of living. 

Q4. Are you content with the terms and conditions of service? 

Reply: Yes the conditions are first class. 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: TSG work the 12 hour shift pattern four days on and four days off. 

Q6 . From a management point of view taking into account the peak in demand of policing, 
how would you compare the 12 hr and 8 hr shift pattern? 

Reply: The 12 hour shift is worse than the 8 hour shift. If units are off and other units held 
on or units brought in on rest days then this involves a lot of overtime. 

Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift patterp. to the 8 hr one? 

Reply: The 12 hour shift is probably better that the traditional 8 hour shift. 

Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: The 12 hour pattern is better as it gives officers more time off duty. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 

the 8 hrs shift pattern. 

Reply: I've no opinion as I have never worked a 10 hour shift pattern. 

Q1O. I asked the same questions in respect of the 10 hr shift compared with12 hr shift 

pattern. 

Reply: It is probably meeting demands satisfactorily. 

254 



Qll Which shift pattern provides your officers with a better work-life balance? 

Reply: I think the 12 hour shift pattern but it doesn't meet the demands of the organisation at 
peak times. 

Q13. I asked ifthe PSNl could provide better policing to the public if the old 8 hr shift 
pattern was re-introduced. 

Reply: The peaks and troughs would be mef'more efficiently. The old 8 hour shift pattern 
would also provide a better service to the public. 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 
fatigue because of the long hours. 

Reply: yes to some extent. 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: Personally Iwould manage it. 

Q16. I asked how do you rate the difficulties you are encountering with officers working the 
12 hr shift pattern? 

Reply: There are some difficulties, especially with the long hours. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 
the introduction of the Variable Shift arrangements? 

Reply: The objectives and targets are definitely being met with the introduction of the 

variable shift pattern. 

Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 

hr shift pattern? 

Reply: The amount of overtime used has increased. 

Q19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 

sick absence? 

Reply: Possibly a sight reduction. 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 

internal recruitment and selection within the PSNI? 

Reply: None 

Q21. To what extent do you think the introduction of the 12 hr shift pattern has had an effect 

on retention in the PSNl. 

Reply; None 
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Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply: Definitely. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNI? 

Reply: I feel motivated and happy with my role. 

Q24. Do you feel there is a basis of honesty between yourselfand the officers you supervise? 

Reply: I feel there is only some honesty. There are some officers requiring close supervision. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: There is a slight reduction. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: None 

Q27. Do you think the availability of flexible working has had any ~ffect on recruitment and 
selection? 

Reply: None 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need for 
additional flexible working arrangements? 

Reply: Yes - term time working. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Yes it would 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 
hours cause operational difficulties? 

Reply: As a TSG Unit Inspector -flexible working can be difficult to manage in TSG. 

Q31. Is there any other variable shift pattern you would like to see considered by 

management or introduced? 

Reply: Yes, I would like to see a variable 10 hour shift pattern introduced with overlapping 

on busy times. 

Comments: I personally find 12 hour shifts to be very long. I would much rather work 10 or 

8 hour shift patterns and have the rest of the day to pursue other activities whether it be sport 

or more time at home. I know rest days are good but sometimes I am away from work too 
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long and I have to go to a local police station to check my emails and address management 
issues. If I didn't do this I would be inefficient. 

Participant Observation: This Inspector is hyper, he is never at ease. His mannerisms make 
me unsettled. He pushes the officers too far and expects too much. He makes very quick 

decisions and doesn't think through the consequences. The officer is highly intelligent. 

5. Interview with the Chief Inspector TSG - held on Thursday 5 January 2006. 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 
reducing sick absence?' 

Reply: Sick absence has been slightly reduced 

Q 2 Are you in the HPDS Scheme? 

Reply; No 

Q 3. Do you feel you there is a foundation of truth on which the psychological contract is 
established? 

Reply: Most definitely 

Q4. Are you content with the terms and conditions of service? 

Reply: No I'm not. I joined the regular force after serving 15 years in the FTR. My terms 

and conditions are as if I only started 15 years ago but yet I have 30 years service altogether. 
I won't receive the maximum annual leave allowance because I could not carry my FTR 

service over when Ijoined the regulars. 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: TSG operate 12 hr shifts 4 on 4 off. 

Q6 . From a management point of view taking into account the peak in demand of policing, 

how would you compare the 12 hr and 8 hr shift pattern? 

Reply: The 12 hr shift pattern is worse, too much overtime is expended 

Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: Worse - 12 hours is long leads to exhaustion. Health and safety issues arise when 

officers are tired 

Q8. From a management perspective how would you rate work-life balance issues when you 

compare the 12 hr shift pattern to 8 hr shift pattern? 

Reply: The officers' work life balance is much better. They have more rest days. 
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Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: Basically the 10 hour shift is better for meeting demands and the shorter shift is 
better from a health and safety point of view. 

QlO. I asked the same questions in respect of the 10 hr shift compared with12 hr shift 
pattern. 

Reply: I foel the 10 hour shift pattern is satisfactory compared with the 12 hour shift pattern. 

Qll Which shift pattern provides your officers with a better work-life balance? 

Reply: The 8 hour shift pattern is worse. The 10 and 12 hour shift pattern give a better 
balance but the 12 hour shift pattern is less favourable for the organization. 

Q13. I asked if the PSNI could provide better policing to the public ifthe old 8 hr shift 
pattern was re-introduced. 

Reply: No. 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 
fatigue because of the long hours. 

Reply: To some extent. 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: I would support it. 

Q16. I asked how do you rate the difficulties you are encountering with officers working the 

12 hr shift pattern. 

Reply: TSG Units are encountering some difficulties. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 

the introduction of the Variable Shift arrangements? 

Reply: Possibly 

Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 

hr shift pattern? 

Reply: No, there has been some increase. 

Q 19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 

sick absence? 

Reply: Reduced slightly. 
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Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 
internal recruitment and selection within the PSNI? 

This has definitely been an effect on recruitment and selection as officers apply for section 
which operates the VSA . 

Q21. To what extent do you think the introduction ofthe 12 hr shift pattern has had an effect 
on retention in the PSNI 

Reply: There is a possible increase on retention. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply: I most definitely have a positive Pc. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNI? 

Reply: I am a highly motivated member of the senior Command Team. My PC with the PSNI 
is founded on trust and respect. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: Yeah there is some. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 

level of sick absence? 

Reply: There is a slight reduction. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: Possibly. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 

selection? 

