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Abstract

The nature of police work makes police officers vulnerable to physical and psychological health issues. Recognizing stress and its causes is essential to develop remedial measures. The aim of this research was to identify factors causing stress among police personnel in the UAE, and suggest possible stress reduction strategies. The study used a quantitative methodology with positivism research philosophy. To fulfill the research objectives, three methods were used. The first was a survey in which a questionnaire was administered to the respondents, the second involved Interpretive Structural Modeling and the third an Analytic Network Process. 
The survey examined factors causing stress among police officers in the UAE, and found both operational and organizational stressors. The results also indicated significant differences in stress based on gender, marital status, educational level, rank and designation. The Interpretive Structural Modeling approach was used to develop a hierarchy-based model for operational and organizational stressors. The results showed that a heavy workload, lack of autonomy and upholding a particular social or public image were the key drivers of operational stress. Inconsistent leadership and bureaucracy were the key drivers of organizational stress. Finally, an Analytic Network Process model was developed to select a suitable stress reduction strategy. A social support strategy was the most effective stress reduction strategy, rather than a human resource, environmental or problem-solving strategy. The findings will help police organizations in the UAE to formulate suitable strategies to minimize stress and retain talented police personnel. 
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This chapter sets out the context of this research study. It provides an in-depth analysis of the UAE as a country, and its police force, along with an overview of perceived occupational stress. The first section provides a general background, and then discusses the UAE and its police force. The next sections set out the research gap, research objectives and research questions. Finally, the chapter concludes by setting out the significance of this research and explaining the structure and process followed in the study. 

[bookmark: _Toc20875055]1.1 General Background

Several researchers have attempted to provide a general definition of occupational stress that can be used universally. Lazarus and Folkman (1984) defined occupational stress or work-related stress as the destructive emotional and physical reaction that occurs when work demands do not match the needs, resources and skills of the individual. Michie (2002) stated that occupational stress results when the resources of the worker are insufficient to cope with the demands and pressures of the work. Occupational stress is defined as the harmful responses of individuals when job requirements do not match their personal capabilities, requirements and resources (Centers for Disease Control and Prevention, 2008).


Occupational stress usually arises as a result of physical, mental and behavioral responses (Mosadeghrad, 2014; Strutton & Tran, 2014). Physical and mental health issues are commonly observed in employees as a consequence of work-related anxiety (Farler & Broady-Preston, 2012; Yao, Thorn, Duan & Taskin, 2015). All professions are associated with some level of occupational stress, but police officers are probably more exposed than many (see Anshel, 2000; Can & Hendy, 2014; Finney, Stergiopoulos, Hensel, Bonato & Dewa, 2013; Irniza, Emilia, Saliluddin & Isha, 2014; McCreary & Thompson, 2006; Neely & Cleveland, 2013; Shane, 2010; Wang, Zheng & Zheng, 2014).
A number of research studies from both developed and developing countries have examined occupational stress in police officers, including in England (Brown, Cooper & Kirkcaldy, 1996), Canada (Graf, 1986), India (Suresh, Anantharaman, Angusamy & Ganesan, 2013), Germany (Schmidtke, Fricke & Lester, 1999), Turkey (Buker & Wiecko, 2007), Korea (Crowther & Lancaster, 2012), South Africa (Pienaar & Rothmann, 2003) and New Zealand (Brough & Pears, 2004). It is therefore clear that stress is a universal factor in the lives of police officers, and not a problem confined to one country alone. It is also, however, clear that the sources of stress may vary across departments and countries (Hall, Dollard, Tuckey, Winefield & Thompson, 2010; Kara, Sunger & Kapti, 2015; Keyes, Barnes & Bates, 2011). Previous studies on police work suggest that the nature of policing means that police officers are likely to experience very high levels of occupational stress (Alexopoulos, Palatsidi, Tigani & Darviri, 2014; Brooks, 2017; Shane, 2013; Violanti, Charles, McCanlies, Hartley, Baughman, Andrew, Fekedulegn, Ma, Mnatsakanova & Burchfiel, 2017; Vuorensyrjä & Mälkiä, 2011). One study found that police officers in South Africa were subject to quite different occupational stressors than the general population, and that these occupational stressors were unlike those found in any other profession, in either quality or quantity (Jones & Kagee, 2005). Vuorensyrjä and Mälkiä (2011) compared the occupational stress induced in staff in various occupations as a result of the nature of the work and concluded that personnel in police forces suffered the highest levels of perceived occupation stress. Police officers have a key role in protecting society, and it is therefore plausible that they would experience high levels of stress (Brooks, 2017). The injuries and fatalities among police officers are higher than in any other profession (Bureau of Labor Statistics, 2011). The impromptu decision-making and requirement to engage with crime situations on a daily basis also make police officers prone to stress at work (Burchfiel, Anderson & Straka, 2011; Perman, 2012; Stoughton, 2014).
Occupational stress is therefore intrinsic to policing. Symonds (1970) divided causes of occupational stress in police personnel into operational stressors and organizational stressors. Operational stressors are those associated with police work, organizational stressors are associated with the nature of the organization in which police officers work (Symonds, 1970). McCreary and Thompson (2006) used these two general categories of stressors, and identified job pressure, job challenge and work–family conflict in the two categories.
Operational stressors include exposure to injuries or deaths, overtime demands, work in vacation, unhealthy eating behavior, insufficient time to stay in good physical condition, fatigue because of shift work, over-time, lack of outside friendship opportunities, limited social life, heavy workload, lack of job autonomy and dealing with different public criticism (McCreary & Thompson, 2006). Organizational stressors include the quasi-military structure of many police forces, excessive internal investigations, defective equipment, deficient leadership, excessive administrative duties, staff shortages, unequal sharing of work responsibilities, favoritism, little trust between officers, and insufficient peer support (McCreary & Thompson, 2006).
Increased occupational stress has been identified as a threat to police personnel that can result in lower personal and organizational performance (Jaramillo, Nixon & Sams, 2005; Shane, 2010). The objectives of this study were therefore to systematically identify the different occupational stress factors among police personnel in the UAE. It also aimed to incorporate both generic and unique occupational stressors that are relevant to the police environment and take into consideration the interaction between work and family, and organization. This study therefore used the two categories of operational and organizational stressors (McCreary & Thompson, 2006; Symonds,1970). It was designed to address relationships among variables that cause stress among police officers and to identify and prioritize suitable strategies for stress reduction. It was hoped that these would help the organization to support better health and lower occupational stress, which would in turn improve work performance. The study findings were therefore expected to improve the health of police personnel, and benefit police officers, their families, their organizations and the wider public.
The next section of this chapter discusses the UAE as the study setting, and particularly its police force. The chapter then goes on to set out the research gap and the research problem, objectives, and questions. Finally, it describes the study’s expected contribution to knowledge, before explaining the research structure, research process and conclusion. 

[bookmark: _Toc20875056]1.2 Country Profile: UAE
The UAE shares a border with Oman and Saudi Arabia and is located towards the south-east of the Arabian Peninsula. The constitutional federation of this essentially Arab country encompasses seven emirates, Abu Dhabi, Dubai, Sharjah, Ajman, Umm Al-Quain, Ras Al-Khaimah, and Fujairah. Governmental responsibilities are handled collaboratively by individual federal and local governments in every emirate. Before the Federation was established in 1971, every emirate was ruled by its own governing bodies. Even since the emirates have come together, some powers are still reserved to regional level (UAE Embassy, 2017). 
The population of the UAE has expanded rapidly in recent years, reaching 9.64 million in 2019 (World Population Review, 2019). The UAE hosts many immigrants from around the world, and expatriates make up 88.5% of the population. Most immigrants are from neighboring Arab countries, South-East Asia, Southern Asia, Europe and the USA. Emiratis account for a mere 11.6% of the population (World Population Review, 2019). 

[bookmark: _Hlk519794308]The UAE nation has been enabled to tackle terrorism using strategies devised by the Higher Committee for Crises and Terrorist Acts Management (HCCTAM) (Karasik, 2015). The UAE was among the first countries to devise an Anti-Terrorism Law, which ensures national security by making provision against human trafficking (Karasik, 2015). It was also a pioneer in developing rehabilitation centers for individuals subjected to extremism to help them to rejoin society (Karasik, 2015). 
The UAE has made efforts to develop a reliable police service, vigilant emergency teams, and reliable justice and legislation by keeping systems up to date (UAE Ministry of Cabinet Affairs, 2019). The overall security felt by individuals was evident in a survey by Bayt.com involving 3,747 respondents from the UAE, Kuwait, Saudi Arabia, Oman, Qatar, Bahrain, Lebanon, Syria, Jordan, Egypt, Morocco, Algeria and Tunisia. In total, 91% of respondents found the general safety and security in the UAE to be exemplary (Maceda, 2017). Table 1 shows the top 20 safest and most crime-free countries in the world, according to the new World Economic Forum Report (The World Economic Forum, 2018).







[bookmark: _Toc16952835]Table 1: The world's 20 safest and most crime-free countries, according to the World 
Economic Forum
	Rank
	Country

	1
	Finland

	2
	Singapore

	3
	Iceland

	4
	Oman

	5
	Switzerland

	6
	New Zealand

	7
	Luxembourg

	8
	Hong Kong

	9
	UAE

	10
	Japan

	11
	Norway

	12
	Portugal

	13
	Austria

	14
	Estonia

	15
	Qatar

	16
	Australia

	17
	The Netherlands

	18
	Spain

	19
	Bahrain

	20
	Canada


Source: The World Economic Forum (2018) 

Table 1 shows that the UAE is ranked as the ninth safest country in the world, and among the 20 countries with the lowest rates of homicide, terrorism and organized crime, and the most reliable police forces. The World Bank Doing Business report recognized the UAE as the most welcoming of all the Arab countries for start-up businesses (The World Bank Group, 2019).
The country has come a long way in accepting foreign enterprises to boost its economy. It has become a promising destination for investment and tourism, with its viable safety and security strategies and low crime rate (Kuttab, 2018). This has increased the responsibilities of the police force to ensure the safety and security of the community, particularly with the government’s aim to position the UAE at the forefront of countries with the lowest crime rate in the world by 2021 (Salama, 2016). The responsibility for protecting lives and maintaining security may cause stress among police officers (Beshears, 2016). This study therefore wished to quantify the stress levels in the UAE police force, at a time when the organization was working constantly to maintain security and low crime rates by developing proactive planning and reliable policing services, exploring the future and establishing developmental policies and vigilant emergency teams. 
Occupational stress has a devastating impact (Winefield, Gillespie, Stough, Dua & Hapuararchchi, 2002) on police personnel. It is essential to understand occupational stress among police personnel because they have the key responsibility for sustaining order and security in any country (Brooks, 2017). Few studies, however, have examined occupational stress factors among UAE police personnel.
The next section discusses the UAE police force, providing information about the number of employees, the organizational structure and the role of the organization in providing safety and security for UAE citizens.

[bookmark: _Toc20875057]1.3 UAE Police
The Ministry of Defense and the Ministry of Interior are the two bodies that are responsible for ensuring safety and security throughout the country (UAE Ministry of Interior, 2019). The federal military comes under the authority of the Ministry of Defense, which has representatives in every emirate. Managing the law and order bodies within the state, safeguarding citizens, and regulating traffic in the cities are the responsibility of the Ministry of Interior (UAE Ministry of Interior, 2019). The local police and the security authorities in each emirate fall under the jurisdiction of the Ministry of Interior and can be held liable if they do not make social justice accessible to all (The National, 2017).
The police sector is considered one of the most critical in the UAE (U.S. Embassies, 2018) The police force employs 17,291 people, or 30.5% of the total number of employees in federal agencies (Abdelhamid, 2015). Most of the UAE police force is employed under the Ministry of Interior, and all seven Emirates, excluding Dubai and Abu Dhabi, have a police headquarters. Each police force has a distinctive organizational arrangement. However, a standard doctrine is defined by the ministry to maintain inter-organizational harmony and to provide unprejudiced justice for the citizens of the UAE, control the crime rate, manage traffic effectively to control mortalities from road accidents and provide a response team for emergencies and disasters (UAE Ministry of Interior, 2019).
	The General Directorate of Guards and Police Operations administers the departments involved in combat and security. These include Crime Investigation Departments, the Drugs Enforcement Departments, Police Stations, Airports and Ports Security Departments, Special Tasks Departments and Community Policing Departments (UAE Ministry of Interior, 2019). The General Directorate of Central Operations controls Customer Services Departments, covering the Traffic and Patrols Department, Vehicles and Drivers Licensing Department and Operations Department. Each police headquarters also has Crime Scene Departments and punishment and correction institutions to provide adequate law enforcement (UAE Ministry of Interior, 2019). 
The UAE police force provides three major policing roles, maintaining order, law enforcement, and serving efficiently (UAE Ministry of Interior, 2019). The activities primarily performed by the police are known as line activities. These include patrolling in designated geographical locations from police stations, investigations by detectives in the Crime Investigation Department and enforcement of traffic laws by the Traffic and Licensing Department. Activities that facilitate line activities are known as support activities. These include seizing and prosecuting offenders in the Penal and Correctional Institution departments, using forensic methods to investigate cases, and the interaction between the Community Policing Department and the community to provide information about criminal and suspicious activities when the police are not present (UAE Ministry of Interior, 2019). 
The National Agenda supports the UAE Vision, and aims for the UAE to maintain and increase safety and security in the country by the year 2021 (UAE Ministry of Cabinet Affairs, 2019). This is one of six main areas of focus, education, healthcare, the economy, police and security, housing and infrastructure and government service (UAE Ministry of Cabinet Affairs, 2019). The UAE also has some Key Performance Indicators (KPIs) to monitor progress towards milestones. The KPIs are for safety and security are adeptness of the judiciary, dependable police services, feeling protected, average response time to emergencies, and deaths from traffic accidents per 100,000 people. The national KPI results for 2017 and 2018 are shown in Table 2, together with the objectives targeted for 2021 (UAE Ministry of Cabinet Affairs, 2019).


[bookmark: _Toc520240538][bookmark: _Toc16952836]Table 2: National Performance Indicators for Police and Security in the UAE
	[bookmark: _Toc520240539]Indicator
	Source
	2017 and 2018 Results
	2021 Expected Results 

	
Reliability of police services
	
World Economic Forum- Global Competitiveness Report

	
Rank 9 (2018 Report)
	
Rank 1

	Sense of security
	Ministry of Interior
	96.8% (2017 Report)
	100%

	
Road traffic death rate per 100,000 population
	
Ministry of Interior
	
4.5 deaths per 100,000 population (2017)
	
3 deaths per 100,000 population

	
Average response time to emergencies
	Ministry of Interior

	
Rank 2 (2017 Report)
	
Rank 1



Source: UAE Ministry of Cabinet Affairs (2019)
Table 2 shows that the UAE aims to have the lowest crime rate in the world, with a population reporting a complete (100%) sense of security. The rapid implementation and expectation to deliver these changes are likely to increase stress levels in the police in the near future (Doyle, 2018). The 2018 Global Competitiveness Report from the World Economic Forum showed the dependence of the general public on the security provided by the state. The UAE was highest-placed of the Arab countries and fifth in the world for ‘reliance on police services’ in 2018 (Schwab, 2018). This index shows the competence of the police force in the UAE, and explains why it has earned the country a reputation as one of the safest counties in the world (Schwab, 2018). However, the pressure of work has also increased, with a population growth rate of more than 1.2% each year (World Population Review, 2019), and this may also affect police stress levels and performance. 