Reply - Yes most definitely, there is more interest. 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need for 

additional flexible working arrangements? 

Reply: The organization should consider all types of flexible working arrangements. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Yes, flexible working arrangements allow officers to achieve work life balance to suit 

their circumstances, thus leading to contentment. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. red,Uced 

hours cause operational difficulties? 
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Reply: Very difficult to manage in TSG. 

Q31. Is there any other variable shift pattern you would like to see considered by 
management or introduced? 

A variable shift pattern that enables concentration of resources at times of known peak 
demand would be of benefit. 

Comments: given the popularity of the 12 hour shift working, no individual department or 

OCU could step away from it unilaterally. Change would have to be initiatedfrom the centre 
and applied across the board where shift working is required 

Participant Observation: This officer has a very high potential but was held back in the early 

years as he didn't meet the height requirements. He is meticulous in everything he does. His 

leadership qualities came out at the interview. He expects officers to perform to the best of 
their ability and there is no room for any slack. On the other hand he cares for the welfare of 

the officers and this sympathetic side came across during the interview. He was very 

confident when answering the questions I asked. 

6. Interview with the Member of the PFNI held on Tuesday 10 January 2006. 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 

reducing sick absence?' 

Reply: The sick absence is slightly reduced 

Q 2 Are you in the HPDS Scheme? 

Reply: No 

Q 3. Do you feel you there is a foundation oftruth on which the psychological contract is 

established? 

Reply: Yes 

Q4. Are you content with the terms and conditions of service? 

Reply: No - Do you expect me to be content as a Federation representative? I will be 

surprised if anyone answers yes to this question. 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: I am the Secretary in the P FNI, I work 8 hours per day, 5 days per week. I don't 

supervise a unit. 

Q6 . From a management point of view taking into account the peak in demand of policing, 

how would you compare the 12 hr and 8 hr shift pattern? 

Reply: Much worse. 
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Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: No doubt it is worse. 

Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shifl pattern? 

Reply: work life balance for officers is better. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: I have no opinion as I have never worked a 10 hour shift pattern 

Q10. I asked the same questions in respect of the 10 hr shift compared with12 hr shift 
pattern. 

Reply: The officers answered good to all three questions in relation to this matter. 

Q11 Which shift pattern provides your officers with a better work-life balance? 

Reply: I feel the 10 hour shift pattern would improve the officers' work life balance but at the 

same time meet the organizational needs. 

Ql3. I asked if the PSNI could provide better policing to the public if the old 8 hr shift 
pattern was re-introduced. 

Reply: Most definitely 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 

fatigue because of the long hours. 

Reply: There is exhaustion and fatigue to some extent. 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: I would manage it. 

Q 16. I asked how do you rate the difficulties you are encountering with officers working the 

12 hr shift pattern. 

Reply: There are some difficulties with the 12 hour shift system. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 

the introduction of the Variable Shift arrangements? 

Reply: Possibly they could be met. 

Q18. Do you think the amount of overtime has been reduced with the introduction ofthe 12 

hr shift pattern? 
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Reply: Not at all, if anything it has increased. 

Q19. Do you think the introduction ofthe 12 hrs shift pattern has had an impact on reducing 
sick absence? 

Reply: I have noticed a slight reduction. 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 
internal recruitment and selection within the PSNI? 

Reply: Most definitely the J 2 hour shift system has had a big impact on recruitment and 
selection. 

Q21. To what extent do you think the introduction of the 12 hr shift pattern has had an effect 
on retention in the PSNl. 

Reply: It has had no effect on retention. 

Q22. Do you feel you have a psychological contract between yourself and the PSNl? 

Reply: Yes maybe I have. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNl? 

Reply: Well I am highly motivated. Ifeel I have established a positive psychological 
contract on a foundation of truth. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: I have always had a lot of honesty between myself and the officers I have supervised 

over the years. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 

level of sick absence? 

Reply: No flexible working has had no effect. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: Possible there has been some effect especially among the female officers as it gives 

them the opportunity to rear a family but also pursue a career in policing. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 

selection? 

Reply: Flexible working has had no effect on recruitment and selection. 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need for 

additional flexible working arrangements? 
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Reply: No 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: No 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 
hours cause operational difficulties? 

Reply: I find it difficult. 

Q31 . Is there any other variable shift pattern you would like to see considered by 
management or introduced? 

Reply: The 10 hour shift pattern worked in Ballymoney DCU prior to the introduction of the 
12 hour shift pattern 

Comments: The 12 hour shift pattern is not what the officers enjoy it is the 4 days on and 4 

days off. A shift pattern which gives this will be acceptable but not 7 day working. The 10 
hour system worked in Ballymoney DCU gave this, with overlap andjIexibility to work 

overtime at time and a third. It may require operational officers to accept less deployable 

resources to maintain 4 days on and 4 days off which we would see as a step too far on 

health and safety grounds. The 12 hour shift system are inflexible and the overtime 
expensive. 

Participant Observation: This officer is very union orientated. He put the officers' needs first 
but at the same time appreciates that policy and rules must be complied with for the 
efficiency of the organisation. He treats everyone the same way and with great respect. 

7 Interview with Inspector RPU - held on Wednesday 11 January 2006 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 

reducing sick absence?' 

Reply: The Inspector said that variable shift arrangements had most definitely reduced sick 

absence. 

Q 2 Are you in the HPDS Scheme? 

Reply: No 

Q 3. Do you feel you there is a foundation oftruth on which the psychological contract is 

established? 

Reply: Yes it is. 

Q4. Are you content with the terms and conditions of service? 

Reply: Yes I am. 
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Q5. Indicate which shift pattern your Unit currently operates? 

Reply: RP U work the 10 hour shift pattern. I was involved in the design and implementation 
of this shift arrangement in 2003 when the OCU was being set up. 

Q6 . From a management point of view taking into account the peak in demand of policing, 
how would you compare the 12 hr and 8 hr shift pattern? 

Reply: The 12 hr shift pattern is much worse than the original 8 hr pattern operated in the 
RUC. 

Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: No opinion about this. 

Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: Definitely the work-life balance for officers is much better with the 12 hr shift pattern. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: There is no doubt the 10 hr shift system is much better in all respects. 

Q10. I asked the same questions in respect of the 10 hr shift compared with12 hr shift 
pattern. 

Reply: I would say the 10 hr shift pattern compared with the 12 hr one is good. 

Q11 Which shift pattern provides your officers with a better work-life balance? 

Reply: The 10 hr shift pattern give a good work lift balance for officers but at the same time 
it meets the needs of the organisation. 

Q13. I asked if the PSNI could provide better policing to the public if the old 8 hr shift 
pattern was re-introduced. 

Reply: No 

Q 14. I asked him if he thought the 12 hr shift pattern is causing officers work exhaustion and 

fatigue because of the long hours. 

Reply: I haven 't worked the 12 hr shift system but I would say that it does possibly cause 

exhaustion and fatigue. 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: I would manage it. 
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Q16. I asked how do you rate the difficulties you are encountering with officers working the 
12 hr shift pattern. 

Reply: From the meetings with other Inspectors and Managers, the general view is that there 
are some difficulties with officers working the 12 hr shift system. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 
the introduction of the Variable Shift arrangements? 

Reply: Yes they definitely are being met. 

Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 
hr shift pattern? 

Reply: No, not at all, if anything it has increased 

Q 19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 
sick absence? 

Reply: Yes, most definitely. The overall attendance is much better with less casual sick. 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 
internal recruitment and selection within the PSNI? 

Reply: There has been an impact on internal recr'.titment and selection because officers 
prefor the 12 hr shift pattern 4 days on 4 days off. This gives them more time off to pursue 
other activities including secondary employment. 

Q21. To what extent do you think the introduction ofthe 12 hr shift pattern has had an effect 
on retention in the PSNI. 

Reply: Once again, definitely because officers like this shift arrangement as explained in 
question 20. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply: I definitely do have a good psychological contract with my employer. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNI? 

Reply: I would describe it as positive. I am highly motivated I have good conditions of 
service with an excellent salary and a good work life balance. My authorities have always 

looked after me well, especially in difficult times. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: I have a lot of honesty between my officers and myself. I treat them all with respect 
and I receive respect in return. I am firm but fair at all time and they respect me for my type 

of leadership. 
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Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: The availability of flexible working has significantly reduced the level of sick absence 
especially among female officers. It has allowed them to continue with their career while 
raising afamily. They return to work sooner after maternity leave if they can get aflexib/e 

working pattern arranged with the HR Manager. Some male colleagues take advantage of 
flexible working especially if their wives or partners are in professional jobs for example 
medical doctors. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: Most definitely, as explained in question 25, flexible working arrangements allows 
female officers to continue with their career and therefore retains them within the police 
service otherwise they would have to resign or take longer periods of sick absence. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 
selection? 

Reply: Yes most definitely, the very fact it is available is attractive to new recruits. They 
know the PSNI provide good conditions of service and it attracts them to the organisation. 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need for 
additional flexible working arrangements? 

Reply: yes, all of those mention~d i.e. compressed hours, term time working, annualized 
hours, career break, part-time working and reduced hours or job sharing. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Yes, they have more control of their free time and less constraints onfamily 

arrange ments. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 

hours cause operational difficulties? 

Reply: There are slight difficulties especially in TSG. If the crew is in the middle of doing a 
search an officer on part-time hours then has to leave and some on has to drive him/her back 
to the base location. The part-time hours are more easily operated in RPU as cars are 

coming backfor lunch etc at a specified break time. 

Q31. Is there any other variable shift pattern you would like to see considered by 

management or introduced? 

Reply: No I am content with the RPU 10 hr shift pattern. 

Comments: The use of the variable shift pattern is not so much the hours that officers' work, 

it is the rest periods in between duty and how they are spread. The greatest difficulty in 
arranging a suitable shift pattern is the barrier of 'the force day' that is 0700 to 1900 hours 
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in Urban Region. This does not allow time flexibility when shift planning but does provide a 
framework for remuneration, overtime etc. 

The difficulty with officers on flexible working arrangements is the planning involved within 
operational departments e.g. job sharing - if one person requires the job - who do they share 

with? The lack of flexibility on behalf of requesting officers make any request for flexible 
working arrangements more of a burden currently than they should be. 

Participant Observation: This officer is very 'in your face' - he will argue for what he wants 
and won't give up until he has got his way. He doesn't tolerate poor performance and leads 
from the front. He very much called 'a spade a spade' during the interview. He would be 
critical of his authorities and their management decisions. The unit members appear to 
respect him but he can be critical about some of his people. He is very demanding and 
somewhat forceful. 

8. Interview with Inspector (pPPU) - held on Thursday 12 January 2006. 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 
reducing sick absence?' 

Reply: Definite reduction. 

Q 2 Are you in the HPDS Scheme? 

Reply: No 

Q 3. Do you feel you there is a foundation of truth on which the psychological contract is 
established? 

Reply: No. 

Q4. Are you content with the terms and conditions of service? 

Reply: yes 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: The Policy, Planning and Performance Unit (PPPU) in Urban Region comes under 
the remit of the Urban Regional ACC and therefore we operate a 8 hr shift system 0900 to 

1700 hours, Monday to Friday. 

Q6 . From a management point of view taking into account the peak in demand of policing, 
how would you compare the 12 hr and 8 hr shift pattern? 

Reply: I have no opinion 

Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: I think it would be worse. 
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Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: It would be better. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: The 10 hr shift pattern would be better. 

QIO. I asked the same questions in respect CJfthe 10 hr shift compared with 12 hr shift 
pattern. 

Reply: It would be good: 

Ql1 Which shift pattern provides your officers with a better work-life balance? 

Reply: The 10 hour and 12 hour shift patterns would improve the work life balance. 

Ql3. I asked if the PSNI could provide better policing to the public ifthe old 8 hr shift 
pattern was re-introduced. 

Reply: No 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 
fatigue because of the long hours. 

Reply: Possibly 

Q 15. When asked how he would react to the re-introduction of the old 8 hr shift patterns 

Reply: I would manage it. 

Q16. I asked how do you rate the difficulties you are encountering with officers working the 

12 hr shift pattern. 

Reply: There are difficulties. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 
the introduction of the Variable Shift arrangements? 

Reply: They are met to some extent. 

Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 

hr shift pattern? 

Reply: It is slightly reduced. 

Q19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 

sick absence? 
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Reply: It definitely has 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 
internal recruitment and selection within the PSNI? 

Reply: It has definitely. 

Q21. To what extent do you think the introduction of the l2 hr shift pattern has had an effect 
on retention in the PSNI. 

Reply: Possibly 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply: I don't know if I have. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNI? 