[bookmark: _Toc20875058]1.4 Research Gap and Problem Statement
Police forces have an important role in protecting society, and this places high levels of occupational stress on personnel (Galanis, Fragkou, Kaitelidou, Kalokairinou, & Katsoulas, 2018). Previous studies on stress have shown that prolonged occupational stress that is not controlled early and managed properly may lead to several negative physiological and psychological consequences to individuals and organizations (Galanis et al., 2018). The effects of stress on police personnel are important because of this group’s role in sustaining order and security (Brooks, 2017), and therefore the societal consequences of sickness or absence from work.
Previous studies (Acquadro Maran, Varetto, Zedda & Franscini, 2014; Adegoke, 2014; Anshel, 2000; Chu, 2015; Houdmont, 2017; Kara et al., 2015; Molines, Sanséau & Adamovic, 2017; Sci, Saka, Kamal & Alabi, 2018) have discussed the causes of occupational stress in police officers in other countries. The nature of policing has been found to be intrinsically stressful, because it exposes police officers to different operational and organizational stressors (Violanti, Fekedulegn, Hartley, Charles, Andrew, Ma & Burchfiel, 2016; Zhao & Ghiselli, 2016).
Various theories have been developed to explain occupational stress. These theories include the job demand–control model (Karasek, 1979), job demand–control–support model (Johnson & Hall, 1988), the conservation of resources model (Hobfoll, 1989), the person–environment fit model (French, Caplan & Van Harrison, 1982) and the person–environment–occupation model (Law, Cooper, Strong, Stewart, Rigby & Letts, 1996). All these theories, however, tended to concentrate only on the individual and the work environment, and proposed that occupational stress arises when there is a mismatch between the characteristics of the work environment and the capability of an individual to meet the work requirements. These models overlooked interactions between elements of the working environment (Lazarus, 1991). The person–environment–occupation model (PEO) was therefore established to fill these gaps (Law et al., 1996).
The person–environment–occupation model described how the mismatch of personality characteristics, the work environment and occupational characteristics can lead to occupational stress. The model focuses on the dynamic interaction between the three main factors (person, environment and occupation), and their effects on an individual’s occupational performance and stress. To the best of the researcher’s knowledge, no studies have used the person–environment–occupation model (PEO) to understand occupational stress factors in the police. Doing so was therefore considered appropriate to address both the level of the person and the work environment and also recognizes occupational stress factors related to occupational characteristics in the police.
A few studies have examined the policing sector in the UAE (Abdulla, Djebarni & Mellahi, 2011; Al Ali, Garner & Magadley, 2012; Seba, Rowley & Delbridge, 2012). However, most of these studies focused on other work-related variables such as job satisfaction, emotional intelligence, job performance and knowledge management. Only two studies have examined psychological stress in the UAE police force (Alhashmi, Jabeen, Al-Nasser, & Papastathopoulos, 2017; Alhashmi, Jabeen, & Papastathopoulos, 2019). As far as can be ascertained, no studies in the UAE have addressed occupational stress factors in the police.
To fill this gap, this research used the person–environment–occupation model (PEO) and quantitative methodology with multiple methods to develop a more detailed understanding of occupational stress in the sector responsible for the safety and security of the country. The study aimed to identify whether police personnel in the UAE suffer from occupational stress, and if so, what causes they perceive for this stress. It therefore adds to understanding about occupational stress in the police profession and particularly why occupational stress is becoming an issue among police officers in the UAE, a country with one of the lowest crime rates in the world. The study also intended to identify whether occupational stress among UAE police officers varied with socio-demographic variables, and to draw up an associative model to link stressors by examining the interrelationships among the factors causing both operational and organizational stress. Finally, it aimed to develop a decision model to help the organization to understand each factor’s level of influence on police stress and provide suggestions for managing and minimizing occupational stress.
[bookmark: _Toc20875059]1.5 Research Objectives
This study had the following research objectives: 
· To identify factors causing stress among police personnel in the UAE.
· To examine whether the operational and organizational stressors among UAE police personnel vary with socio-demographic variables such as age, gender, relationship status, education, and designation.
· To identify relationships among both operational and organizational variables that cause stress in this group; and 
· [bookmark: _Hlk518677575]To identify and prioritize suitable organizational strategies for stress reduction.


[bookmark: _Toc20875060]1.6 Research Questions
The study attempted to answer the following research questions: 
RQ1: What are the specific occupational stressors (operational and organizational) among police personnel in the UAE?
RQ2: Do operational and organizational stressors among police officers vary with demographic factors such as age, gender, relationship status, education, and designation?
RQ3: How are the different variables that cause stress related/interlinked?
[bookmark: _Hlk518672415]RQ4: What stress reduction strategies are appropriate for use by the UAE police organization to minimize the stress of police personnel? 

To answer the research questions and research objectives, the study used three different strategies: a survey, Interpretive Structural Modeling (ISM) and an analytic hierarchy process (ANP). The survey was used to explore the causes of stress. ISM was used to establish the interrelationships between stressors and ANP was used to suggest stress coping strategies. 
This study was unable to formulate hypotheses immediately, because the operational and organizational stressors factors had not been identified. Instead, an exploratory factor analysis was carried out, drawing on a questionnaire survey among police officers about their perception of operational and organizational stressors they had encountered in their workplace. EFA was used to extract the main operational and organizational stress factors, then hypotheses were formulated and tested. The study followed the approach used by previous researchers (Baumstarck, Alessandrini, Hamidou, Auquier, Leroy & Boyer, 2017; Phogat & Gupta, 2019) who also used EFA to extract factors first and then formulated hypotheses. Table 3 sets out the research objectives, questions and hypotheses for this study:
Table 3: Research Objectives, Research Question and Research Hypotheses 
	Research Objectives
	Research Question
	Research Hypothesis

	1. To identify factors causing stress among police personnel in the UAE.
	RQ1: What are the specific occupational stressors (operational and organizational) among police personnel in the UAE?

	No hypothesis required 

	2. To examine whether the operational and organizational stressors among UAE police personnel vary with socio-demographic factors such as age, gender, relationship status, education, and designation.

	RQ2: Do operational and organizational stressors among police officers vary with demographic factors, such as age, gender, relationship status, education, and designation?

	This study identified three different operational and two organizational factors that could cause stress among police personnel in the UAE. Five hypotheses on operational stress were developed for testing:

H1a: There is a significant difference among men and women in the level of operational stress (physical condition, job demands and pressure and social life and image).
H1b: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their age group.
H1c: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their 
relationship status.
H1d: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their level of education.
H1e: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their level of designation.

Five further hypotheses were developed on organizational stress:

H2a: There is a significant difference among men and women in the level of organizational stress (ineffective leadership and role conflict, and working environment). 
H2b: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their age group.
H2c: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their 
relationship status.
H2d: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their level of education.
H2e: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their level of designation.



	3. To identify relationships among both operational and organizational variables that cause stress in this group 




	RQ3: How are the different variables that cause stress related/interlinked?

	No hypothesis required

	4. To identify and prioritize suitable organizational strategies for stress reduction.

	RQ4: What stress reduction strategies are appropriate for use by the UAE Police organization to minimize the stress of its police personnel? 

	No hypothesis required



Table 3 shows that the study had four main objectives and questions. After extracting factors related to occupational stressors (operational and organizational) among police personnel in the UAE to address RQ1, five hypotheses on operational stress and five on organizational stress were developed and tested to answer RQ2. Relationships among operational and organizational factors were identified to response to RQ3 and finally the most appropriate stress reduction strategies for use by the UAE police organization were identified to answer RQ4.



[bookmark: _Toc20875061]1.7 Contribution to Knowledge
The UAE police force makes a significant contribution to maintaining safety and peace, but there has been little if any systematic research focused on the factors associated with occupational stress among officers within the organization. This study was considered important to reduce the negative impact of occupational stress on police personnel and organizations. The study provided insights into the various factors causing occupational stress among UAE police personnel. Its results have added to the literature about occupational stress among police professionals. They may also be useful for by other organizations within and beyond the police in developing strategies to overcome occupational stress in the workplace.
The study was expected to benefit the research participants by raising awareness about perceived occupational stress. It could be used by the police force in the UAE to understand the stress responses of police personnel, identify occupational stress-related factors and enhance the development of suitable stress reduction strategies. 
The study suggested some suitable stress reduction strategies to help UAE police personnel to cope with stress at work. Using these stress reduction strategies should improve their health and work quality, and therefore also their performance. 
This study has also made a significant contribution to theory. It used the person–environment–occupation model (Gibbs, Boshoff & Lane, 2010; Maclean, Carin-Levy, Hunter, Malcolmson & Locke, 2012; Metzler & Metz, 2010; Vrkljan, 2010), which has not previously been used to describe occupational stress among police officers. The study also utilized a questionnaire tool developed by McCreary and Thompson (2006) with a large sample, to examine the operational and organizational stressors within the UAE police force. 
As far as can be ascertained, no previous studies have applied all three research strategies (survey, ISM amd ANP) to this topic, or used MANOVA and the particular multivariate post-hoc technique chosen for this study (descriptive discriminant analysis or DDA) to explore stress. Furthermore, no studies have been found that considered contextual relationships among variables related to stress, or using a multi-criteria model to prioritize stress management strategies. This study used ISM to develop a relationship model of the causes of stress and their contextual relationships for the UAE police force. It also applied an ANP approach as a multi-criteria decision model to prioritize organizational strategies for stress reduction.

[bookmark: _Toc20875062]1.8 Thesis Structure
The thesis is organized as follows: Chapter 1 provides a general introduction to occupational stress, then discusses the UAE and its police force. It goes on to identify the research gap, research objectives, and research questions, before explaining the significance of this research. Chapter 2 discusses the literature on occupational stress, including operational and organizational stressors, and their association with demographic variables. Stress theories are also discussed, together with a review of organizational stress reduction strategies and the main organizational criteria to consider when selecting stress reduction and coping mechanisms. Chapters 3, 4 and 5 explain the three research strategies used in collecting and analyzing the research data. The findings and analysis of each strategy are explained and discussed in detail in each chapter. Chapter 3 discusses the first research strategy, the survey used to identify stress-causing factors and ways to counter stress from a sample (n = 1000) of police personnel in various police departments in the UAE. The chapter explains how the survey findings helped to identify stressors among different groups of police personnel, including by age, designation, gender, rank, level of education and years of experience.
Chapter 4 describes the use of the second research strategy, ISM, to examine the interrelationships between the identified causes of stress. This chapter explains the ISM analysis strategy and discusses the results, before providing a structural model of the UAE police force’s operational and organizational stressors categorized by dependence and driving power. Chapter 5 then describes the third research strategy, ANP, and its use to propose a model for selecting organizational stress reduction strategies. It identifies the organizational criteria for selecting stress reduction strategies and then prioritizes stress reduction strategies using these criteria. Finally, Chapter 6 summarizes the conclusions, highlights the theoretical and practical implications and limitations, and makes suggestions for future research.
[bookmark: _Toc20875063][bookmark: Research_Process]1.9 Research Process
This research is a multi-method quantitative study. Figure 1 shows the outline of the research plan for this study. It shows the multiple methods, program and outcomes for the rest of the dissertation. 

[bookmark: _Hlk482714486]Chapter 6












Conclusion, implications, limitations and scope for future research
· Development of questionnaire-based survey
· Data collection and analysis
· Model proposition and validation (Exploratory Factor Analysis and Confirmatory Factor Analysis)
· Research hypothesis formulation 
· Research hypothesis testing (MANOVA) and descriptive discriminant analysis (DDA)
· Result of analysis 
· Discussion 

· List the operational and organizational factors from literature review and survey results. 
· Apply ISM 
· Represent ISM result
· Discussion

Chapter 2
Literature review

 Research Objective (1) and (2)

 Chapter 4
Interpretive Structural Modeling (ISM)

Chapter 5
 Analytic Network Process (ANP)

· An overview of operational and organizational stressors among police officers
· Operational and organizational stress and their association with socio-demographic factors. 
· An overview of main organizational strategies for stress reduction
· List of four organizational criteria (effectiveness, integration, cost and time) to consider for strategy selection

· Develop ANP-based model for prioritizing stress reduction strategies from literature review
· Apply ANP analysis 
· Represent ANP analysis result
· Discussion
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 Research Objective (4)

 Research Objective (3) 

Chapter 1
Introduction


Research Question 
RQ3 

Research Question 
RQ4

Research Question 
RQ1 and RQ2


  Chapter 3
Survey Method 

Research Methods



Research Program







[bookmark: _Toc20875064]1.10 Conclusion

This chapter has provided a general background to occupational stress, setting out the research gap, research problem, and proposed research objectives and questions. It has explained that the study aimed to explore causes of stress among police officers in the UAE, to investigate the relationship between these factors and different socio-demographic factors, to develop a relationship model of the variables that cause stress and to identify the most effective organizational strategies to reduce operational and organizational stressors. 
The chapter also described the dissertation structure and research process. The research methodology was quantitative and the research philosophy was positivism. The study used three methods (survey, ISM and ANP) to collect and analyze the data. After extracting occupational stressors (operational and organizational) among police personnel in the UAE using a survey, the hypotheses were formulated and tested. ISM was used to examine the interrelationships between the identified operational and organizational causes of stress. ANP was used to propose a model for selecting suitable organizational stress reduction strategies for use by the UAE police organization to minimize the stress of police personnel.
The next chapter sets out a review of the literature on operational and organizational stressors, stress in general, and the relationship with demographic factors, as well as organizational criteria for selecting stress- reduction strategies. 
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[bookmark: _Toc20875065]CHAPTER 2: Literature Review


[bookmark: _Toc494165339][bookmark: _Toc494165401][bookmark: _Toc494165417][bookmark: _Toc494379705][bookmark: _Toc494454534][bookmark: _Toc494898600][bookmark: _Toc510400714][bookmark: _Toc520234462][bookmark: _Toc520236034][bookmark: _Toc520236736][bookmark: _Toc521019395][bookmark: _Toc529379334][bookmark: _Toc494165341][bookmark: _Toc494165419][bookmark: _Toc510400716]
This chapter provides a comprehensive review of the literature, to show the state of understanding of occupational stress in the police. For the purposes of this research, studies on the types of occupational stress, operational and organizational stressors, theories of stress and organizational stress reduction strategies were reviewed. The final section of the chapter discusses criteria used to prioritize stress coping strategies.
[bookmark: _Toc494165342][bookmark: _Toc494165420][bookmark: _Toc510400717][bookmark: _Hlk493750854]
[bookmark: _Toc20875066]2.1 Overview of Occupational Stress among Police Personnel
This section discusses the list of operational and organizational stressors developed by McCreary and Thompson (2006), which were considered to be the main sources of occupational stress among police officers. It also considers other studies that have explored this area, and Tables 4 and 5 summarize the list of police operational and organizational stressors that have been found in various countries around the world.
[bookmark: _Toc20875067]2.1.1 Operational Stressors (OPS)

Overtime demands
Overtime is defined as hours spent at work over standard working time (Uchida, Kaneko & Kawa, 2014). Overtime can be either paid or unpaid, and may also be rewarded by time off work (Tammelin, Koivunen & Saari, 2017). Long working hours are a major cause of stress and depression, particularly when unpaid, and particularly in women (Kawaguchi & Kasai, 2016).
Overtime can cause mental and physical illness, and also disrupts the work–life balance (Lingard, Francis & Turner, 2012; Shimazu, Demerouti, Bakker, Shimada & Kawakami, 2011). It is therefore considered a serious social issue (Kawaguchi & Kasai, 2016). Extra working hours affect exposure to work stressors and also affect family time and personal relaxation. This results in less time for recovery, and longer hours may contribute to a high risk of illnesses linked to stress, such as high blood pressure, heart problems, myocardial infarctions, diabetes and generally poor health. People experiencing stress are unable to sleep properly, feel exhausted during the day and tend to be inactive (Dahlgren, Kecklund & Åkerstedt, 2006). Work overtime is a major cause of operational stress in the police force (Arial, Gonik, Wild & Danuser, 2010; Gershon, Barocas, Canton, Li & Vlahov, 2009; McCreary & Thompson, 2006).




Risk of injury
Komarovskaya, Maguen, McCaslin, Metzler, Madan, Brown, Galatzer-Levy, Henn-Haase and Marmar (2011) found that policing is more stressful than other jobs because of the danger involved. Police personnel may suffer stress, strain, broken bones, lacerations, disability and long-term psychological problems. The most common injuries in police personnel are in the leg, back or neck, and other health problems may occur in the arms, shoulders, and face ( LaTourrette, 2015).
Geographical areas with a high crime rate are stressful environments. These areas may contain gang members, drug distributors, or illegal drug markets that support each other during attacks and conflicts, which increases the likelihood of physical harm for police personnel (Caplan, Marotta, Piza & Kennedy, 2014). Traumatic scenarios are very stressful but they are also infrequent (Balmer, Pooley & Cohen, 2014). Police personnel are more prone than other professions to injuries during their working hours because they face both traumatic situations and work such as controlling traffic, dealing with aggressive people, safeguarding citizens from danger, controlling emergencies and criminal investigations and catching criminals on the run (Bureau of Labor Statistics, 2012; Garcia, Nesbary & Gu, 2004; LaTourrette, 2015; Liberman, Best, Metzler, Fagan, Weiss & Marmar, 2002). 





Work in vacations
Police work is a 24/7 job. Police personnel may be required to be on duty at any time of the day or night. It is therefore difficult for police personnel to take time out for themselves or their family and friends (Lin, Wong & Ho, 2013). Sirgy, Kruger, Lee and Yu (2011) noted that to remain active and dedicated to work, people need to take time out to relax. Vacations are essential to relieve stress, improve motivation and allow workers to recharge emotionally and physically (De Bloom, Geurts, Taris, Sonnentag, de Weerth & Kompier, 2010; Smith, 2016). Lin et al. (2013) found that free time helps people to manage their stress levels. Police work may require overtime working, and fewer or no holidays during emergency situations. This ultimately results in less social interactions with family and friends, which leads to negative effects on individuals, including dissatisfaction, distress and increased nervous tension (Gerber, Hartmann, Brand, Holsboer-Trachsler, & Pühse, 2010; Shane, 2010; Violanti, Fekedulegn, Andrew, Charles, Hartley, Vila & Burchfiel, 2012, 2013).