Reply: Welll'm motivated and I have fairly good conditions of service but 1 do not have a 

positive PC based on a foundati()n of truth. Why? I don't trust the senior HR personnel. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: Yes there is a lot of trust. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: There is a moderate reduction. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: It possibly has. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 
selection? 

Reply: Possibly. 

Q28. The PSNI offers Pff working and reduced hours. Do you feel there is a need for 
additional flexible working arrangements? 

Reply: Yes. Term-time working, part-time working and reduced hours 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Yes possibly. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 

hours cause operational difficulties? 
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Reply: They cause slight operational difficulties. 

Q31. Is there any other variable shift pattern you would like to see considered by 
management or introduced? 

Reply: No comment 

Comments: The questions you have asked me about the psychological contract are not 
specific enough. I believe the questions about the psychological contract are open to 

individual interpretation. I believe there are more important factors which will influence this 

perception apart from conditions of service e.g. do I perceive the organization to be open and 
honest? I may be motivated to give the organization what it is due but I may not be highly 
motivated because of the negative influences. You are only asking me if there is a positive 
contract. The management level above me has the greater influence on my perceptions than 
those below my rank 

Participant Observation: This officer is very critical of his superiors and the organisation. He 
only manages two officers. I noticed from his body language that he appears to be insecure. 
He seems to be an introvert and doesn't mix with other personnel- this seemed to be very 
noticeable during the interview. 

9 Interview with the Chief Superintendent - held on Monday 16 January 2006 

Ql. 'Do you feel that the introduction of the variable shift patterns has had an impact on 
reducing sick absence?' 

Reply: There is a definite reduction in the level of sick absence, especially in the acu 

Q 2 Are you in the HPDS Scheme? 

Reply: No 

Q 3. Do you feel you there is a foundation of truth on which the psychological contract is 

established? 

Reply: Yes definitely 

Q4. Are you content with the tenns and conditions of service? 

Reply: My conditions of service are excellent. 

Q5. Indicate which shift pattern your Unit currently operates? 

Reply: I work 8 hours per day Monday to Friday from 0900 to 1700 hours. However I am on 

call and I do weekend cover every five weeks. 

Q6 . From a management point of view taking into account the peak in demand of policing, 

how would you compare the 12 hr and 8 hr shift pattern? 

Reply: The 12 hour shift pattern is better. 
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Q7. From a management perspective taking into account taking into account the health and 
safety issues how would you compare the 12 hr shift pattern to the 8 hr one? 

Reply: I would rate the 12 hour shift pattern better. 

Q8. From a management perspective how would you rate work-life balance issues when you 
compare the 12 hr shift pattern to 8 he shift pattern? 

Reply: The 12 hour shift system provides a better work life balance. 

Q9. I asked these questions with respect to the 10 hr shift pattern. When comparing it with 
the 8 hrs shift pattern. 

Reply: The 10 hour shift system is better in all aspects. 

QI0. I asked the same questions in respect of the 10 hr shift compared with 12 hr shift 
pattern. 

Reply: Basically it is satisfactory. 

Qll Which shift pattern provides your officers with a better work-life balance? 

Reply: Both the 10 and 12 hour shift patterns provide an improved work life balance. 

Q13. I asked if the PSNI could provide better policing to the public if the old 8 hr shift 
pattern was re-introduced. 

Reply: No it wouldn 't. 

Q14. I asked him ifhe thought the 12 hr shift pattern is causing officers work exhaustion and 
fatigue because of the long hours. 

Reply: Yes to some extent. 

Q 15. When asked how he/she would react to the re-introduction of the old 8 hr shjft patterns 

Reply: I would manage it. 

Q 16. I asked how do you rate the difficulties you are encountering with officers working the 
12 hr shift pattern. 

Reply: There are some difficulties especially with the 12 hours 4 days on 4 days off especially 
in Response. 

Q17. Do you think that targets and objectives are being met within the Policing Plans with 
the introduction of the Variable Shift arrangements? 

Reply: Definitely the targets and objectives are being met with the introduction of the 
variable shift arrangements. 

271 



Q18. Do you think the amount of overtime has been reduced with the introduction of the 12 
hr shift pattern? 

Reply: Yes it is reduced slightly. 

Q19. Do you think the introduction of the 12 hrs shift pattern has had an impact on reducing 
sick absence? 

Reply: Yes definitely the amount of sick absence had been reduced, especially casual sick 
and the Monday/Friday absenteeism. 

Q20. To what extent do you think the introduction of 12 hr shift pattern has had an affect on 
internal recruitment and selection within the PSNI? 

Reply: Definitely it has increased as the officers like the 12 hour shift system. 

Q21. To what extent do you think the introduction of the 12 hr shift pattern has had an effect 
on retention in the PSNI. 

Reply: Yes, definitely as the officers like to stay if the 12 hour shift is being operated. 

Q22. Do you feel you have a psychological contract between yourself and the PSNI? 

Reply: I definitely have a positive psychological contract with the PSNl. 

Q23. When asked how he would describe the feeling that you have an established positive 
psychological contract with the PSNI? 

Reply: I am motivated and I have a dedicated interest in the organisation and in policing. 
Policing has been my career for the last 28 years. I have good conditions of service and I am 
well paid for the job I do. 

Q24. Do you feel there is a basis of honesty between yourself and the officers you supervise? 

Reply: There is a lot of honesty between myself and my Command Team. There is a lot of 

respect and this works both ways. 

Q25. Do you think the availability of flexible working has had any effect on reducing the 
level of sick absence? 

Reply: It had caused a moderate reduction. 

Q26. Do you think the availability of flexible working has had an affect on retention? 

Reply: Yes definitely it has especially amongst working mothers. 

Q27. Do you think the availability of flexible working has had any affect on recruitment and 
selection? 

Reply: There has been an impact on recruitment and selection as officers want into specialist 

units that operate the policy. 
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Q28. The PSNI offers prr working and reduced hours. Do you feel there is a need for 
additional flexible working arrangements? 

Reply: Yes, term-time working, career break, part-time working and reduced hours. 
Compressed and annualised hours aren't really suitable for operational policing units. 

Q29. Do you think additional flexible working arrangements would motivate police officers? 

Reply: Yes it would but operational demand is high on Friday, Saturday and Sunday 

evenings. This may suit some employees with children especially if partners are available to 
baby-sit. 

Q30. As a manager to what extent do you feel that officers working flexibly e.g. reduced 
hours cause operational difficulties? 

Reply: There are slight difficulties operationally. 

Q31. Is there any other variable shift pattern you would like to see c6nsidered by 
management or introduced? 

Reply: The Home Office recommended the 10 hour variableljlexible shift system, operated 
across 5 sections. They also recommend single officer patrolling. 

Participant Observation: This senior officer came through as honest, transparent and very 

reliable. He was very forthcoming with his responses and was very willing to help me in 

what ever way he could. He is an excellent leader and has the respect of the whole oeu. 

10. Interview witb Inspector in BRC - held on Tuesday 17 January 2006. 

Generally the responses from this supervisor were similar to other Inspector I had 

interviewed. However he did make additional comments which are important. 

In relation to career breaks I feel they do motivate officers as they can go off to do studying 
for another future career should they wish to leave the police. There are no other means of 
achieving this for example by part-time study. They can demonstrate more commitment when 

they return from a career break. 

There are difficulties with part-time working as it limits the pool of officers to select for 
overtime or re-allocation rest days. The original 8 hour shift pattern was antiquated and 
detrimental to well being of staff which would be reflected in working practices. 

Overall the variable shift pattern has helped to reduce physical and mental stress on officers. 
There are other factors which need consideration that is changes in any increased overtime 

because of the lack of forward planning and proper resourcing in the first place. 

If officers had the opportunity of a career break the PSNI may not have lost the skills lost due 

to the Patten recommendations. Further alignment to the extreme is allowing officers to go to 
Iraq and get the past experiences out of their system and also make additional money. Then 
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on return to the PSNI would have minimized the current difficulties due to constable 
recruitment. 

Where middle and senior managementfoel they have lost contact time with their subordinates 
due to the 12 hour shift system, management need to be radical and vary their working times 
to compensate for example pre-plan days to force an interaction with officers. Their work 

diaries should reflect the last appointment with the Sergeants and Inspectors at change over 

times. Call work contains an amount of evening and weekend duties in any given month. 

Many of the Controllers are not motivated because of the pressure and nature of the work, 

especially at weekends. Many officers have been on long term sick and this puts more 
pressure on others who are asked to overtime in order to cover the absences. 

Participant Observation: This officer is very talkative; he is excitable and flamboyant in his 
approach. He awards good work but would shy away from his responsibilities. 

11. Interview with TSG Inspector - held on Friday 6 January 2006. 

Basically this Unit Inspector was saying the same as all the other supervisors interviewed. 
However he is make some comments about the 12 hour shift system. I have a preference for 
the 8 hour shift system. The reduction in the numbers within TSG Units has had the most 
negative impact with fewer officers being asked to do more work. This has greatly reduced 

or eroded any positive impact of the 12 hour variable shift pattern. With this reduction the 
opportunities for traininglannualleave etc become less leaving the officers feeling discontent, 
undervalued and overworked. 

Participant Observation: This person is a solid leader. Much respected by his officer and 
would be very fair. He came across and a transparent and honest individual. 

12. Interview with TSG Inspector - held on Monday 9 January 2006 

This Unit Inspector was saying similar things as the others interviewed. He made the 
following additional comments about the 12 hour shift pattern. 'The 12 hour shift patter is the 
preforred shift system for the majority of uniform officers. A return to the 8 hour shift pattern 

would be a very negative move and could de-motivate many officers '. 'I am aware of the 
change management report and the options for change regarding the shift pattern. I believe 
the organisation will introduce a variable 10 hour shift pattern to meet the needs of the 
organization and provide increased operational policing at peak times. This would [feel 
meet the needs of the Police Service and the public. This would also provide flexible working 
for officers i.e. 154 rest days per annum as opposed to 108 rest days on the 8 hour shift 

pattern. 

Participant Observation: This officer is a born leader who appears to take decisions when 
others fail to do so. He is a very caring manager who has the respect of everyone he comes in 
contact with. He gave me a very lucid account of the problems and difficulties he has 

yxperienced with flexible working and the 12 hour shift pattern. 
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13. Interview with Inspector TSG ~ held on Tuesday 10 January 2006 

The answers were basically the same as other but the Inspector made the following 
comments: 

In response to additional flexible working, he felt that what we have in place is fine. Too 

much flexible arrangements are hard from a management perspective to manage. 
Operational difficulties are experienced especially when we could be on operations which 
extend beyond normal shift times. 

Participant Observation: an excellent leader who can run a tight unit with great ease. A very 
confident person who has the respect of all the officers. 

14. Interview with Inspector TSG - held on Wednesday 11 January 2006 

The answers given were similar to other supervisors except for a couple of additional 
comments. 

When asked about flexible time motivating police officers, the Inspector said that they would 
not be motivated and would still want more time off. He felt it is too difficult to manage. 

He felt that all sickness should be counted in hours and not days. Annual leave and shift 
times are counted in hours and sickness should be the same. Some people will 'work' the 
system. The more time off because of shift system then there would be less sick days. He 
thinks at the start sickness did reduce but he thinks if it was counted like for like it would 
have increased. 

The present system suits the role ofTSG. It is designed to cover peak periods. I do accept 
the difficulty when additional units are required. It costs more financially. We perform 

searches on earlies and lates, the shifts suits this work with little over time being incurred. 

From a welfare point of view the 12 hour shift is long but people are happy with this due to 
the time off lfwe move to the 10 hour shift we will end up working the same due to 
additional travelling time as we will hit the rush hour. 

From a management point of view the 12 hour shift pattern 4 days on 4 days off doesn't 

work. Especially for Response officers, the victim of crime don't see the officer dealing with 
the case for too long and therefore consistency is not maintained if another officer takes over 
the investigation. I feel that the 12 hour shift pattern doesn '( assist with the policing plans. 

Participant Observation: He is very critical of flexible working and the trouble it causes in 
TSG. The Inspector is critical about change and new modem policies. 

15. Interview with a Female Chief Inspector held on Friday 13 January 2006. 

As previously stated the responses were similar to other supervisors interviewed. The 
following comments were made. 
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Flexible working is too difficult to manage in operational policing. The ideal shift 

arrangement to introduce is the 10 hour shift pattern across the PSNI That is 10 hours shift 

pattern with 4 sections of personnel, with variable rest days and a reduced number of officers 
working nights with more officers on duty during Thursday, Friday and Saturday nights, 
especially in Urban Region. 

The sick absence policy is still too slack. The organization does not get the full backing of 
the OHW to get the long term sick officers back to work. This makes life difficult for 

managers and HR Managers alike. Some units are working under power because of long 
term sick. OHW medical staff seems to support the officer against the wishes of management. 
This mindset needs to change, if the organization is to be more efficient. 