Unhealthy eating behavior
Stress also has a significant effect on eating habits and may even result in eating disorders. It may cause individuals to either start to overeat or stop eating properly (Nishitani, Sakakibara & Akiyama, 2009; Torres & Nowson, 2007). Several studies have shown that shift work can have negative effects on sleep, eating, family life and psychological health (McCreary & Thompson, 2006). Police personnel tend to become sick quickly because of high levels of stress, irregular eating habits and less physical activity to maintain health (Violanti & Aron, 1994). Police personnel working night shifts are more likely to eat fast food, which is bad for their overall health and may lead to high cholesterol levels (Lennernäs, Åkerstedt & Hambraeus, 1994). Other studies have shown that people working long hours have high stress levels (Johnson & Lipscomb, 2006), and eat more than normal to overcome the stress (Torres & Nowson, 2007; Zellner, Loaiza, Gonzalez, Pita, Morales, Pecora & Wolf, 2006). Policing has a number of factors that make it stressful including requirement to work overtime and night shifts. It is therefore unsurprising that police personnel may end up with eating disorders and obesity (Gu, Charles, Burchfiel, Fekedulegn, Sarkisian, Andrew, Ma & Violanti, 2012).Over-eating is a recognized hazard for police personnel working under stress (Arnetz, Arble, Backman, Lynch & Lublin, 2013; Ivie & Garland, 2011; Johnson, Cooper, Cartwright, Donald, Taylor & Millet, 2005).

Insufficient time to stay in good physical condition
In 2007, McCarty, Zhao and Garland stated that regular physical activity is essential to reduce work-related stress. Regular exercise is also essential for general good health (Coulson, McKenna & Field, 2008; Pronk, 2015; Rao, 2016). Maher, Doerksen, Elavsky, Hyde, Pincus, Ram and Conroy (2013) recommended regular exercise for a positive and healthy lifestyle. Having a regular gym routine or walking and jogging requires proper time management and ability to set aside an hour or two on a daily basis. This would be extremely effective in countering work stress, and improving recovery, self-motivation and fitness (Rao, 2016; Toker & Biron, 2012).
Fatigue due to shift work, over-time
Working rotating shifts disrupts sleep patterns which leads to less sleep than required, and those with this working pattern tend to be tired and slow during working hours (Kerkhof, 2018; Lammers-van der Holst & Kerkhof, 2015). The constant fatigue and sleep disorders can result in hazardous behaviors such as making frequent mistakes at work, safety violations, short tempers, absenteeism and low concentration (Rajaratnam, Barger, Lockley, Shea, Wang, Landrigan & Epstein 2011). Police personnel working overtime or night shifts are more likely to be fatigued and have high stress levels than personnel working during the day (Violanti, Burchfiel, Fekedulegn, Andrew, Dorn, Hartley, Charles & Miller, 2009). Exhaustion leads to lower physical and mental activity, decreased motivation and less strength to complete work tasks (Chang, Sun, Chuang & Hsu, 2009). The nature of police work requires day and night shift rotations and overtime working (Amendola, Weisburd, Hamilton, Jones & Slipka, 2011; Mumford, Taylor & Kubu, 2015; Violanti et al., 2016). 

Occupation-related health issues 
Han and Cotter (2015) found that employees with more health issues are more likely to be under physical and psychological strain. Long working hours and overtime lead to a variety of mental and physical health problems (Darvishmotevali, Arasli & Kilic, 2017; Falco, Girardi, Kravina, Trifiletti, Bartolucci, Capozza & Nicola, 2013; Shimazu et al., 2011). Workers who are required to work overtime without sufficient breaks tend to suffer from emotional and physical distress (Zhao & Ghiselli, 2016). Stressful working conditions cause severe repercussions, such as exhaustion, bloating, low concentration, nausea, high blood pressure, weight loss, eating disorders, sleep disorders, breathlessness and hyperventilating, muscle aches, and stomach ulcers (Acquadro Maran et al., 2014). The psychological effects include low concentration levels, tension, depression and anxiety. Behavioral symptoms include short temper, over- or under-eating, less focus on work, aggression, burnout, nervous habits, inaccuracy at work and absence from work (De Silva, Samanmali & De Silva, 2017; Ekundayo, 2014; Oladinrin, Adeniyi & Udi, 2014). 
Police work is a leading cause of distress and physical and psychological negative effects, with serious health issues linked to the stress faced by police personnel (Yun, Kim, Jung & Borhanian, 2013). Stress in police personnel leads to diseases including cardiovascular, stomach, and metabolic problems, and psychological disorders (Gershon et al., 2009; He, Zhao & Archbold, 2002; Slate, Johnson & Colbert, 2007). The most common symptoms of stress among police personnel are insomnia, headaches and back pain (Payette, 1985; Yun et al., 2013).

Lack of outside friendship opportunities 
The irregular and busy work schedules of police personnel mean they are unable to rest or socialize fully. They may miss out on social events and gatherings because of the nature of their work and emergency calls (Ranta & Sud, 2008). Social support is primarily provided by family and friends and secondarily by colleagues (Violanti, Owens, McCanlies, Fekedulegn & Andrew, 2019). Work rotations and shifts mean that police personnel may neglect family and friends, leading to work–family conflicts and stress (Kim, Shin & Umbreit, 2007; Lin et al., 2013; Wong & Ko, 2009). Skolnick (2008) noted that police personnel may prefer to socialize with people in similar professions, known as the ‘working personality’, because of perceptions of people in other occupations as outsiders (McCartney & Parent, 2015). Several studies have found that low social interactions increased work stress and caused health issues (Hansson, Hurtig, Lauritz & Padyab, 2017; Schwarzer, Bowler & Cone, 2014). 

Upholding a "higher image" in public
People usually see police personnel as independent individuals who are brave, tough, patient, have solutions to all problems, and are active and emotionally strong (Waters & Ussery, 2007). Police personnel may feel under pressure to maintain this image and this may have a negative effect (Waters & Ussery, 2007). Police personnel are aware of public demands and requirements, which could cause strain and pressure (Hawkins, 2001; McCarty et al., 2007). The public perception of the functions and tasks of police personnel may not match reality, which can also cause pressure (Fagan, 2015).




Negative comments from public
Despite the image, the general public is often negative towards police personnel, and this can lead to loss of trust and respect on both sides (Anshel, 2000; Davey, Obst & Sheehan, 2001; Finn & Tomz, 1997). Operational stressors include public criticism towards police personnel, which is a major cause of high stress levels (Violanti et al., 2016). Many studies have shown a lack of balance between public treatment and confidence in the police, which leads to lack of appreciation of police for their overall performance, with a single mistake leading to significant public disapproval (Skogan, 2006). If police personnel are not properly trained in how to interact with aggressive people or manage negative statements and behavior, then they might use inappropriate responses, which could further worsen the situation (Garner, 2008). The criticism faced by police personnel from the media can also increase stress among personnel because it is often viewed by the public as accurate (Biggam, Power, Macdonald, Carcary & Moodie, 1997; Brewer, Wilford, Guelke, Hume & Moxon-Browne, 2016).

Limited social life 
Working in shifts, spending long hours at work and urgent assignments can increase the gap between police personnel and their family and social life, which ultimately results in isolation (Alexander, 1999; Loo, 2003). Police work has direct consequences on the personal and social life of police personnel (Suresh et al., 2013). Police personnel have to balance work and personal life but this is difficult with long and irregular working hours, especially if they work 12-hour shifts, giving them little time to recover between shifts (Kara et al., 2015). Raised stress levels are often seen in people who are unable to balance their work and social life (Kara et al., 2015). 

Heavy workload
A heavy workload can require long hours of work, leaving less time for family and friends (Greenglass, Burke & Moore, 2003; Oladinrin et al., 2014). Heavy workloads contribute to increased stress levels (Travers & Cooper, 1993). Violanti and Aron (1995) found that heavy workloads in police departments can be damaging and stressful for the police personnel in the long term. Extra work leads to increased stress, distress, emotional fatigue and exhaustion (Karatepe & Aga, 2013; Lo & Lamm, 2005). Workload is a common stressor across almost every field of work (Lindsay, 2008; Mazzola, Schonfeld & Spector, 2011), including the police (Acquadro Maran et al., 2014; Gächter, Savage & Torgler, 2013; Violanti & Aron, 1994). Maslach and Leiter (2008) classed workload as one of the six main causes of extreme exhaustion. Teo, Yeung and Chang (2012) found that excessive workload is directly proportional to stress levels.
Police work is stressful by nature, so requiring extra work can have a much greater negative impact on officers’ personal and family life (He et al., 2002). Many police personnel are already unable to spend enough time with their family and friends, and this can cause conflict between work and family life, further increasing work stress (Bishopp, Worrall & Piquero, 2016; James & Vila, 2015). 

Lack of job autonomy 
Job autonomy is the level of authority that workers have to make decisions in the workplace (Brunetto, Teo, Farr-Wharton, Shacklock & Shriberg, 2017; Spreitzer, 2007). Lack of control over how to perform particular tasks contributes to increased stress among police personnel (Conner & Douglas, 2005). The police force is organized to prevent autonomy, flexibility and decision latitude, which leads to strain (Shane, 2010). Organizational stressors may give police personnel less control over both their career and their personal life (Domingues & Machado, 2017; Shane, 2010; Slate et al., 2007; Vuorensyrjä & Mälkiä, 2011; Webster, 2014). For instance, a study in the UAE police force found that lack of job autonomy and work–family conflict can lead to increased turnover intention (Jabeen & Alhashmi, 2018). 









[bookmark: _Toc16952837]Table 4: List of Operational Stressors (OPS)
	Operational Stressors
	Author
	Context of Study

	Overtime demands
	Arial et al. (2010); Gershon et al. (2009); McCreary and Thompson (2006); Shane (2010); Tammelin et al. (2017); Uchida et al. (2014); Waters and Ussery (2007)

	Japan, Finland. Canada and USA,

	Risk of injury
	Balmer et al. (2014); Garcia et al. (2004); Komarovskaya et al. (2011); Liberman et al. (2002)

	USA, Australia and Italy

	Work in vacation
	Gerber et al. (2010); Shane (2010); Violanti et al. (2012) 


	Switzerland and USA

	Unhealthy eating behavior
	Arnetz et al. (2013); McCreary and Thompson (2006); Violanti and Aron (1994)

	USA and Sweden

	Insufficient time to stay in good physical condition

	McCarty et al. (2007); Pronk (2015); Tyagi and Lochan Dhar (2014) 

	USA and India

	Fatigue due to shift work, over-time
	Kerkhof (2018); Kim et al. (2015); Lammers-van der Holst and Kerkhof (2015); Mumford et al. (2015); Rajaratnam et al. (2011); Violanti et al. (2009); Violanti et al. (2016) 

	Netherlands, USA, Canada, Korea and Poland

	Occupation-related health issues

	Gershon et al. (2009); He et al. (2002); Slate et al. (2007); Yun et al. (2013) 

	Korea and USA

	Lack of outside friendship opportunities
	Hansson et al. (2017); Ranta and Sud (2008); Schwarzer et al. (2014); Skolnick (2008); Violanti et al. (2019) 

	India, USA and Sweden

	Upholding a "higher image" in public
	Agolla (2009); Hawkins (2001); McCarty et al. (2007) ; Waters and Ussery (2007); Wu (2009) 

	USA, Botswana and Taiwan

	Negative comments from the public
	Davey et al. (2001); Garner (2008); Skogan (2006); Slate et al. (2007); Violanti et al. (2016) 
	Australia, USA, UK, Northern Ireland, Israel, South Africa, China,

	Limited social life
	Kara et al. (2015); Loo (2003); Newman and Rucker-Reed (2004) 

	 India and Turkey

	Heavy workload
	Acquadro Maran et al. (2014); Gächter et al. (2013); James and Vila (2015)
	USA and Italy

	Lack of job autonomy
	Brunetto et al. (2017); Domingues and Machado (2017); Shane (2010); Slate et al. (2007); Vuorensyrjä and Mälkiä (2011); Webster (2014) 
	USA, Portugal and Finland



Table 4 shows the list of 13 police operational stressors developed by McCreary and Thompson (2006) and other studies that considered these in various contexts and national settings. 

[bookmark: _Toc20875068]2.1.2 Organizational Stressors (ORS)
Bureaucratic methods and inadequate specific policies
The regulatory and controlling system used to deliver organizational value and efficiency is known as the bureaucratic model (Domingues & Machado, 2017). Bureaucratic methods are also seen as stress factors in police departments (Martinussen, Richardsen & Burke, 2007). Policing is often run by strict rules and inflexible commanding officers (Violanti & Aron, 1993). The bureaucratic style of command in police departments, which requires employees to follow rules and commands without questions, is a major psychological stress factor for police personnel (Violanti & Aron, 1994). Likewise, the bureaucratic nature of work frequently generates pressure on police personnel, which further affects their decision-making capabilities and often leads to high levels of dissatisfaction (McCarty et al., 2007). He et al. (2002) found that conflicting policies, tight rules and the potential for disciplinary action creates a demanding workplace that affects the abilities of police personnel in different ways. Other studies (Burke & Mikkelsen, 2007; Toch, 2002; Violanti et al., 2012) have also found that bureaucratic processes and inconsistent disciplinary procedures are types of occupational stressor. 

Favoritism 
Favoritism is the term used to describe the feeling that different rules apply to different people (Mutlu, 2000). Favoritism is a cause of organizational stress, because it affects morale and health (Collins & Gibbs, 2003; Getrich, 2012; Klockars, Ivković & Haberfeld, 2007), and may cause personnel to lose confidence in themselves (Toch, 2002). This is particularly true when factors like age, race, gender and kinship are used to make personnel decisions (Tekiner & Aydın, 2016). Favoritism may have the greatest effect when supervisors vary sanctions between police personnel as a result, but other processes may also be affected, including promotion, requests for transfer, training, performance assessments, assignments and working hours (Hickman, Piquero & Greene, 2000). Unequal treatment and supervision are discriminatory (Liberman et al., 2002), and also cause stress and disruption, as well as poor performance (Tekiner & Aydın, 2016).

Low self-efficacy
Mental health can be badly affected by a diminished sense of self-efficacy and negative perspectives about not being able to handle the requirements of the job (Klassen & Chiu, 2011). These factors are connected to increased probability of depression, anxiety and stress (Khoshnevisan & Afroz, 2011; Nazari, Tojari & Esmaeili, 2014). In comparison to individuals with high perceived self-efficiency, individuals with low perceived self-efficiency feel anxious about managing stress and threats (Khoshnevisan & Afroz, 2011). Enhancement of individuals’ perceptions of self-efficacy diminishes depression and anxiety (Nazari et al., 2014). Self-efficacy also predicts emotional fatigue and personal accomplishment of police personnel (Shakespeare-Finch, Rees & Armstrong, 2015). Stress is inversely related to self-efficacy (Arnetz et al., 2013; Lucas, Weidner & Janisse, 2012; Oyesoji Aremu, 2005; Shakespeare-Finch et al., 2015).

Excessive administrative duties
Having too many administrative jobs has been highlighted as organizational stressors by a number of studies on police personnel and burnout (Agolla, 2009; McCreary & Thompson, 2006; Page & Jacobs, 2011; Queirós, Kaiseler & da Silva, 2013; Shane, 2010; Violanti & Paton, 1999). 

Staff shortages
Police personnel may be stressed because the overall workforce is insufficient (McCreary & Thompson, 2006). Staff shortages, bureaucracy and the use of non-objective evaluation criteria are the primary causes of organizational stress for police in a number of countries (Noblet, Rodwell & Allisey, 2009; Vuorensyrjä & Mälkiä, 2011). Most police personnel, however, report that their stress is caused by the workforce being inadequate (Arial et al., 2010). Storch and Panzarella (1996) and Carlan and Nored (2008) stated that inadequate staffing raises stress levels because it causes overworking. Police personnel often burn out because staff inadequacy and understaffing cause them to take too little time off, not use sick days, take part in shift work and work harder (Dahle & Archbold, 2015; Huddleston, Stephens & Paton, 2007; Noblet et al., 2009; Wiese, Rothmann & Storm, 2003).

Dealing with co-workers (lack of collegiality)
Stress can be reduced through relationships and support from co-workers (Gershon et al., 2009; Slate et al., 2007). The negative effects of stressors are greater in police personnel who get inadequate support from their co-workers (Gershon et al., 2009). Interpersonal issues and hostility in relationships with colleagues can be stressors in a range of jobs (Shane, 2010). Police personnel who consider that they are under more stress are often those with a stressful relationship with co-workers and shortage of support (He et al., 2002). Issues in the work environment are usually related to co-workers and female police personnel may be particularly vulnerable (Morash, Kwak & Haarr, 2006). 
Co-worker support is defined as employees helping each other in their tasks by sharing information and expertise and encouraging each other (Zhou & George, 2001). A negative relationship with peers creates stress (U.S. Department of Justice, 2000). Not being able to trust co-workers to help in finishing tasks, competing with other police personnel for “choice” assignments and dealing with constant frustrations and complaints of peers increased levels of stress (Gächter, Savage & Torgler, 2011). Stress can therefore be reduced by establishing support and trust between peers (Gächter et al., 2011). A sense of belonging is a primary human necessity (Repetti, 1993), through which job satisfaction levels can be enhanced, resulting in less stress. It can be achieved through a good social working environment, primarily among peers (Gächter et al., 2011). Trust, reciprocity and interaction are all important in the police force to support the completion of tasks and the enhancement of attitudes and commitment (Gächter et al., 2011, 2013).


Dealing with supervisors (lack of supervisor support)
The level of perceived care and support from supervisors mediates some police personnel occupational strain (Armstrong & Griffin, 2004). A study among Turkish National Police personnel found that there was a connection between what police personnel think of supervisor support and their stress levels (Buker & Wiecko, 2007). Negative work experiences, such as high stress levels, are often reported and police personnel are more likely to be dissatisfied with their job when they are not on good terms with their supervisor or receive inadequate supervisory support (Armstrong & Griffin, 2004; Cheeseman, Kim, Lambert & Hogan, 2011; Dowden & Tellier, 2004). Female police personnel often find it harder to talk to their supervisors, resulting in higher levels of stress (McCarty et al, 2007). Insufficient support from supervisors is the third most common stressor among police personnel (Violanti & Aron, 1995).
	 Operational stressors like attending accident scenes or arresting violent criminals are extremely stressful, but rare. Organizational stressors, like insufficient supervisory support and poor communication, however, are far more widespread and frequently encountered (Brough, 2004). Supervisors play a particular role in a number of organizational police stressors, including insufficient support, problems with performance rating, biased supervision practices, poor communication, requirements to complete paperwork off-the-clock and enforced overtime (Deschamps, Paganon-Badinier, Marchand & Merle, 2003; He et al., 2002; Morash et al., 2008; Noblet et al., 2009; Violanti & Aron, 1994). 

Inconsistent leadership style (lack of effective leader)
Police organizations are strongly affected by leadership style (Maurya & Agarwal, 2015). Studies have shown that the two main types of stressors for police personnel are extrinsic risks and dangers and the relationship with leaders, coupled with intrinsic role ambiguity (Densten, 2005; Terpstra & Schaap, 2013; Thompson, Kirk & Brown, 2005). Ineffective leadership may cause issues in the work environment (Kelloway & Day, 2005; Vuorensyrjä & Mälkiä, 2011) such as stress, dissatisfaction, absenteeism and poor productivity (Schafer, 2009). Ineffective leadership tops the list of organizational stress factors, followed by hierarchy and bureaucracy (Le Scanff & Taugis, 2002; Shane, 2010; Vuorensyrjä & Mälkiä, 2011). Stress is caused by ineffective leadership behaviors, like unwanted or unprofessional and insufficient leadership, poor information flows and lack of support (Engel & Worden, 2003). Poor leadership can also lead to individual police personnel facing internal or judicial investigations, inflexible command structure, and lack of trust in quasi-military organizations (Gershon et al., 2009; Shane, 2010; Toch, 2002; Zukauskas, Dapsys, Jasmontaite & Susinskas, 2001). 

Lack of resources
Job resources are the physical, psychological, social, or organizational properties which either promote individual growth and progress and accomplishment of work goals, or add to the physiological and psychological costs and requirements/pressure of the job (Schaufeli & Bakker, 2004). Bakker and Demerouti (2007) suggested that resources also included social support, effective leadership, training, development opportunities, performance feedback and fair evaluation. With adequate resources, job requirements are accomplished, work is completed and returns and rewards are achieved, which may include intrinsic and extrinsic rewards, such as job autonomy, individual growth, occupational advancement and learning, task clarification, promotion and pay (Gerards, De Grip & Baudewijns, 2018).
Work involvement and organizational commitment are enhanced when workers feel appreciated by the organization because of availability of job resources such as supervisor support and feedback (Schaufeli, Bakker & Van Rhenen, 2009). Stress may arise because of insufficient resources or loss of high-value resources (Gerards et al., 2018; Hu, Schaufeli & Taris, 2016; Vuorensyrjä & Mälkiä, 2011), in both police personnel and other professions (Leino, Eskelinen, Summala & Virtanen, 2011; Rothmann, 2008; Summerlin, Oehme, Stern & Valentine, 2010). 




Excessive internal investigations
Examination of official police reports or complaints of misconduct can lead to police personnel being accused of misconduct (Lamboo, 2010). Internal investigations are needed to check whether any inappropriate actions were taken. (Kutnjak Ivković, 2009). If evidence is found of misconduct, disciplinary proceedings may be necessary, but most primary internal investigations are carried out by supervisors (Kutnjak Ivković, 2009). Fatigue, participation in court proceedings, and involvement in internal investigations can all cause stress (Bishopp et al., 2016; Kutnjak Ivković, 2009). 
If police personnel may believe that internal review procedures are inconsistent and unfair, internal investigations may cause considerable stress (Stephens, 2011). Police personnel have reported particular stress following closed room discussions and feelings of not being treated fairly (Curry, 2004). Injustice causes particular stress (Miller, 2010; Stephens, 2011). Views about procedural justice depend more on the fairness of the process than the outcomes (De Angelis & Kupchik, 2007). A sense of injustice causes stress and there is a relationship between experience of internal investigations and sense of justice (Miller, 2010). Most police personnel will never experience an internal investigation or significant disciplinary action, but many feel anxious that they may be treated unfairly or inconsiderately, or may be held responsible for innocent mistakes (Bishopp et al., 2016; Miller, 2010; Stephens, 2011). 



Leaders overemphasize negatives
Studies have shown that destructive leadership and supervision behaviors, like bullying, and abusive or destructive acts, can damage the health of police personnel (Ivie & Garland, 2011; Schafer, 2010; Summerlin et al., 2010). Psychological pressure can be exerted and the stress level can be increased for workers if leaders use destructive behaviors repeatedly (Erickson, Shaw, Murray & Branch, 2015; Lipman-Blumen, 2005; McCleskey, 2013). Destructive leadership is directly proportional to stress and inversely to health (Tepper & Henle, 2011). Stress and poor health may result if staff are exposed to destructive behavior for an extended period of time (Erickson et al., 2015; Schyns & Schilling, 2013). Destructive leadership behaviors, such as treating people badly who are working hard, result in leaders being considered unreasonable and untrustworthy (Martinko, Harvey, Brees & Mackey, 2013). Employees often become stressed when they are negatively evaluated them or sense disapproval, have an unfriendly supervisor, or do not receive affirmation and support (Martinko et al., 2013). 
Destructive leadership is associated with several workplace stressors (Skogstad, Matthiesen & Einarsen, 2007). Australian police personnel who claimed that they were less stressed tended to be on good terms with their supervisors, with adequate support, trust, and respect (Brunetto & Farr-Wharton, 2007). 



Unequal sharing of work responsibilities
Unequal sharing of work responsibilities has been reported as a significant organizational stressor in most police studies, alongside excessive administrative duties, bureaucracy, staff shortages, overtime, and lack of resources (Gerber et al., 2010; McCreary & Thompson, 2006; Shane, 2010; Violanti & Aron, 1994; Violanti & Aron, 1995; Violanti et al., 2016; Vuorensyrjä & Mälkiä, 2011). 
[bookmark: _Toc16952838]Table 5: List of Organizational Stressors (ORS)
	Organizational Stressors
	Author
	Study of Context

	Bureaucratic methods and inadequate specific policies
	Burke and Mikkelsen (2007); Domingues and Machado (2017); Martinussen et al. (2007); Violanti and Aron (1993); Violanti et al. (2012) 

	Portugal, Norway and USA

	Favoritism
	Collins and Gibbs (2003); Getrich (2012); Klockars et al. (2007); Tekiner and Aydın (2016) 
	UK, USA and Turkey

	Low self-efficacy
	Arnetz et al. (2013); Lucas et al. (2012); Oyesoji Aremu (2005); Shakespeare-Finch et al. (2015) 

	USA, Canada, Australia, Nigeria and Sweden

	Excessive administrative duties
	Agolla (2009); McCreary and Thompson (2006); Page and Jacobs (2011); Queirós et al. (2013); Shane (2010)

	Botswana, USA and Portugal

	Staff shortages
	 Carlan and Nored (2008); Dahle and Archbold (2015); Huddleston et al. (2007); Vuorensyrjä and Mälkiä (2011) 

	USA, Poland, Australia, Finland and New Zealand

	Dealing with co-workers (lack of collegiality)
	Gächter et al. (2011, 2013); Gershon et al. (2009); Morash et al. (2006); Shane (2010); Slate et al. (2007); Zhou and George (2001) 

	USA and Africa 

	Dealing with supervisors (lack of supervisor support)
	Armstrong and Griffin (2004); Auerbach et al. (2003); Brough (2004); Deschamps et al. (2003); He et al. (2002); Morash et al. (2008); Noblet et al. (2009); Violanti and Aron (1994) 

	USA, Canada, New Zealand, France, South Korea and Australia, 

	Inconsistent leadership style (lack of effective leader)
	Densten (2005); Engel and Worden (2003); Gershon et al. (2009); Liberman et al. (2002); Maurya and Agarwal (2015); Schafer (2009); Terpstra and Schaap (2013); Thompson et al. (2005); Vuorensyrjä and Mälkiä (2011)
	India, Australia, Netherlands, Finland and Lithuania

	Lack of resources
	Bakker and Demerouti (2007); Demerouti and Bakker (2011); Hu et al. (2016); Leino et al. (2011); Rothmann (2008); Schaufeli and Bakker (2004); Summerlin et al. (2010) 
	Netherlands, Chinese, Finland, South Africa and USA

	Excessive internal investigations
	Bishopp et al. (2016); Curry (2004); Kutnjak Ivković (2009); Lamboo (2010); Miller (2010); Stephens (2011)
	Netherlands, Croatia, USA, Michigan and Australia 

	Leaders overemphasize negatives 

	Brunetto and Farr-Wharton (2007); Ivie and Garland (2011); Schafer (2010); Summerlin et al. (2010)
	Australia and USA

	Unequal sharing of work responsibilities
	Gerber et al. (2010); McCreary and Thompson (2006); Shane (2010); Violanti et al. (2016); Vuorensyrjä and Mälkiä (2011)
	 Switzerland, USA and Finland



Table 5 shows the list of 12 police organizational stressors developed by McCreary and Thompson (2006), and studies that used these in different countries and contexts. 

[bookmark: _Toc20875069]2.2 Stress and its Influence on Demographics
The studies discussed in the previous sections showed that policing is intrinsically stressful as a profession, and that occupational stress among police officers could be caused by both general and police-specific operational and organizational stressors. However, operational and organizational stressors may also vary with different demographic variables.

[bookmark: _Toc20875070]2.2.1 Operational Stressors and Demographic Variables
Several studies have established that mechanisms for dealing with stress vary between men and women and by the nature of the work (Kurtz, 2008; Violanti, Charles, Hartley, Mnatsakanova, Andrew, Fekedulegn, Vila & Burchfiel, 2008). 
Acquadro Maran, Varetto, Zedda and Ieraci (2015) and Berg, Hem, Lau, Håseth and Ekeberg (2005) suggested that women are more susceptible to occupational stress than men. Violanti et al. (2008) investigated male and female police personnel in the United States and concluded that mental health was an integral determinant of ability to manage shift work. Berg et al. (2005) conducted a similar study among Norwegian police personnel, and concluded that women had a lower threshold than men for stress. The triggers examined were work pressure, insufficient support, critical operational tasks and injuries on the job.
Studies of men and women in Italy and the United States (Acquadro Maran et al., 2015; Yoo & Franke, 2011) both concluded that when faced with the same factors, women responded with higher levels of stress than men. Another study suggested that female police personnel experienced more stress than their male colleagues because their performance was less professional, they may lack managerial support and may experience greater family–work conflict (Wirth, Burch, Shivappa, Violanti, Burchfiel, Fekedulegn & Charles , 2014).
Another study suggested that both male and female managers suffered higher operational stress (Björklund, Lohela-Karlsson, Jensen & Bergström, 2013). The coping mechanisms used by women against operational stressors like open criticism, court appearances, strenuous working hours, unusually long shift hours and lack of leisure time with family and friends, however, were better than those of men and their anxiety levels therefore tended to be lower (Vila, Morrison & Kenney, 2002; Violanti et al., 2016). Research among male and female police personnel from diverse cultures including China, Canada and Australia suggest that cultural differences among men and women from different regions also determine how they respond to occupational stress (Robinson, MacCulloch & Arentsen, 2014). Robinson et al. (2014) found that Chinese men working in law enforcement departments experienced higher levels of stress than women with similar jobs. Another study found that operational stressors such as public criticism, and the inability to socialize outside the police force caused more stress among male police personnel than female (Violanti et al., 2016). 
Age is another demographic determinant of stress in individuals in the police force (Luceño-Moreno, García-Albuerne, Talavera-Velasco & Martín-García, 2016). Selokar, Nimbarte, Ahana, Gaidhane and Wagh (2011) applied the same stressors to different age groups and found that older employees tended to become more stressed than their younger co-workers. Police personnel over the age of 30 demonstrated higher stress and anxiety because of work load and exhaustion in a study by Deschamps et al. (2003). The long shift hours of police personnel in Madrid, Spain contributed to amplified levels of stress in direct relation to their age (Luceño-Moreno et al., 2016). Williams (2003) discovered that employees aged 45 and above showed higher levels of stress when dealing with documentation, and those aged 15–24 years had better coping mechanisms than their older co-workers since they were also more likely to have healthy eating habits than older employees. Age also affected responses to job security stress (Wichert, 2005), and older employees were found to be more confident about their jobs than their younger colleagues. 
Several researchers have investigated the effects of marital status or relationship status on occupational stress. Stress levels were found to be higher among women with family duties (Ginn & Sandell, 1997). This was mainly because men did not get involved in managing family issues as much as women, but also because the families of women did not deem their jobs as important, which added to the pressure, contributing to stress (Ginn & Sandell, 1997). Qin, Agerbo and Mortensen (2003) compared female police personnel with and without children. They found that those with children coped with stress better. Generally, the psychological health of individuals in a relationship was better than single individuals and they showed fewer depressive symptoms and suicidal thoughts (Shaffer, 2010). In a study that explored stress among divorced individuals, Amato (2000) found that divorced individuals often had psychological problems such as depression, distress, and poor self-image. Another study found that compared to married police personnel, recently-divorced police personnel were more likely to show signs of stress, fatigue, depression, smoking, excessive drinking, alcohol-related issues, and mild weight gain (Wang, Seelig, Wadsworth, McMaster, Alcaraz & Crum-Cianflone, 2015).
	Burke and Mikkelsen (2007) also found that married or committed police personnel showed less inclination towards depressive and suicidal thoughts and lower levels of exhaustion than their single co-workers. Zhao and Ghiselli (2016) studied family time and occupational stress, and found that employees often struggled to spend quality time with their friends and family, but having friends and healthy relationships with family members contributed to reduced operational stress. Neidig, Russell and Seng (1992) examined the effect of marital status among police personnel on their response to incidents of domestic violence. They found that divorced individuals were more likely to be affected by violent incidents than married individuals. 
The results are not all in favor of marriage, however. Some studies have suggested that relationship status plays a negligible role in the extent of occupational stress in police personnel (Wells, Colbert & Slate, 2006). Weber Brooks and Leeper Piquero (1998) found that single police personnel were less stressed at work than married or committed individuals. They concluded that married individuals found it harder to cope with human suffering and the justice system. Crouter, Bumpus, Head and McHale (2001) drew similar conclusions. They found that increased levels of job stress contributed to occupation-related health issues, which made individuals less able to concentrate, and less likely to be able to fulfill family and social obligations. It therefore seems likely that relationship status affects operational stress, but in several different ways.
Several studies have examined the impact of level of qualification on stress at higher organizational levels. Björklund, Jensen and Lohela-Karlsson (2013) found that job stress was inversely proportional to education level, i.e. managers with lower education levels in more senior posts experienced higher levels of stress. Other studies (Lang & Lee, 2005; Xie, 1996; Xie & Johns, 1995) have also acknowledged the role of education in operational stress. Michaels and Dixon (1994) found that qualified managers tend to suffer more stress than those with lower levels of qualification because of disputes with their superiors about decisions. Other studies have also suggested that individuals with a higher level of qualifications, training, or education have reported more work pressure than less educated people (Balcı, 2011; Carayon & Zijlstra, 1999). Zhao, He and Lovrich (2002) agreed that high levels of qualification led police personnel to suffer more stress. Frank, Lambert and Qureshi (2017) investigated a sample of Indian police personnel who were college graduates and found that these police personnel were more likely to be anxious than those with lower educational levels. This may be because higher qualifications lead to more senior positions, with added responsibilities and decision-making requirements. The evidence remains mixed, however: Aaron (2000) found that employees with lower levels of qualification were more likely to suffer distress than employees with higher levels of education, and Chen and Silverthorne (2008) found no evidence of a link between levels of education and stress. 
The effect of job designation on occupational stress has also been widely researched. Promotion to the post of supervisor increases the work load and this may in turn reduce job satisfaction (Nalla & Kang, 2012). Kim, Murrmann, and Lee (2009) studied hotel employees in managerial or authority posts and found that higher-level employees were under more stress because of the increased workload and inability to enjoy a social life as a result. This study also found that women suffered higher levels of job stress than men and that the impact of stress on job satisfaction was greater for women. The nature of the hotel industry and the level of quality required makes occupational stress in this sector plausible. Individuals in managerial positions are required to interact with customers and supporting departments, which causes constant stress and may affect their physical health (Kim et al., 2009). Antoniou (2009) found that managers were often under stress because of the burden of responsibility for employees in their team, and this negatively affected performance. Khoury and Analoui (2010) agreed with this and also found that occupational stress was responsible for occupational dissatisfaction, absenteeism, mistakes, poor performance, and physical and mental ill-health. It is therefore clear that employees in managerial posts suffer much higher stress than those in lower or clerical posts (Frankenhaeuser, Lundberg, Fredrikson, Melin, Tuomisto, Myrsten, Hedman, Bergman-Losman & Wallin, 1989).
 