Participant Observation: The officer is dynamic and forward thinking. The responses were 
logically constructed as she spoke to me with a very confident and positive attitude about the 
changes needed to reduce the sick absence throughout the organization. 

16 Interview with a Superintendent held on Tuesday 17 January 2006 

All the replies were similar except for the odd comments: 

There are implications that the 12 hour shift system causes fatigue which leads to a health 
and safety issue about fitness to drive/work. The 12 hour shift pattern had a short term 
impact at DCU level when first introduced 

The 12 hour shift pattern makes specialist jobs hard to fill as very few officers wish to move 
away from the12 hour pattern. I think the ideal shift system would be one that has some 
variation on the Ottawa system. A 5 section shift pattern to allow built in training time and 
flexibility to cover peaks in demand This new shift system needs to be centrally driven with 

corporate responsibility. 

Participant Observation: A very transparent and confident individual. The officer tends very 
much to stick t~ the policy with little deviation away from what is the right procedure. This 
would be somewhat inflexible. 
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APPENDIX - 13 

BRC - EMERGENCY 999 CALLS 
PROCESS MAP 
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APPENDIX 14 - BRC Statistics 

From statistical data held on the res databases the following information was retrieved. 

Table 7.1- Emergency call centre annual statistics for calendar years 2003 - 2007 

2003 248,196 138,622 

2004 268,909 145,896 

2005 275,243 138,756 

2006 285,124 138,512 

2007 279,970 143,072 
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Table 7.2 - BRC Monthly Statistics for 2006 

MONTH C&C 999 calls 999 < 10 Crimestoppers SMS 
secs 0/0 

Totals Totals Actionable calls Emergency 
Texts 

January 22148 11226 92.5 68 4 

February 20884 10074 90.9 99 3 

March 22588 10760 89.3 126 23 

April 24129 11743 87.9 96 5 

May 24149 11277 86.5 67 13 

June 24240 10646 90.4 121 3 

July 26290 12877 90.4 133 13 

August 25530 12780 98.7 103 10 

September 24315 11713 88.1 50 7 

October 25811 12435 87.9 87 20 

November 21883 10445 88.6 104 11 

December 23198 12572 87.5 77 3 
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Table 7.3 BRC Monthly Statistics 2007 

MONTH C&C 999 Calls 999 < 10 Crime SMS 

Totals 
secs % stoppers 

Totals 
Actionable Emergency 

calls Calls 

January 21560 11405 90.7 85 12 

February 20684 11086 89.2 92 13 

March 22263 11664 88.1 101 2 

April 24511 10895 86.3 90 5 

May 24488 11727 82.7 108 10 

June 24866 12481 80.4 122 3 

July 24854 12949 85.8 102 3 

August 24943 12949 94.6 112 14 

September 24096 11800 95.5 99 4 

October 24760 12219 93.1 100 18 

November 21110 11727 94.3 99 11 

December 21835 12235 94.5 68 4 
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Table 7.4 BRC Monthly Statistics 31 March 2008 

MONTH C & C calls 999 calls 999 < 10 Crimestoppers SMS 
secs % Emergency 

Totals Totals Actionable Texts 
calls 

January 21585 12305 94.0 84 5 

February 22030 11300 88.5 77 2 

March 22631 11873 90.0 111 23 

Table 7.4a - Comparisons of 2005 with 2006 Command and Control Incidents and 999 
Emergency Calls - Appendix 15 

Table 7.4b - Time taken to answer 999 Emergency Calls and a bar chart showing 
Confidential/nuisance calls - Appendix 15 
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~PPEND~X lS 

TOTAL NUMBER OF COMMAND & CONTROL INCIDENTS URBAN REGION 2005/6 
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SIDFT PATTERN - BRC/CVI 
TERMS & CONDITIONS (wer 1/4/03) 

1. Eight day shift cycle involves 2xEarly, 2xNight, 4xRest day 
2. Early shift hours are 0700-1900. Night shift hours are 1900-0700 

APPENDIX 17 

3. Rest day working will be required and may involve a shorter shift eg 1900-
0300, 1100-1900 

4. Annual Leave will be calculated in hours 
5. Sickness regulations remain unchanged 
h Mileage regulations remain unchanged 
7 No entitlement to subsistence claims during 12 hour shift 
8. After completion of a training course member must report to BRC/CVI to 

complete nonnal12 hour duty period (except on Rest Da:v! 
9. Pay conditions and allowances to be negotiated with Unions 

I agree / do not agree to the above terms and conditions: 

I agree / do not agree to waiver the maximum 48 hour week EWT regulation: 

________________ sl~rnalUr~-

________________ name 

ERC or CV! ------------------
numoe" -----------------

dar£------------------
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APPENDIX 18 

The following conditions, apply to the 4 on 4 off 12 hr shift system 
within the OCU 

1. All leave converted to hours. Leave carried over from 200312004 to 200412005 to 
·be given as hours 

2. Refreslunent this will only be paid after a member is retained on duty over 2 hours 
above their nonnal shift. All other conditions as at present being complied with. 

3.Leave sheet to be with Ops Planning at least 14 Calendar days before start ofleave. 
Leave requested under this time will beat discretion of response S gt on duty that day. 

4. ARDs will be as shown on duty schedule and will be non-movable. 

5 Where members are detailed I-day courses training or courts they must return and 
complete the rest of their hour's duty at their station. 

6. Where courts fall on nights, duty will be changed. If first day of nights changed to 
10:00-22:00, members must return after court. If second day, first day 10:00-22:00 
second day 10:00-22:00. May be waved at request of member. 

7. Notice of working on rest days for premium rate will be less than 5 days as per 
regulations from 1/04/2004 

8. Casual OT will apply after the scheduled daily duty time including 
briefing/debriefing has been worked as per current regulations. 

9; Members to get 60 minutes for breaks per 12 hour turn. Either as one unit or split at 
discretion of the Section Sergeant. 