 
 
Stress does not, however, necessarily rise linearly with managerial authority. Lundberg, Kadefors, Melin, Palmerud, Hassmén, Engström and Dohns (1994) found that the authority of a higher-level manager reduced the level of disputes. Ivancevich, Matteson and Preston (1982) found that middle level managers, who were answerable for their team to more senior managers, were under more stress than those in lower and higher managerial posts. Løkke and Madsen (2014) argued that lower level managers were more likely to have to interact with customers and supervisors, both of which are stressful. Johnson et al. (2005) supported these findings to a certain extent. They found that senior police personnel were generally less stressed because they had fewer direct encounters with the public and operations than more junior police personnel, whose jobs involved constant dealings with citizens (Johnson et al., 2005).
Kirkcaldy, Brown and Cooper (1998) studied 33 police supervisors and chief officers across England, Wales, Scotland and Northern Ireland, and suggested that sergeants had to sacrifice a lot of time and energy to their job, which made them prone to higher levels of stress. Their work satisfaction was also affected by the stress from constant public interactions and requirements for prompt responses (Kirkcaldy et al., 1998). Frank et al. (2017) found that frontline police personnel experienced acute stress because of the requirements of their job, but police personnel in non-technical posts were less stressed. In summary, individuals at different ranks in police forces respond differently to occupational stress and employees in higher managerial posts were generally found to be under more stress. Antoniou (2009) found, however, that there was no substantial evidence that designation affected job satisfaction and operational stress among police personnel. Ma, Andrew, Fekedulegn, Gu, Hartley, Charles, Violanti and Burchfiel (2015) agreed with this and added that department size, organizational features and nature of the community can also be major sources of stress. 

[bookmark: _Toc20875071]2.2.2 Organizational Stressors and Demographic Variables
Organizational stressors also vary with demographic variables, including age, relationship status, designation, and education. Randeree and Chaudhry (2012) found that police personnel view about leadership and their working environment varied with gender. McCarty et al. (2007) showed that bureaucracy could induce job stress but that this had different impacts on male and female police personnel. He et al. (2002) suggested that environmental factors such as policy inconsistency, strict rules and the possibility of disciplinary action affected both male and female police personnel, but in different ways, with female police personnel more likely to be affected by particular environments. Ellison and Genz (1983) also found that organizational structures place more pressure on female police personnel than male. They found that female police personnel had distinctive types of organizational stressors, which tend to act more mildly on men. The presence of favoritism, withdrawal of connections and the need to provide a defense against supervisors and colleagues had a much larger impact on female police personnel (Ellison & Genz, 1983). In summary, therefore, female police personnel experience more stress and perceive it differently because of problems related to the occupational environment (Kluger, Townend & Laidlaw, 2003). Antoniou (2009) noted that stressors related to gender, i.e. gender discrimination and favoritism, are mainly internal factors that develop under specific workplace environments and conditions. For example, female police personnel with good self-esteem and self-monitoring are unlikely to engage in these practices, which will lead towards a calmer and more professional environment (Antoniou, 2009). This analysis therefore suggests that men and women experience different stressors in the workplace at different levels, linked to their duties and tasks and level of discrimination but that stress generally affects female police personnel more than men.
One reason for this difference may be because there are fewer female police personnel than male, so female police personnel are more likely to lack social support (Kirk-Brown, Thompson & Brown, 1999). Walker (1985) also noted that there is less social support for female police personnel because of the masculine nature of police departments. Goolkasian, Geddes and De Jong (1985), however, suggested that female police personnel were found in more stressful situations than their male colleagues, because they wanted to prove that they were able to manage. Male and females organizational stress is derived from different situations and has various predictors which are gender-associated (Morash et al., 2006). Violanti and Aron (1995) noted that lack of support from leaders led to organizational stress among women, because police forces tend to lack space to develop interpersonal relationships. It is therefore clear that social support is a major factor organizational stress among women. Violanti and Aron (1995) found the same issue applied to African American police personnel, who stated that less support from their superiors made them feel alienated, leading to depression and onset of other stressors. 
Sager (1990) noted that age also affected the ability to manage stress. Dua (1994) found that older police personnel reported less stress than their younger colleagues. Ben-Bakr, Al-Shammari and Jefri (1995) also found that the largest number of cases of stress were in employees under the age of 30. This suggests that job specifications and anxiety about career development decisions may be significant in the development of organizational stress (Dua, 1994). This does not affect older employees, because they have usually already established their careers (Dua, 1994). Violanti and Aron (1995) found that employees aged from 31 to 35 years reported higher levels of stress, but the intensity of the stress reduced with age, with a significant reduction towards the age of 46. Employees aged around 21 had clear differences in their stress level from those aged around 26, although both age groups had quite high levels, mainly because of concerns about job security (Violanti & Aron, 1995).
Relationship status could also affect organizational stress in police personnel. Both Bano and Jha (2012) and Aaron (2000), however, found no connection between relationship status and the level of organizational stress. Wells et al. (2006) found that marital status had no effect. Maslach, Schaufeli and Leiter (2001), however, found that single people were more likely to be stressed than married people. Kołodziej-Zaleska and Przybyła-Basista (2016) found that divorce involves a transition period in which divorcees have to restructure family systems and adjust to changes. Kara et al. (2015) suggested that this transition period had adverse effects on workplace productivity and stress among divorcees. Lindsay (2008) found that married female police personnel were less likely to experience major job stress and organizational pressure. This is may be because marriage offers social, financial, and psychological resources for coping with negative experiences (Kessler & Essex, 1982).
A number of studies have found a connection between education level and organizational stress. Bano and Jha (2012) and Balcı (2011) stated that levels of educational and work experience play a major role in the stress level of workers. Vuorensyrjä and Mälkiä (2011) found that burnout is a key predictor of different types of stress. Patterson (2002) stated that employees with higher levels of education were more suitable for administrative responsibilities and organizational duties, which can be stressful. Goldstein, Goldstein and Hill (1990) concluded that a paramilitary organizational structure tended to induce stress, particularly in those with higher level of education. This may be because this group wants more decision-making power, and finds it more stressful to have no major role in the development and growth of the organization (Goldstein et al., 1990). It is safe to say that the level of education has an effect on stress levels among police personnel, with higher levels of education generally being associated with higher levels of stress. 
Highly educated people expect to achieve a higher occupational position and job quality (Spector, 1997), and find it more stressful if these expectations are not realized. Stress may also be the result of role ambiguity (Maslach et al., 2001). People with lower levels of education have fewer responsibilities, resulting in lower levels of stress (Nabirye, Brown, Pryor & Maples, 2011). This may be because highly educated individuals were more likely to have less physically demanding jobs than workers with lower educational achievements (Park, 2008). 
The link between stress and working environment may also be linked to the knowledge and abilities of police personnel (Sonnentag & Frese, 2003). Sonnentag and Frese (2003) suggested that the working environment is more stressful when there is a gap between the knowledge and abilities, and the role of an individual. Policing is an extremely tough job, and the work environment is considered dangerous and unpredictable compared with other jobs (Jaramillo et al., 2005).
The designation or rank of both police personnel and employees in general also influences the level of stress. Webster (2014) found that perceived stress is higher among police personnel with a higher rank and designation (e.g. supervisory status). This may be because promotion to a supervisory role affected job control by increasing job responsibilities and administrative duties, but police personnel lacked resources to deliver these new responsibilities, creating stress (Webster, 2014).
Another major factor that can induce stress among police personnel is their responsibility for making decisions (Webster, 2014). Brown et al. (1996) found that senior police personnel experience stress in line with their level of rank, experience, and other demographic considerations. Greve (2003), however, stated that lower-level managers were subject to more stress because of contact with clients. Björklund et al. (2013) also found that lower-level employees faced more organizational stress than their superior police personnel and managers. These findings suggest that all employees face pressures and stresses, though the nature and reasons vary. Previous studies therefore show that both operational and organizational stressors vary among police personnel with different socio-demographic characteristics. 
To reduce stress, organizations may put in place policies and procedures to help their employees and create a less stressful environment. The next section discusses stress reduction strategies implemented by different organizations.

[bookmark: _Toc20875072]2.3 Organizational Stress Reduction Strategies 
Studies suggest that organizational strategies to help police personnel cope with stress need to be both adequate and practicable (Baumstarck et al., 2017). This study focused on four major strategies to determine the most appropriate and practicable option for police departments (Carver, 1997). These four strategies were social support, problem solving, human resource and environmental strategies. Each has been associated with a particular approach and techniques.

[bookmark: _Toc20875073]2.3.1 Social Support Strategy
Social support has been shown to reduce stress (Mattson & Hall, 2011). Albrecht and Adelman (1987), cited in Mattson and Hall (2011, p.19) defined social support as “verbal and nonverbal communication between recipients and providers that reduces uncertainty about the situation, the self, the other, the relationship, and functions to enhance a perception of personal control in one’s life experience”. This means that any form of communication between two or more individuals can potentially offer support to an individual and help them feel less stressed because it gives them more control over the situation (Albrecht & Adelman, 1987). From healthcare applications to the workplace, psychologists have asserted that having individuals or groups of people who are willing to listen to the concerns of their colleagues could help reduce burnout (Schaufeli, 2017). 
A lot of individuals use this strategy and therefore organizations are starting to put formal structures in place to encourage it. Some organizations offer employees access to stress reduction therapies and methods to support their overall well-being (Richardson & Rothstein, 2008). One technique that is easily applied in the workplace to minimize stress and improve employee attitude is called mindfulness-based stress reduction (MSBR) (De Vibe, Bjørndal, Fattah, Dyrdal, Halland & Tanner-Smith, 2017), and it has been found to show some improvements in mental health over other forms of therapy or no therapy at all (Tolin, 2010). Mindfulness is the process of focusing on events in the present without passing judgment (De Vibe et al., 2017). It is helpful for professionals to reflect on their day, especially if they experienced events that are considered traumatic or challenging to handle (Chiesa & Serretti, 2009). This can help them to continue to do their jobs effectively and feel more comfortable about their work (De Vibe et al., 2017). 
	Supportive organizational behavior has the potential to positively influence performance and employee engagement (Rofcanin, Las Heras & Bakker, 2017). Establishing a structure to allow employees to speak about their problems helps them cope because this demonstrates that team members are there to support each another. In policing, police personnel typically work in pairs, which limits the interactions within the team. However, establishing meetings to discuss concerns and providing training about the benefits of social support could help. It is also helpful to train police partners to speak to each another in a manner that fosters this sense of mutual support.
	In addition to the benefits from a sense of acceptance among employees in the workplace, perceived support also has a value at the organizational level (Kurtessis, Eisenberger, Ford, Buffardi, Stewart & Adis, 2015). Organizational support theory states that employees tend to form opinions about the extent to which their employers value their work and their overall well-being. Organizational support is linked to stronger organizational relationships, because these relationships enable employees to provide emotional support, tangible support, appraisal support, and informational support for each other.

Supportive behavior 
	Emotional support is related to self-esteem, and whether employees have developed a sense of belonging (Karademas, 2006). Malecki and Demaray (2003) stated that emotional support includes feelings of faith. Employers are able to enforce this sense of belonging by establishing a positive organizational culture and using leadership strategies (Yang, Zhang, Kwan & Chen, 2015). 
For example, the concept of servant-leadership (Greenleaf, 1977) describes leaders as servants who must focus on meeting the needs of their followers, develop people, provide a vision, gain trust from their followers, and influence others (Farling, Stone & Winston, 1999). Servant-leaders are concerned about the needs of their employees and create strategies that enable these needs to be addressed (Yang et al., 2015).This is also likely to establish a positive organizational culture, because when leaders genuinely care about employees, they are more likely to give them confidence to speak to one another and their managers about any difficulties they are experiencing (Yang et al., 2015) When people act as servant-leaders, they are therefore able to provide the emotional support for employees to feel motivated by the company’s leadership (Yang et al., 2015).
	Tangible support for employees includes direct aid and services (Woloshin, Schwartz, Tosteson, Chang, Wright, Plohman & Fisher, 1997). For example, it is reasonable to offer employees opportunities to participate in mandatory or optional professional development sessions because this will enable them to gain new skills and knowledge that can be used to enhance their professional practice (Khalil, Ebner, Kopp, Lorenz & Kalz, 2016). These programs may help employees to cope with stressful events (Khalil et al., 2016). In some cases, providing knowledge and skills-based training could also reduce stress (Yankey & Biswas, 2012).
	Appraisal support involves task appreciation and information that is useful for self-evaluation (Longenecker & Fink, 2017). For employees to feel that their organizations, managers, and communities support them, their work must be recognized (Kuvaas, 2006). When an employee does a particularly good job, it is worthwhile to praise them in front of the team (Longenecker & Fink, 2017). This may be particularly true if the employee has put themselves at risk (Longenecker & Fink, 2017), and police personnel may receive awards in this case. 
	Finally, informational support involves providing advice, suggestions, and information to employees (Zhou, Martinez, Ferreira & Rodrigues, 2016). This enables them to improve their skills and productively. Research has shown that an increase in informational support contributes to reductions in absenteeism (Zhou et al., 2016). 

Supportive work environments 
	A supportive work environment requires a friendly and supportive culture (Lancaster & Di Milia, 2015).A supportive work culture can contribute to an improved quality of life for employees (Lancaster & Di Milia, 2015). Employees tend to be negatively affected if they do not believe they are supported by their organizations and, for example, will perceive that their workload is higher than those who feel supported (Goh, Ilies & Wilson, 2015).
	To provide a more supportive organizational culture, it is essential to increase communication between members of the organization across different levels. Internal communication is associated with employee engagement. This, in turn, is related to both the support provided by supervisors and collaboration with other employees (Karanges, Johnston, Beatson & Lings, 2015). Communication also serves as a form of social support. Even communication with teleworkers is beneficial, and communication can be used to enhance relationships at all levels of the organization (Collins, Hislop & Cartwright, 2016).
	Creating coalitions in the workplace can further foster a sense of belonging (Pot, Totterdill & Dhondt, 2016). Creating social networks to enhance communication between employees in different locations can help them to work better together (Cho, Gay, Davidson & Ingraffea, 2007). Increased instrumental support from supervisors, and particularly feedback and professional development, can also help employees to cope with difficulties (Pot et al., 2016). Fostering high-quality connections with colleagues will enable professionals to develop a ‘work family’ culture that has even been shown to promote work–life integration (Andreassi & Thompson, 2008; Davis-Laack, 2017; James, 2014; Shanafelt & Noseworthy, 2017). 
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A range of organizational problem-solving strategies could be used to reduce work-related stress (Dijkstra, Beersma & Evers, 2011). Both psychological and management approaches may be helpful, including support for reflective techniques, because stress in police personnel is often related to what they have seen on duty, or their views about their own actions (Shane, 2013). 

Cognitive-focused approach (planning)
	The cognitive-focused approach involves determining how thoughts are associated with actions (Littleton, Horsley, John & Nelson, 2007). When an individual becomes nervous, they can use this strategy to focus their thoughts on something else (De Jong, 2002). Refocusing can also be used when people are exposed to stressful events or painful memories (McAllister, 2003). Applying stress risk management approaches is also reasonable (Glendon & Clarke, 2016). It is important for people to recognize what causes stress, and then try to avoid these stimuli as far as possible, as a way to avoid stress (Glendon & Clarke, 2016), while recognizing that this is not always an option.
	It is helpful for organizations to be proactive in applying stress risk management and informing employees about the stress risk associated with their job, because this will allow them to prepare better for these experiences (Queensland Workplace Health and Safety, 2017). Providing training to police officers about coping with the job, and hearing from other police personnel about the strategies they have used, is an effective way for organizations to help (Harris, Jennings, Katz, Abenavoli & Greenberg, 2016). Organizations have an incentive to help with stress management because stress can cause physiological illness and therefore affects business objectives (Grossmeier, 2018). Information from employees could be used to develop a workplace health improvement plan (Grossmeier, 2018; Queensland Workplace Health and Safety, 2017). This could include structured group sessions with a psychologist to promote sharing of experience and finding solutions as a team (Allen, Carroll, Allen, Bethell & Manganello, 2015).

Behavioral-focused approach (active coping and engagement)
	Behavioral-focused approaches may be included in stress management programs for employees (Breevaart, Bakker & Demerouti, 2014). These include active coping and engagement techniques (Bakker & Demerouti, 2007). Active coping involves the application of problem-solving skills to the resolution of emotional challenges (Steinhardt & Dolbier, 2008). It is valuable for managers to have programs available to help employees cope with stress, but the program must be visible for it to be effective (Queensland Workplace Health and Safety, 2017). Funding for organizational stress reduction interventions may be taken from employee healthcare budgets where those exist (Shanafelt & Noseworthy, 2017).
To maximize the potential benefits from stress management programs, it may be helpful to assess employee opinions of these programs (Brennan, McGrady, Lynch, Schaefer & Whearty, 2016). This information can be used to increase employee buy-in, because maximizing use will improve results if the organization is already running group therapy and related support sessions (Brennan et al., 2016). These programs should be designed to support employee participation (Weinstein, 1987), and sessions may include problem-solving workshops (Gardner, Rose, Mason, Tyler, & Cushway, 2005; Queensland Workplace Health and Safety, 2017). This can help employees use psychological, meditative, and communication techniques to understand the sources of their emotional reaction and to learn how to manage their reactions (Gardner et al., 2005). It is necessary to monitor and review the implementation and effectiveness of stress reduction programs to determine which strategies work best (Ebert, Heber, Berking, Riper, Cuijpers, Funk & Lehr, 2016). The fit of technique and approach will also vary with the industry and organizational size (Ebert et al., 2016).
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Human resources approaches can also be used to reduce stress at the organizational level (Baumeister & Leary, 1995). Human resources strategies relate to job redesigning and employee involvement, as well as health-related and corporate wellness programs (Baumeister & Leary, 1995). 

Job characteristics 
 Well-designed jobs guarantee role clarity and clearer job description (Leka, Griffiths & Cox, 2004), and this helps to reduce stress. Common solutions include hiring more staff or refining the scope of the job so that employees can work towards a shared objective more efficiently (Odle-Dusseau, Hammer, Crain & Bodner, 2016; Robbins & Judge, 2015). Employees should be hired on the basis of both experience and cultural fit with the organization (Robbins & Judge, 2015). Human resources professionals also have a role in helping to establish goals for employees, which may be part of the annual review process (Robbins & Judge, 2015; Stangor & Walinga, 2014).
	Flexibility of work scheduling and arrangements enables employees to be sure that they will have time for themselves and their families (Queensland Workplace Health and Safety, 2017), and therefore reduces stress. Employee benefits could be offered as additional incentives, and health management programs and healthcare access management should be granted to employees, especially those who are an increased risk of physical or mental health problems as a result of their professions (Queensland Workplace Health and Safety, 2017). Employees who understand their work will be better able to achieve results (Hart, 1990; Leka, Griffiths & Cox, 2005). Job enrichment is a useful technique, which involves redesigning work so that it increases motivation among employees by increasing their decision-making responsibility and providing opportunities for psychological development (Umstot, Bell & Mitchell, 1976). 

Corporate wellness programs 
To eliminate work stress, many workplaces have adopted wellness programs, such as employee assistance program (EAPs) which are designed to deal with an extensive range of stress-related problems at home and work, including behavioral and emotional difficulties (Robbins & Judge, 2015). Stress management training can also help employees to develop greater resilience to work-related stress or personal stressors. Stress management programs explain the reason and sources of stress, the effects of stress on health, and provide personal skills to reduce stress (Grossmeier, 2018; Robbins & Judge, 2015). Developing a culture of employee health promotion by encouraging healthy eating, physical activity, and stress management in the organization can also increase employee wellbeing and reduce work stress (Grossmeier, 2018). Healthy food choices can be encouraged by providing daily or weekly fruit and vegetable baskets, and organizing healthy lunches (Gill, 2016). Some organizations also offer a dedicated manager assistance program such as telephone-based advice from qualified staff on strategies to deal with work-related stress and conflicts (Health and Safety Executive, 2008).
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Environmental strategies are those relating to the organizational environment (Engelen, Dhillon, Chau, Hespe & Bauman, 2016). They include evaluation of management practices, organizational structure, and environmental infrastructure (Hart, 1990). An identification of problems could be used to create a framework for changes. Management practices should support the mental health of employees, and changes may be needed to help employees to feel more comfortable speaking to one another about personal issues and ideas for support (Van Daalen, Willemsen, Sanders & van Veldhoven, 2009).
The organizational structure may also need to change, including the hierarchy and team composition (Chemolli & Gagné, 2014). Maximizing team chemistry is worthwhile (Chemolli & Gagné, 2014). The environmental infrastructure includes the physical environment. For example, removing cubicles in favor of a more open plan approach promotes communication, and allows employees to chat and support one another (Van Veelen & Ufkes, 2017). There are a range of barriers in the workplace to self-care and resilience, including time, personal resources and organizational infrastructure (Davis-Laack, 2017). It can therefore be beneficial to designate time and resources for this at work (Davis-Laack, 2017; Holden, Schubert & Mickelson, 2015). By encouraging both administrative effort to create these programs and employee participation, it is possible to improve stress management (Grossmeier, 2018). Stress can be reduced by providing suitable equipment that is properly maintained and an environment designed for the tasks being undertaken, as well as encouraging physical activity (Grossmeier, 2018). 

[bookmark: _Toc16952839]Table 6: Strategies for Stress Reduction 
	 Social Support Strategy 
	Problem Solving Strategy

	Supportive Behavior 
· Emotional support (self-esteem, feeling of belonging)
· Tangible support (direct aid or services)
· Appraisal support (task appreciation and information that is useful for self-evaluation)
· Informational support (advice, suggestions, and information)
Supportive Work Environments 
· Develop a more friendly and supportive culture.
· Increase organizational communication
· Organize for social action, coalitions
and social networks and social environment
· Increase instrumental support from supervisors
· Foster high-quality connections with colleagues 
· ‘Work family’ culture 
· Promote work–life integration



	Cognitive-Focused Approach (Planning) 
· Applying stress risk management approach 
· Provide organizational communication and consultation about stress risk management
· Alignment of health and business objectives
· Develop workplace health improvement plan
Behavioral-Focused Approach (Active Coping and Engagement)
· Visible organizational and management commitment to dealing with work-related stress
· Facilitate and fund organizational stress reduction interventions
· Employee participation in all stress management activities, including stress risk assessment or diagnosis
· Facilitate problem-solving workshops
· Monitor and review the implementation and effectiveness of the stress reduction interventions to ensure continuous improvement

	Human Resource Strategy 
	Environmental Strategy 

	Job Characteristics 
· Employee selection and placement 
· Goals and expectation setting
· Increasing employee involvement
· Employee sabbaticals 
· Flexible work arrangement and schedules
· Increased autonomy
· Create opportunities for excellence
· Clearer job descriptions 
· Job enrichment 

Corporate Wellness Programs 
· Employee assistance programs 
· Employee stress management training
· Participatory action-oriented training (PAOT) 
· Health promotion program 
· Cultivate a healthy and beneficial workplace culture
· Encouraging healthy food choices
· Manager assist programs 
	Environmental Techniques 
· Change in management practices 
· Change in organizational structure 
· Change in work environment infrastructure 
· Provide and dedicate resources to promote resilience and self-care
· Improve equipment used at work and physical working conditions





Table 6 shows the four main organizational stress reduction strategies, and the various approaches and techniques associated with each. 
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There are a number of criteria that need to be considered to ensure that the stress management strategy selected is viable, practical and can support police personnel in dealing with stress (Anshel, 2000). Four major criteria were considered in this study. These included effectiveness, the integrative nature of the strategy, and the cost and time frame for implementation and adoption. The remainder of this section reviews the four criteria (effectiveness, integration, cost and time), and provides a description of the main areas in each.
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The first criterion is whether the strategy is effective in dealing with the stress factor. According to Dewe, Driscoll and Cooper (2012), physiological and psychological aspects can be an effective means to determine results at individual level. Psychological effects include depression and anxiety and physiological effects can be measured using blood pressure or weight. Previous studies on stress in police personnel (Gershon et al., 2009; He et al., 2002) concluded that the effects of stressors can vary with individuals’ chosen coping strategies. Another way to measure the success of stress management is to assess whether the stress management strategy helps police personnel to interact adequately with individuals at work, in the community, and with their families (Patterson, 2003). If the strategy meets its set goals and objectives for stress mitigation, it can be said to be effective (Donovan & Kleiner, 1994). However, a strategy is not effective if it does not meet its set goals and objectives or does not help individual psychological, social and physical wellbeing. The three main areas to evaluate the effectiveness of the strategy are physical effect, psychological effect and social effect, which are discussed in the next few sections.
Physical effect
According to a recent study by Bennion, Olpin and DeBeliso (2018), individual performance can be optimized through effective environmental stress-reducing strategies measures such as providing dedicated resources to promote resilience and self-care (such as massage chairs, rejuvenation loungers, or sitting meditation) that will diminish stress and increase the psychological and physical well-being of the individual. Cady and Jones (1997) observed the impacts of various environmental stress reduction strategies such as massage therapy and found that a 15-minute massage at work was effective in diminishing participants’ systolic and diastolic blood pressure in a sample population in a variety of contexts. Further research has also shown that stress management strategies such as environmental strategies have positive effects on the physical and psychological health of individuals (Bennion et al., 2018). Fostering positive cognizance management through stress reduction programs can also improve employee psychological and physical health (Baer, 2003; Grossman, Niemann, Schmidt & Walach, 2004).Organizational stress reduction strategies should therefore prioritize employee psychological and physical health (Cooper & Cartwright, 1997).

Psychological effect
Earlier scholars suggested that psychological health is critically influenced by choice of coping strategies (Moran & Colless, 1995). Many researchers have found that stress management strategies act as mediators between the stressor and strain effect, and determine the impact of the stressor on the individual (Lowe & Bennett, 2003; Tidd & Friedman, 2002). A mismatch between stress management program and stressors may damage the physiological and psychological health of individuals (Udod, Cummings, Care & Jenkins, 2017). Physical and psychological health arise from effective and applicable stress management strategies, via diminished individual stress (Folkman, 2008).

Social effect
Social support is important in the impact of coping tactics (Patterson, 2003; Tyson, Pongruengphant & Aggarwal, 2002). Shen (2009) concluded that psychological therapies and coping strategies are incomplete without considering factors like social support and competence. Adams and Buck (2010) and Pasillas, Follette and Perumean-Chaney (2006) recommended using a variety of individual approaches to encourage police personnel to articulate emotions.
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The use of knowledge and leadership strategies to administer resources optimally to manage the targets and programs of a firm is a vital aspect of integration (Themistocleous & Corbitt, 2006). Integration is an amalgamation of organizational abilities, along with technical and strategic competencies (Prencipe, Davies & Hobday, 2003). A strategy is integrative when it is flexible enough to handle a number of stressors. Integration in this dissertation therefore considers how the selected strategy allows police personnel to interact with others at work and within the community. Integration has been divided into four main areas (strategic alignment, allocated resources, police culture and work environment, and top management support). The next few sections provide information about each.

Strategic alignment
	Joshi, Kathuria and Porth (2003) noted that alignment was required for effective strategies and could influence implementation. Waterman, Peters and Phillip (1980) investigated effective strategy implementation and concluded that harmony between programs, monitoring procedures and organizational competence was essential for successful strategy implementation. Organizational defects and poor performance can result from an unsynchronized approach, programs, policies and structure (Johnston & Pongatichat, 2008). Sutherland and Cooper (2000) observed that an integrated organizational program for stress management improved both performance and health of individuals. Integration and strategic alignment are therefore vital for stress management programs to benefit both employees and organizations (Johnston & Pongatichat, 2008).

Allocated resources
Resources are the finances, time frame, workforce and knowledge required to execute the new strategy (Okumus, 2003). Effective allocation of resources is an integral part of the implementation process (De Feo & Janssen, 2001). Sales (2013) noted that the implementation process includes planning, evaluation, program development, setting implementation and prioritization strategies, budgeting, accounting, and management. The individual resources of the organization include capital equipment, workforce and finances (Grant, 1991). According to Grant (1991), using organizational resources and skills effectively and productively is an important part of developing any strategy. 

Police culture and work environment
	Bishop, Tong, Diong, Enkelmann, Why, Khader and Ang (2001) and Chun, Moos and Cronkite (2006) noted that ethnicity can affect individual stress-coping mechanisms. Yoshihama (2002) therefore recommended synchronization between cultural rules and stress management strategies (Waters & Ussery, 2007). Yun et al. (2013) concluded that stressors and coping strategies for East Asian police personnel were very different from those used by western police because of differences in cultural heritage and values. The UAE police culture, technology, enterprises and administrative structure all differ from western police forces because of cultural restrictions (Abdulla et al., 2011; Al Ali et al., 2012). 

Top management support 
According to Mellor, Smith, Mackay and Palferman (2013), top management should realize the negative impacts of stress on the organization and the welfare of the employee and take effective measures to counter it. A lack of recognition can be a major hindrance in the development of organizational stress management strategies (Sutherland & Cooper, 2000). Assistance from the top management is necessary to support resource allocation, encouragement to individuals to employ effective coping strategies and administration of the stress program steering group (Mellor et al., 2013). Employees also need to acknowledge the issue of occupational stress (Senaratne & Rasagopalasingam, 2017).
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Quality of any program is heavily influenced by cost (Kiani, Shirouyehzad, Khoshsaligheh Bafti & Fouladgar, 2009). Lower costs and higher efficacy are also products of better quality (Kazaz, Dada & Moskowitz, 2005). Making a decision about the most viable and practical strategy for dealing with stress requires a cost–benefit analysis. In essence, before selecting the most appropriate strategy to mitigate stress among police personnel, it is important to examine both the benefits (Quah & Haldane, 2007), and the implementation cost (Proctor, Landsverk, Aarons, Chambers, Glisson & Mittman, 2009). If the cost of implementing a strategy is high but for minimal benefits, the strategy may not be considered viable. If the cost of implementation is low, but the strategy mitigates stress effectively, it is likely to be considered viable. A strategy may also be viable if both its implementation cost and impact on stress are high. Three main areas of cost were considered in this study (cost of implementation, cost effectiveness and employer cost of excess stress). These are described in the next few sections.

Cost of implementation
Successful implementation of strategies requires a considerable amount of organizational means such as budgeting, resource availability, financial management and risk management. These all need to be considered during strategy formulation (Anastasia, 2017; Obeidat, Al-Hadidi, Tarhini & Masa’deh, 2017; Shah & Sid Nair, 2014). Sterling (2003) found that having the correct financial criteria is important to assess strategic plans and ensure the successful implementation of new strategies. Shah and Sid Nair (2014) also found that determining implementation costs and organizational ability is crucial to identify the required resources for intervention and strategy start-up. The financial resource requirements of planned activities are specified through an estimation of their costs. Organizations tend to consider both the funds required for the ongoing activity and the implementation costs (Proctor et al., 2009; Saldana, Chamberlain, Bradford, Campbell & Landsverk, 2014). 

Cost effectiveness
Cost effectiveness analysis is a tool used to compare the costs and benefits of an intervention to decide if the value of an intervention justifies its cost (Russell, Gold, Siegel, Daniels & Weinstein, 1996). For example, Hart (1990) reported that for every dollar invested in stress management training and therapy, employers received a $5.52 return on investment per employee per year. This must also be compared with alternatives such as mindfulness-based stress reduction strategies, which may be much cheaper if a member of staff knows enough about it to instruct their colleagues (Gu, Strauss, Bond & Cavanagh, 2015). 

Employer costs of excess stress
The costs of stress reduction programs are relatively low compared to the costs that may occur if employees become overstressed. According to Hart (1990), the cost of stress to employers includes health and life insurance premiums, medical treatment costs, compensation costs, sick leave, the cost of lost workdays, impaired productivity, replacement costs and lost opportunity costs. Employer may therefore pay for stress-related illnesses three times over, through the cost of healthcare insurance, treatment and absenteeism and turnover (Hart, 1990). 
The salaries of police personnel in the UAE vary by rank from 2,000 USD for a lieutenant up to 20,000 USD for a general (Khaleej Times, 2018). The hourly cost of therapy is therefore likely to be relatively low compared to paying the workforce for their time. Several hours of therapy over the course of a year has the potential to enhance the output of workers and increase productivity. 
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Time is another important factor to consider when looking at alternative stress management strategies. Time is dynamic and is often described as the most valuable asset for a company (Wu & Passerini, 2013). In selecting a strategy to deal with stress, it is helpful to consider both the implementation period for the strategy and the time required for police personnel to adopt it. Some strategies may be complicated and require more implementation time. Complicated strategies may also require a long period of time for both familiarization and adoption. It may therefore be important to choose a strategy with a shorter implementation and adoption time. A longer period of implementation will also mean higher costs. Two primary areas (implementation time and adaptation period) were identified for time. The next two sections explain these areas.