I Agree to the attached duty system and conditions above* 

I do not agree to the attached system and above conditions and wish to be facilitated 
to comply with the EWTR '" 

*delete fully line which does not apply 

Signed Name Rank No 
PRINT 
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RPU URBAN REGION APPENDIX 19 

DUTY ROSTER 2005/2006 'C'RELlEF 

DATE APR MAY JUN JUL AUG SEP OCT NOV 
DEe .. FED 

MAR 
2005 2005 2005 2005 2005 2005 2005 2005 2005 2006 2006 

01 L UN RD E RD UN RD E E RD RD 

02 UN T E UN TIN R412] RD E RD RD RD 

03 LIN Rn E E LIN RD E E Rn RD L RS[4] L R9[6] 

04 UN RD E RD UN RD E Rn RD Rn UN LIN 

05 RD T E LIN TIN E R4[3J E Rn Rn Rn UN LIN 

06 RD E RD LIN RD E E Rn RD L R5[2] UN RS[SI LIN 

07 T E LIN LIN RD E RD Rn RD LIN RD RD 

08 E E LIN TIN E E R4[4J RD RD Rn LIN RD RD 

09 E Rn LIN RD E RD RD RD L LIN R5I3J T R8[6j T 

10 E LIN TIN RD E RD RD Rn LIN RD E E 

11 RD LIN RD E E RD RD L LIN Rn E E 

12 UN LIN Rn RD RD RD LIN LIN T R5141 E R911J E 

13 LIN TIN E E RD RD RD LIN RD E RD Rn 

14 UN RD E E Rn Rn L LIN RD E UN R9[2j LIN 

15 TIN RD E RD RD RD LIN RD T E R5IS] UN LIN 

16 Rn E E RD Rn L R4[S] LIN RD E Rn LIN LIN 

17 Rn E RD RD RD LIN LIN T E LIN R5[61 TIN R9[3] 

18 E E RD RD RD LIN RD E E LIN RD RD 

19 E E RD RD L LIN R4[6] RD E Rn LIN RD Rn 

20 E RD RD RD LIN RD T E LIN TIN R8[1] E R9[4] E 

21 E RD RD RD LIN RD E RD LIN RD E E 

22 RD RD RD L LIN T E LIN LIN RD E E 

23 RD RD RD LIN RD E E LIN TIN E R8[21 E R915j E 

24 RD RD L LIN RD E RD LIN RD E RD RD 

25 RD RD LIN LIN T E LIN TIN E RD RD 

26 RD RD LIN RD E RD LIN RD E RS (31 RD Rn 

27 Rn L LIN RD E LIN LIN RD RD RD RD 

28 RD LIN RD T E LIN TIN E E RD RD RD 

29 L LIN RD E 

~ 
RD E E R5[IJ RD RD 

~E LIN R4[1j TIN RD E RD Rn RD 

31 RD E LIN E RD RD L 
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TSG MARCH 2006 SHIFT PATTERN APPENDIX2,o 

CATE 01-Mar-06 02-Mar-06 03-Mar-06 04-Mar-06 05-Mar-06 06-Mar-06 07-Mar-06 08-Mar-06 09-Mar-06 10-Mar-06 11-Mar-06 12-Mar-06 13-Mar-06 14-Mar-06 15-Mar-06 

CAY 

No.1 

No.2 

No.3 

No.4 

No.5 

No.S 

NO.7 

No.8 

WED THU 

0700 - 1900 I 0700 - 1900 

RC RC 

T 0700 - 11500-
1900T 

RC RC 

0700 - 1900 I 0700 - 1900 

RC RC 

1500 - 0300 

RC RC 

FRI SAT SUN 

RC RC RC 

0700 - 1900 I 0700 - 1900 I 0700 - 1900 

RC RC RC 

1900 - 0700 1900 - 0700 ARD 

RC RC RC 

0700 - 1900 I 0700 - 1900 I 0700 - 1900 

RC RC RC 

1500 - 030011500 - 030011500 • 0300 

No.9 10700 - 1500 10700 - 1500 I 0700 - 1500 RC RC 

MON TUE 

1500 - 1500 -

RC RC 

0700 - 1900 I 0700 - 1900 

RC RC 

T 0700 - T 0700 -
1900 T 1900 T 

RC RC 

0700 -1900 10700 -1900 

RC RC 

WED THU 

RC RC 

T 0700 - 11500 _ 0300 
1900T 

RC RC 

0700 - 1900 I 0700 - 1900 

RC RC 

1500 - 0300 

RC RC 

0700 - 1900 10700 - 1900 

FRI SAT SUN 

0700 - 1900 I 0700 - 1900 I 0700 - 1900 

RC RC RC 

1900 - 0700 1900 - 0700 ARD 

RC RC RC 

0700 - 1900 I 0700 - 1900 I 0700 - 1900 

RC RC RC 

1500 - 030011500 - 030011500-

RC RC RC 

0700 - 1500 I 0700 - 1500 I 0700 - 1500 I 0700 • 1500 I 0700 - 1500 RC RC 

29] 

MON TUE 

RC RC 

0700 -190010700 - 1900 

RC RC 

T 0700 - T 0700 -
1900 T 1900 T 

RC RC 

0700 - 1900 I 0700 - 1900 

RC RC 

1500 - 1500 - 0300 

WED 

T 0700 -
1900T 

RC 

0700 - 1 

RC 

1500 - 0300 

RC 

0700 -1900 

RC 

0700 - 1500 I 0700 - 1500 I 0700 - 1500 



------------------------~ , 

20 

16-Mar-06 17-Mar-06 1B-Mar-06 19-Mar-06 20-Mar-06 21-Mar-06 22-Mar-06 23-Mar-06 24-Mar-06 25-Mar-06 26-Mar-06 27-Mar-06 2B-Mar-06 29-Mar-06 30-Mar-06 31-Mar-06 

THU SAT SUN 

1500·0300 RD RD 

RD 1900 - 0700 1900 - 0700 

0700 - 1900 RD RD 

RD 0700 - 19001 0700 • 1900 

RD RD 

RD 1500 • 030011500 • 0300 

0700 -1900 RD RD 

RD 0700 -1900 1 ARD 

0700 - 1500 RD RD 

MON TUE 

0700 - 190010700 - 1900 

RD RD 

T 0700 - T 0700 -
1900 T 1900 T 

RD RD 

0700 • 19001 0700 • 1900 

RD RD 

1500· 1500 - 0300 

RD RD 

WED THU 

RD RD 

0700 - 19001 0700 - 1900 

RD RD 

1500·0300 

RD RD 

0700 - 190010700 • 1900 

RD RD 

T 0700 - 11500-
1900T 

FRI SAT SUN 

1900 - 0700 1900 - 0700 ARD 

RD RD RD 

0700 • 19001 0700 • 19001 0700 • 1900 

RD RD RD 

1500·030011500 - 030011500 • 

RD RD RD 

0700 - 1900 10700 - 190010700 - 1900 

RD RD RD 

0700 • 150010700 - 15001 0700 • 1500 1 0700 • 150010700 • 1500 RD RD 
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MON TUE 