Implementation time
Both practitioners and academics pay a lot of attention to understanding what is needed for efficient implementation of a strategy (Slater & Olson, 2001). This may be a long procedure, taking up considerably more time and energy than strategy formulation. The strategy implementation stage is the most complicated, time-consuming and administrative part of strategy management (Thompson & Strickland, 2003). Raps (2005) concluded that discipline, planning, motivation, employee involvement, communication, use of supportive implementation instruments, assignment of responsibilities and calculation of buffer time for unexpected incidents are all required for successful strategy implementation, making it time-consuming. Any change should be in use for at least a year to determine if there are benefits (Meicheribaum & Novaco, 1985). However, the program should not end at that point; employee views on benefits should be used to change the program to increase its value. 

Adaptation period 
Adaptation is defined as a gradual, persistent and incremental change because of changing environmental conditions (Plugge, Borman & Janssen, 2016). Previous studies have defined adaptation as the ability of a company to change its strategic position to capitalize on developing market and technology opportunities (Chakravarthy & Doz, 1992; Oktemgil & Greenley, 1997). It includes the ability to predict issues, consider and assess new techniques and tools, ability to adjust rapidly to changes and coping with crises (Tejeiro Koller, 2016). Adaptation behavior patterns are an important part of the time required for implementation (Wilkinson, 2012).
Lewin’s theory of change could be used to help employees adapt (Cummings, Bridgman & Brown, 2016). This model helps employees move slowly away from former practice, until they have been using the new practice long enough to be comfortable with it, and allow it to demonstrate benefits. Lewin’s theory has been shown to be applicable in government settings (Hossan, 2015). 
The next section discusses some insight from the most popular theories on occupational stress included the job demand–control model, job demand–control–support model, the conservation of resources model, the person–environment fit model and the person–environment–occupation model. It also explains the choice of theory to use in this study.
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[bookmark: _Hlk520914018]Numerous theories have been developed to explain occupational stress. They include the job demand–control model (Karasek, 1979), job demand–control–support model (Johnson & Hall, 1988), the conservation of resources model (Hobfoll, 1989), the person–environment fit model (French et al., 1982) and the person–environment–occupation model (Law et al., 1996). 
The demand–control model includes two variables, demand and control, and was created by Karasek (1979). This model emphasizes the importance of the working environment and uses an interactional approach that considers the individual’s interaction with the work environment (Dollard & Winefield, 2002). This theory suggests that stress arises mainly as a result of high job demands, low social support and low independence (Saiful, Yusoff, Yaacob, & Naing, 2013). The model was later modified (Theorell & Karasek, 1996) to include other variables such as physical exertion, hazardous exposure and job insecurity. If job demands are high and there is no control over them, job stress is expected to be high (Karasek, 1979). A later study (Johnson & Hall, 1988) added social support to the original demand–control model of Karasek (1979), to predict stress outcomes. The revised model suggests that social support can reduce the level of stress, or protect against it to some extent (Johnson & Hall, 1988). Both these two models—the job demand–control model and the job demand–control–support model—focused on the work demands and how they influenced occupational stress.
Another model of occupational stress is the conservation of resources model developed by Hobfoll (1989). This model compares work demands with employee resources (Hobfoll,1989). An individual has a limited amount of resources and occupational stress increases when the work environment produces more stress than the resources can bear. Hobfoll (1989) identified four kinds of resources: objects, conditions, personal characteristics, and energies. The model’s basic principle is that individuals seek to maintain and protect resources and occupational stress results from threatened loss of resources, actual loss of resources, lack of expected gains in resources or when the work environment has more demands than available resources (Grandey & Cropanzano, 1999; Xanthopoulou, Bakker, Demerouti & Schaufeli, 2007).
One of the earliest stress models was the person–environment fit model (French et al., 1982). This model states that occupational stress arises as a result of a mismatch between individual and environment (French et al., 1982). Apparent job stress is the result of a lack of fit between the environment and the individual (Pisaniello, 2010). The person–environment fit theory suggests that the factors that influence stress are the real or perceived ability of the individual and the demands of the environment (Yusoff, 2013). Occupational stress can therefore occur if job performance is poor and results unsatisfactory (Pisaniello, 2010), which can happen, for example, as a result of role uncertainty and clash of work roles (Pisaniello, 2010). Ability to avoid stress is in direct proportion to how well the person and work environment fit together without conflicts (French et al., 1982). Stress may occur when there is mismatch between any individual and environmental factor. The relationship between factors is therefore a central assumption of the person–environment fit theory. 
All these theories focused only on the individual and the work environment, and suggested that ongoing interaction between the two can cause occupational stress. These theories suggest that occupational stress occurs when there is a mismatch between aspects of the work environment and the ability of an individual to meet work requirements. The person–environment fit theory also focuses on individual traits, opinions and requirements, rather than environmental aspects. It suggests that stress does not arise as a result of working conditions alone. When the working environment is being analyzed, this model is therefore not suitable (Ganster & Schaubroeck, 1991). The previous models are also not considered ideal because they ignore interactions between elements of the working environment (Lazarus, 1991). The person–environment–occupation model (PEO) model was therefore developed to fill these gaps. It adds consideration of occupation as a dimension to explain a poor fit between the person and the different elements of the work environment or how job tasks can lead to low occupational performance and poor health outcomes (Law et al., 1996). 
This PEO model describes a dynamic transactional relationship between the three main factors (person, environment and occupation), and their effects on an individual’s occupational performance, health and well-being (Law et al., 1996). Occupational characteristics define clear job roles and ability to work in multiple environments (Law et al., 1996). Law et al. (1996) believed that the person–environment–occupation model explained how the combination of personality characteristics, the work environment and occupational characteristics can lead to work-related stress, because of its focus on the dynamic interaction between a person involved in certain activities and job roles within a work environment. This study chose to use the PEO model because it addresses both the level of the person and the work environment and also recognizes occupational stress factors related to occupational characteristics. 
The study examined the occupational stress of police personnel in the UAE by exploring the perspectives of police officers themselves. The use of the PEO model was considered suitable for examining occupational stress as a concept influenced by individual characteristics and choices, aspects of the environment, and the available activities or occupations. This model was designed to explore transactional relationships between dimensions, concentrating on person–occupation, occupation–environment and person–environment. The original thinking assumed that behavior and choices were affected by and could not be separated from the influence of the work environment, and individual physical and psychological characteristics (Strong, Rigby, Stewart, Law, Letts & Cooper, 1999). The model can therefore be used to describe factors triggering police stress and the physiological and emotional responses of the individual that occur when someone senses an imbalance between work demands and their ability and/or resources. Individual responses to occupational stressors may be positive or negative, depending on the type of demands placed on them, the amount of control they can exercise over the situation, the amount of support they get and their individual response (Kaarlela-Tuomaala, Helenius, Keskinen & Hongisto, 2009; Netemeyer, Maxham & Pullig, 2005; Shockley & Singla, 2011). 
Strong et al. (1999) suggested that the PEO model was a practical analytical tool to use to explore problems in occupational performance, and help strategy development (Strong et al., 1999). Its use as an analytical tool, especially to explore the transactional effects, was therefore considered appropriate to shed the light on occupational stress among police officers, and to identify suitable organizational stress reduction strategies. 
Table 7 shows various theories with references and key tenets of the theory. For example, Karasek (1979) developed the job demand–control model, and suggested that stress arose primarily as a consequence of high job demands, low social support and low independence. Another key theory, the job demand–control–support model, was set out by Theorell and Karasek (1996). They suggested that social support could decrease the level of stress. Hobfall (1989) used the conservation of resources model to suggest that occupational stress occurred when the work environment had more demands than available resources. In the person–environment fit model, French et al. (1982) suggested that stress happens as a result of a mismatch between individual and environment. Law et al. (1996) described the person–environment–occupation model, emphasizing that the combination of personal characteristics, the work environment and occupational characteristics can cause work-related stress. 
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	Stress theory
	Proposed by
	Key Tenets of the Theory

	Job demand–control model
	Karasek (1979)
	Stress increases mainly as a result of high job demands, low social support and low independence.


	Job demand–control–support model
	Theorell and Karasek (1996) 
	Social support can reduce the level of stress, or protect against it to some extent.


	Conservation of resources model
	Hobfoll (1989)
	Occupational stress results when the work environment contains more demands than available resources.


	Person–environment fit model
	French et al. (1982)
	Stress arises as a result of a mismatch between individual and environment.


	Person–environment–occupation model
	Law et al. (1996) 
	The combination of personal characteristics, the work environment and occupational characteristics can lead to work-related stress.














[bookmark: _Toc494165352][bookmark: _Toc494165430][bookmark: _Toc494898620][bookmark: _Toc510400735][bookmark: _Toc20875083]2.6 Conclusion
This chapter has provided a comprehensive literature review on occupational stress in the police. It has described occupational stress and discussed the distinction between operational and organizational stressors. A list of 13 police operational stressors and a list of 12 police organizational stressors were discussed. Previous studies have suggested that socio-demographic variables affect operational and organizational stressors among police personnel. This chapter also reviewed four organizational stress reduction strategies and noted their various approaches and techniques. These were social support, problem-solving, human resource and environmental strategies. The chapter then considered four major criteria for prioritizing stress reduction strategies. These included effectiveness, the integrative nature of the strategy, and the cost and time frame for implementation and adoption. Finally, it discussed theories about stress and explained the choice of the person–environment–occupation model for this study. 
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This study chose to use the PEO model because this model allowed the researcher to address the level of both the person and the work environment and also identify occupational stress factors related to occupational characteristics. The next chapter explains the empirical study.


[bookmark: _Toc494914443][bookmark: _Toc495359961][bookmark: _Toc20875084]CHAPTER 3: Empirical Study


	The previous chapter reviewed the literature on the underlying concepts of occupational stressors. It identified a research gap related to the operational and organizational stressors in police. This chapter discusses the development of the research strategy used for this study. The first section of this chapter discusses the research philosophy, research methodology and research design, and the research tools chosen. It considers and discusses in more detail the sample size, the sampling strategy applied and the questionnaire tool used as the study instrument. 
	The chapter then goes on to discuss the findings from the first research strategy used in this study, a survey method, with a questionnaire used to collect data from the respondents. The chapter identifies the factors causing stress among police personnel in the UAE, and variation as a result of with socio-demographic factors such as age, gender, relationship status, education, and designation. 
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	The chapter goes on to describe the use of Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA), using the survey findings to develop a scale for measuring organizational and operational stress factors among police personnel in UAE. Research hypotheses were formulated
 from these extracted factors. A Multivariate Analysis of Variance (MANOVA) and Descriptive Discriminant Analysis (DDA) were used to test the hypotheses and examine the effects of socio-demographic factors on operational and organizational stress among police personnel. 

[bookmark: _Toc20875085]3.1 Research Philosophy 
This research used a quantitative research methodology, with a positivist research approach. This was chosen because this study was quantitative, and all research elements were quantifiable and measureable. This philosophy was therefore considered to allow the researcher to control social facts in a scientific way and provide for a high standard of validity and reliability. 
This philosophy was considered to allow this study to clearly recognize different factors causing stress among police personnel in the UAE by using a survey with appropriate sampling, questionnaire and formulating and tested research hypotheses using different statistical analysis techniques. The ISM allowed the researcher to identify how the different variables that casuse stress were interlinked. The ANP enabled the researcher to select the most appropriate organizational stress reduction strategies. A quantitative positivism approach therefore enabled the researcher to answer all the research questions. Previous studies have suggested that positivism was appropriate for studies involving quantifiable observations, where data needed to be evaluated statistically to enable generalization (Cohen, Manion & Morrison, 2011; Quinlan, Babin, Carr, Griffin & Zikmund, 2011; Saunders, Lewis & Thornhill, 2009). Cohen et al. (2011) suggested that using a positivist philosophy provided a high standard of validity and reliability for research. This philosophy was therefore deemed appropriate for this study because of its ability to provide valid results, meeting all the study objectives.

[bookmark: _Toc20875086]3.2 Research Methodology
This research used a quantitative research methodology in the sense that numerical and quantitative data were produced and analyzed. Three methods (survey, ISM and ANP) were used to collect data. The researcher used a survey to identify the factors causing stress among police officers in the UAE and test whether these factors varied with demographic factors such as age, gender, relationship status, education, and designation. Participants were asked to answer questions administered through a questionnaire. A deductive approach was considered appropriate to obtain a more nuanced interpretation of the relationship between the variables that cause stress, and the method chosen was quantitative, ISM method. ANP was then used to identify appropriate stress reduction strategies for the UAE police organization.
In previous studies, Rubin and Babbie (2011) and Sekaran and Bougie (2010) supported the use of a quantitative methodology to provide numerical facts that enable the generation of precise and generalized statistical outcomes. Kerlinger and Lee (2000) and Saunders et al. (2009) noted that quantitative methodologies are deductive and recommended their use to define cause and effect between variables and to test theories and hypotheses. A quantitative methodology was therefore considered applicable for the purposes of this research.

[bookmark: _Toc20875087]3.3 Research Design 
According to Cooper and Schindler (2011), the research objectives and subject should drive the choice of research design. Saunders et al. (2009) identified three types of research design: explanatory, exploratory and descriptive. Exploratory designs allow researchers to gain insights into a new phenomenon (Babbie, 2010). This design is appropriate when a researcher has a new idea or theory and/or wishes to discover new insights into a topic (Saunders et al., 2009). It allows researchers to explore the background rather than make a detailed study of the research subject (Kothari, 2004). Explanatory design studies aim to establish cause-and-effect relationships among variables (Babbie, 2010; Saunders et al., 2009), and are most likely to involve quantitative research. A descriptive design allows researchers to develop a clear picture of the event, person or situation being investigated. They can effectively provide a holistic view of the research topic (Saunders et al., 2009). A descriptive design also helps to identify facts about the nature of the problem, the set of variable conditions, and type of events based on pre-established objectives, as in this study. 
A descriptive design was considered most suitable for this study, because of the use of three different methods (survey, ISM and ANP) to collect and analyze the data, and the quantitative nature of the research. The study used a pre-planned design for analysis and depended on a structured questionnaire survey with a probability (random) sampling design. Saunders et al. (2009) noted that a descriptive design is the most commonly used form of research for studies that used a survey method with a structured questionnaire.
The use of both ISM and ANP was also considered descriptive. The study used a descriptive design to collects quantifiable information to identify specific relationships by using ISM to examine the interrelationships between the causes of stress and ANP to identify and prioritize the organizational criteria for selecting stress reduction strategies. A descriptive design therefore seemed appropriate to fulfil all the research objectives.

[bookmark: _Toc20875088]3.4 Ethical Considerations 
This study was approved by the Abu Dhabi University Institutional Review Board. The questionnaires were formally distributed with the prior approval of the Institutional Review Board. The human resources division at Police Headquarters was given a copy of the Institutional Review Board’s approval letter and the questionnaire, and asked for approval to carry out research within the organization. The participants were informed about the study objectives and the procedures to be used in the research project before they were asked to consent to take part. The potential benefits to participants were explained, including how the questionnaire results would enable the police force in the UAE to understand occupational stress-related factors perceived by police officers, and therefore help the organization to develop suitable stress reduction strategies that might improve the health of individual police officers.
The participants were assured of their confidentiality and anonymity. They were informed that the questionnaire tool would be used to collect the primary data needed for a research study. They were also assured that they could withdraw from the study at any time for any reason without questions being asked. They were told about the structure of the research questionnaire and how it was developed to be easy to complete and less time-consuming to avoid fatigue. All data collected were anonymized. The participants were assured that the results of the analysis would be used by the researcher for academic purposes only, and that there would be no negative influence or potential harm to their careers. 
These precautions drew on a number of ethical considerations in research studies set out in previous studies (Connelly, 2014). Most quantitative studies aggregate information about study participants to maintain confidentiality (Connelly, 2014). Fouka and Mantzorou (2011) also suggested that research data must be protected and kept confidential, and that participants should be made aware of the potential benefits of the study. Other researchers (Drew, Hardman, & Hosp, 2008) noted that research procedures must be defined clearly for the participants, and that participants should be fully informed of potential harm that might arise through participation. 
[bookmark: _Toc20875089]3.5 Measurement Instrument Development
The study instrument was a questionnaire survey. It was developed in both English and Arabic, using a translation and back-translation approach to ensure consistency of meaning. The questionnaire included three sections: demographic information, operational stressors and organizational stressors. The survey asked the participants to rate the level of their perceived operational and organizational stress using a seven-point Likert-type scale, from 1 (never), through 2 (rarely), 3 (occasionally), 4 (sometimes), 5 (frequently), and 6 (usually), to 7 (always). The population of this study was police personnel appointed to the police headquarters and working under the Ministry of Interior. Participants were asked to consider the past six months when completing the questionnaire.
Operational stressors were measured using 21 items derived from Cooper and Marshall (1976) and McCreary and Thompson (2006). Organizational stressors were measured using 16 items from McCreary and Thompson (2006). The scale items used in the study are included in Appendix A.