RD RD 

T 0700 - T 0700 -
1900 T 1900 T 

RD RD 

0700 • 1900 1 0700 • 1900 

RD RD 

1500·030011500· 

RD RD 

0700 - 1900 10700 - 1900 

WED THU 

0700 - 1900 10700 - 1900 

RD RD 

1500·0300 

RD RD 

0700 - 190010700· 1900 

RD 

T0700· 
1900T 

RD 

RD 

1500·0300 

RD 

FRI 

RD 

0700 - 1900 

RD 

1500·0300 

RD 

0700·1900 

RD 

0700 • 150010700 - 150010700 • 150010700 • 15001 0700· 1500 
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POLICE GENDER COMPARISON OF AVERAGE DAYS LOST BY RANK (SERVICE-v-OCU URBAN) 
1 APRIL 2005 TO 31 DECEMBER 2005 

60.00 

50.00 

40.00 

30.00 

20.00 

10.00 

0.00 
RES CON CON SERGT INSP CHINSP SUPT 

---
SERVICE MALE 6.21 9.45 5.78 4.24 3.55 3.62 

13 OCU URBAN MALE 13.36 12.97 11 .39 5.99 7.81 0.00 

o SERVICE FEMALE 13.65 11 .68 13.16 17.28 17.38 0.00 

o OCU URBAN FEMALE 49.02 24.28 6.56 0.00 0.00 0.00 
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\ APPENDIX 22 

Average Work Days Lost -v- Targets OCU Urban Police 1 April 2006 to 30 September 
2006 
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Performance Tables - Police Officer Sickness Absence 
For the period 1st April 2007 - 31st August 2007 

Average Work Days Lost Number of Occurrences 
(year 10 date larget - 4.16 days) of Sick Absence 

0.00 0 
0.75 50 
0.84 5 
1.83 1 
2.89 36 
3.67 102 
3.96 182 
4.21 10 
4 .. 17 184 
.. 41 203 
"-1 40 
t16 211 
·M 158 

:;'."0 219 
5.57 2 
6.23 139 
6.66 166 
6.68 202 
6.88 259 

Perfonnance better than identified target 

Perfonnance within +/- 5% tolerance of identified target 

Perfonnance exceeds +5% tolerance of Identified tarae! 

% Occurrences of Short 
Term Absences YTO 

. 
92% 
80% 
100% 
69% 
71% 
47% 
50% 
79% 
36% 
63% 
73% 
59% 
70% 
50% 
63% 
58% 
73% 
75% 

Days Lost 
tolTA 

0 
160 
46 
0 

762 
2374 
5693 
458 
3001 
3467 
1288 
3914 
3777 
4818 

72 
4486 
4518 
4520 
5332 

!\WOL · Tolal Oa~s Losllo sick absence divided bi: the lolal eslablishment . The ta!]el is based on the Policing Plan objeclives and is dis~la~ed here on a ~ro·rala basis. 

% AWOL attributabte to 
long Term Absence YTO 

. 
42% 
81% 
0% 
85% 
79% 
87% 
95% 
73% 
78% 
87% 
69% 
81% 
79% 
99% 
86% 
83% 
71% 
78% 

Number of Occurrences of Sick Absence· Tolal number of ~eriods of absence laken in an~ Oistricl/Oe~ar1menl YTO. This gives ~ers~eclive to the freguenc~ of absences in each area. 

% Occurrences 
attributable to lOOs YTO 

. 
2% 
0% 
0% 
8% 

20% 
7% 
0% 

11% 
18% 
18% 
24% 
8% 

23% 
50% 
32% 
17% 
29% 
31% 

% Occurrences of Short Term Absences YTO - Of the total number of occurrences this figure shows the percentage of absence which were of 27 days or less in duration. Hislorically this figure averages at 80% (05/06) , 79% (04/05) 
and 77% (03104) . 

Oa~s Lost to LTA · The figure accounls for Ihe lotal number of da~s 105110 absences in excess of 28 da~s . 

% AWOL attributable to Long Term Absence YTO · Following from Ihe lasl column Ihis figure illuslrates the days 105110 long lerm absence as a percenlage of Ihe lolal number of days lost to absence. Historically this averages al 
78.5% (05/06). 80.5% (04/0 

% Occurrences attributable to lOOs YTO • This figure outlines the total number of occurrences of absence which are relaled to 1005, 100 · Rs, and all unconfirmed 100 incidences which are pending decisions. As unconfirmed 1005 
afe in<:llJd~d~igur~~_. ____ . . __ .. 

296 I 



(f) 
w 
o 
z 
w 
0= 
0= 
:::> 
o 
o o 

14 

12 

10 

8 

6 +--

4 +--

2 \---" 

o 

I Dseri~~1 -
-----

Monday 

12 

OCU POLICE SICKNESS BY START DAY OF ABSENCE (1-7 DAYS) 
01 APRIL 2006 - 17 AUGUST 2006 

-----------

----....,.---..,,--- -"----

I 

\ fl.Ioo...Y-=-Jl.£ J:"'"oI ll> "'~ 23 
\ 

~i:~===-T~U~~~~t-- F~:~aY-_j~ ~t. __ I ~ ~U~d~Y --_ Tuesday 

3 
WEEKDAY 

297 



w 
() 
z 
W 
0::: 
0::: 
:::l 
() 
() 
o 

35 

30 

25 

20 

15 

10 

5 

o 

Sf ·ri 'es1 

OCU URBAN POLICE SICKNESS BY START DAY OF ABSENCE 
1 APRIL06 - 17 AUGUST 06 

--_._-----

- -.--.- ---- ------ , 

I 

--- ----- . 

~ 

----_._ .. _._--_.- -

Monday Tuesday W~d. __ EhU~da 
33 20 28 18 

---- -

hursday Friday 

18 19 HJ
-

Sat Sunday 

9 ______ ~ ____ _ 
WEEKDAY 

298 



Friday 
14% 

OCU URBAN POLICE SICKNESS BY START DAY OF ABSENCE 
1 APRIL 06 - 17 AUGUST 06 

Sat. 
Sunday 

5% 

Wed. 
21% 

299 

Monday 
25% 



Appendix 24 
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