[bookmark: _Toc20875090]3.6 Pilot Test
A pilot test was carried out in which the questionnaire was sent to 30 randomly-selected police officers, including ten in executive positions, ten at supervisory level and ten in technical posts. Perneger, Courvoisier, Hudelson and Gayet-Ageron (2015) noted that a sample size of 30 or more was required to detect misunderstandings, ambiguities or other difficulties with survey questions. After the pilot test, a few items were reworded, supported by the validity checks. Finally, following feedback from the 30 participants, all 21 items for operational stressors and 16 items for organizational stressors were retained.




[bookmark: _Toc16952841]Table 8: Measurement Items for Operational Stressors (OPS) 
	No.
	Scale Items
	Items 
	Source of Measurement Items

	1
	OPS_1
	Shift work 
	






McCreary and Thompson (2006)
&
Cooper and Marshall (1976)




	2
	OPS_2
	Working alone at night
	

	3
	OPS_3
	Overtime demands
	

	4
	OPS_4
	Risk of being injured on the job
	

	5
	OPS_5
	Having to work on vacation
	

	6
	OPS_6
	Managing your social life outside work
	

	7
	OPS_7
	Not enough time to spend with friends and family 
	

	8
	OPS_8
	Paper work
	

	9
	OPS_9
	Eating healthily at work
	

	10
	OPS_10
	Finding time to stay in good physical condition
	

	11
	OPS_11
	Fatigue (tiredness) due to shift work, over-time etc.
	

	12
	OPS_12
	Occupation-related health issues (e.g. back pain)
	

	13
	OPS_13
	Lack of understanding from family and friends about your work
	

	14
	OPS_14
	Making friends outside the job
	

	15
	OPS_15
	Upholding a “higher image “ in public 
	

	16
	OPS_16
	Negative comments from public
	

	17
	OPS_17
	Limitations to your social life 
	

	18
	OPS_18
	Feeling like you are always on the job
	

	19
	OPS_19
	Friends / family feel the effects of the stigma (dishonor) associated with your job
	

	20
	OPS_20
	Heavy workload
	

	21
	OPS_21
	Making a decision on how to implement operational missions
	



[bookmark: _Toc16952842]
Table 8 shows the 21 items derived from Cooper and Marshall (1976) and McCreary and Thompson (2006), which were used to measure operational stressors among police personnel in the UAE.






Table 9: Measurement Items for Organizational Stressors (ORS) 
	No.
	Scale Items
	Items 
	Source of Measurement Items

	1
	ORS_1
	Bureaucratic methods and inadequate specific policies/procedures
	






McCreary and Thompson (2006).




	2
	ORS_2
	The feeling that different rules apply to different people (e.g. favoritism)
	

	3
	ORS_3
	Feeling like you always have to prove yourself to the organization
	

	4
	ORS_4
	Excessive administrative duties
	

	5
	ORS_5
	Constant changes in policy / legislation
	

	6
	ORS_6
	Staff shortages
	

	7
	ORS_7
	Dealing with co-workers
	

	8
	ORS_8
	Too much computer work
	

	9
	ORS_9
	Lack of training on new equipment 
	

	10
	ORS_10
	Dealing with supervisors
	

	11
	ORS_11
	Inconsistent leadership style
	

	12
	ORS_12
	Lack of resources
	

	13
	ORS_13
	Too many internal investigations
	

	14
	ORS_14
	Leaders over-emphasize the negatives (e.g. evaluations, complaints)
	

	15
	ORS_15
	Unequal sharing of work responsibilities 
	

	16
	ORS_16
	The need to be accountable for doing your job
	



Table 9 shows the 16 items derived from McCreary and Thompson (2006), which were used to measure organizational stressors among police personnel in the UAE.

[bookmark: _Toc20875091]3.7 Data Collection and Demographics
A sample was selected from among police personnel working at the police headquarters (N = 17,291) using a random sampling method with the help of the HR department. A random sample of 2000 respondents was provided by the HR department of the Ministry of Interior. The confidential nature of police work meant that the HR department declined to provide total population figures for the police force. Instead, they randomly chose and provided the contact details of 2000 members of staff data out from a total of 17,291. In total, 2000 questionnaires were distributed to the respondents via an email with a covering letter reassuring participants of the anonymity and confidentiality of responses and a link to the online questionnaire.
The questionnaire link was open to the respondents for two months. During that period, four rounds of follow-up emails were sent with two weeks between each. In total, 1048 questionnaires were returned, a response rate of 52.4%. A total of 48 questionnaires were discarded because the responses were incomplete, leaving 1000 that were appropriate for data analysis (Krejcie & Morgan, 1970). This figure was also within the adequate sample size recommended for factor analysis (Comrey & Lee, 1992). 
Comrey and Lee (1992) recommended a sample of 1000 or more for exploratory factor analysis and to use to make generalizations. Other researchers have also commented that exploratory factor analysis generally requires a large sample size (Costello & Osborne, 2005). A larger sample size decreases sampling error, resulting in more stable factor solutions (Hogarty, Hines, Kromrey, Ferron & Mumford, 2005). This study therefore targeted a sample of around 2000 participants.
Approximately 61.4% of the survey respondents were male and 38.6% were female. In total, 38.9% were aged 30–39 years old, 33.6% were aged 20–29 years old, and 60.7% were married with children. The biggest group, 49.6%, were in technical roles, with 42.3% in supervisory roles and 8.1% at managerial level. In total, 60.8% had more than 15 years’ experience in the police force, with 34.3% having 16–20 years’ experience and 26.5% having more than 21 years’ experience. The biggest group of respondents (50%) held bachelor’s degrees, 45.5% were non-commissioned officers (Constable, Corporal, Sergeant, Sergeant Major), 45.0% were commissioned officers (Lieutenant, First Lieutenant, Captain, Major) and 9.5% were more senior officers (Lieutenant Colonel, Colonel, Brigadier General, Major General, Lieutenant General). Table 10 shows the socio-demographic characteristics of participants and the descriptive statistics of the study variables. This was used to identify distributional characteristics. 
[bookmark: _Toc16952843]Table 10: Socio-demographic variables and data (n = 1000)
	Variable
	n
	%

	Gender
	
	

	Male
	614
	61.4%

	Female
	386
	38.6%

	Age
	
	

	20–29 years
	336
	33.6%

	30–39 years
	389
	38.9%

	40–49 years
	185
	18.5%

	50 & above
	90
	9.0%

	Relationship status
	
	

	Single
	111
	11.1%

	Married
	198
	19.8%

	Married with children
	607
	60.7%

	Divorced
	48
	4.8%

	Divorced with children
	36
	3.6%

	Designation
	
	

	Managerial
	81
	8.1%

	Supervisory(first-line manager)
	423
	42.3%

	Technical
	496
	49.6%

	Total years of experience in the police force
	
	

	Less than 5 years
	41
	4.1%

	5–10 years
	246
	24.6%

	11–15 years
	105
	10.5%

	16–20 years
	343
	34.3%

	21 years & above
	265
	26.5%

	Education
	
	

	Less than high school
	42
	4.2%

	High school
	176
	17.6%

	Technical education
	144
	14.4%

	Bachelor’s degree
	500
	50.0%

	Master & Doctoral degree
	138
	13.8%

	Rank
	
	

	Non-Commissioned Officer
	455
	45.5%

	Commissioned Officer
	450
	45.0%

	Higher Officers
	95
	9.5%




[bookmark: _Toc20875092]3.8 Survey Analysis Strategy 
This study was unable to formulate the hypotheses until the main operational and organizational stressors factors were identified. The first stage in the research was therefore an exploratory factor analysis using the survey to extract the main operational and organizational stress factors. These enabled the formulation of hypotheses for testing. This approach had also been used previously (Baumstarck et al., 2017; Phogat & Gupta, 2019). The steps used to analyze the collected data are shown in Figure 2. 

Extracting OPS and ORS Factors
 (Exploratory Factor Analysis)
Measurement of OPS & ORS Scales Reliability
Testing the Adequacy of the Resultant OPS and ORS Factors
(Confirmatory Factor Analysis)
Hypotheses Formulation
Hypotheses Testing
(Multivariate analysis of variance (MANOVA))
Modelling the Differences Among the groups of (age, gender, relationship status, education, and designation)

(Descriptive Discriminant Analysis (DDA))


Figure 2: Survey Analysis Strategy

Figure 2 shows that the analysis started with a reliability test of the two stressor scales. EFA was then used to extract operational and organizational stressor factors and CFA to assess the adequacy of the resultant factor structures. Hypotheses were then formulated and MANOVA used to test them. Finally, DDA was used to model the differences among the groups by age, gender, relationship status, education, and designation. The next section discusses this process in more detail.

[bookmark: _Toc20875093]3.9 Results 
A five-step procedure was used in this study to assess operational and organizational stressors among police personnel. The following sections describe these steps in detail. 

3.9.1 Measurement of OPS & ORS Scales Reliability
Before any analysis of the data, it was considered important to assess the reliability of the scales used to measure OPS and ORS. In total, 48 responses were excluded because they were incomplete, so 1000 questionnaires were used for the overall analysis, and for assessing reliability. The measurement of the reliability of the OPS and ORS scales used SPSS 24 to assess Cronbach’s alpha. Cronbach’s alpha can lie anywhere between 0 and 1 (Phogat & Gupta, 2019). A base alpha estimation of 0.70 is considered to show internal consistency (Phogat & Gupta, 2019). In this study, Cronbach’s alpha was 0.905 for OPS and 0.890 for ORS, suggesting that the items had high internal consistency. The reliability testing therefore showed the robustness of the study questionnaire and indicated that similar observations could be obtained by other researchers (Saunders et al., 2009). The Corrected Item–Total Correlation is the Pearson correlation coefficient between the score for the individual item and the sum of the scores for the remaining items (Norušis, 2008). This study also looked at the relationship between individual items and the rest of the scale by using the multiple R2. As a rule, a higher value of multiple R2 means a more reliable analysis (Norušis, 2008). After testing the reliability of the OPS and ORS scale, the value of the alpha coefficient was also calculated with each item deleted in turn, to see whether the alpha value could be improved (Tables 11 and 12). 
















[bookmark: _Toc16952844]Table 11: OPS Reliability Analysis

	No.
	Scale Items
	Corrected Item–Total Correlation
	Squared Multiple Correlation
	Cronbach’s Alpha if Item Deleted

	1
	OPS_1
	.190
	.123
	.911

	2
	OPS_2
	.521
	.376
	.901

	3
	OPS_3
	.699
	.585
	.896

	4
	OPS_4
	.622
	.584
	.898

	5
	OPS_5
	.562
	.437
	.900

	6
	OPS_6
	.472
	.362
	.902

	7
	OPS_7
	.466
	.327
	.902

	8
	OPS_8
	.512
	.436
	.901

	9
	OPS_9
	.551
	.454
	.900

	10
	OPS_10
	.545
	.558
	.900

	11
	OPS_11
	.622
	.570
	.898

	12
	OPS_12
	.560
	.508
	.900

	13
	OPS_13
	.486
	.446
	.901

	14
	OPS_14
	.486
	.494
	.901

	15
	OPS_15
	.564
	.537
	.900

	16
	OPS_16
	.578
	.541
	.899

	17
	OPS_17
	.605
	.445
	.899

	18
	OPS_18
	.521
	.430
	.901

	19
	OPS_19
	.470
	.372
	.902

	20
	OPS_20
	.600
	.517
	.899

	21
	OPS_21
	.613
	.460
	.898

	Notes: Operational stressors: OPS_1: Shift work; OPS_2: Working alone at night; OPS_3: Overtime demands; OPS_4: Risk of being injured on the job; OPS_5: Having to work on vacation; OPS_6: Managing a social life outside work; OPS_7: Not enough time available to spend with family and friends; OPS_8: Paper work; OPS_9: Eating healthily at work; OPS_10: Finding time to stay in good physical condition; OPS_11: Fatigue (tiredness) due to shift work, over-time; OPS_12: Occupation-related health issues; OPS_13: Lack of understanding from family and friends about your work; OPS_14: Making friends outside the job; OPS_15: Upholding a “higher image” in public; OPS_16: Negative comments from public; OPS_17: Limitations to your social life; OPS_18: Feeling like you are always on the job; OPS_19: Friends / family feel the effects of the stigma (dishonor) associated with your job; OPS_20: Heavy workload; OPS_21: Making a decision on how to implement operational missions.OPS_1 was dropped to improve the value of the alpha coefficient.




Table 11 shows that when item OPS_1 was dropped, the value of the alpha coefficient increased to 0.911 for OPS. The removal of any other OPS items from the analysis resulted in a lower Cronbach’s alpha. Removal of OPS_1 from the analysis therefore gave a small improvement in Cronbach’s alpha, and the Corrected Item–Total Correlation value was low for this item (0.190). The multiple R2 for OPS_1 was also extremely small. OPS_1 was therefore dropped from the analysis. This improved the value of the alpha coefficient to 0.911 for OPS.
[bookmark: _Toc16952845]	Table 12: ORS Reliability Analysis
	No.
	Scale Items
	Corrected Item-Total Correlation
	Squared Multiple Correlation
	Cronbach's Alpha if Item Deleted

	1
	ORS_1
	.561
	.441
	.885

	2
	ORS_2
	.605
	.410
	.884

	3
	ORS_3
	.627
	.555
	.883

	4
	ORS_4
	.597
	.396
	.884

	5
	ORS_5
	.369
	.229
	.892

	6
	ORS_6
	.509
	.365
	.887

	7
	ORS_7
	.503
	.450
	.887

	8
	ORS_8
	.538
	.386
	.886

	9
	ORS_9
	.596
	.491
	.884

	10
	ORS_10
	.598
	.469
	.884

	11
	ORS_11
	.528
	.432
	.887

	12
	ORS_12
	.533
	.418
	.886

	13
	ORS_13
	.535
	.497
	.886

	14
	ORS_14
	.587
	.434
	.884

	15
	ORS_15
	.628
	.536
	.883

	16
	ORS_16
	.497
	.300
	.888

	Notes: Organizational stressors: ORS_1: Bureaucratic methods and inadequate policies; ORS_2: Favoritism; ORS_3: Feeling like you always have to prove yourself to the organization; ORS_4: Excessive administrative duties; ORS_5: Constant changes in policy / legislation; ORS_6: Staff shortages; ORS_7: Dealing with co-workers; ORS_8: Too much computer work; ORS_9: Lack of training on new equipment; ORS_10: Dealing with supervisors; ORS_11: Inconsistent leadership style; ORS_12: Lack of resources; ORS_13: Too many internal investigations; ORS_14: Leaders over-emphasize the negatives; ORS_15: Unequal sharing of work responsibilities; ORS_16: The need to be accountable for doing your job. ORS_5 was dropped to improve the value of the alpha coefficient.



Table 12 shows that when item ORS_5 was dropped, the value of the alpha coefficient increased to 0.892 for ORS. The removal of any other ORS items from the analysis resulted in a lower Cronbach’s alpha. Removal of ORS_5 from the analysis therefore gave a small improvement in Cronbach’s alpha. Both the Corrected Item–Total Correlation value (0.369) and the multiple R2 for ORS_5 were small. ORS_5 was therefore dropped from the analysis and the value of Cronbach’s alpha improved to 0.892 for ORS.
3.9.2 Extracting the Factors Measuring Operational and Organizational Stress Among Police Personnel
After testing the reliability of the OPS and ORS scales, the next step was to use EFA to extract the underlying relationships and explain the correlations among the factors measuring OPS and ORS among police personnel (Beavers, Lounsbury, Richards, Huck, Skolits & Esquivel, 2013). EFA was carried out on 20 OPS items and 15 ORS items after excluding OPS_1 and ORS_5. EFA used SPSS24. This study used several statistical techniques to get the most suitable arrangement of OPS and ORS factors (Howard, 2016). The steps were:
1. Data inspection techniques: First, the Kaiser–Meyer–Olkin measure of sampling accuracy was used to determine the appropriateness of factor analysis. The values were 0.894 for OPS and 0.886 for ORS, which were both greater than 0.50 and therefore fell into the appropriate range for factor investigation (values between 0.8 and 0.9) (Kaiser, 1974). Tables 13 and 14 show the result of EFA. 
2. The factor analysis method: There are several possible techniques for factor analysis, including principal components analysis (PCA), principal axis factoring (PAF), and maximum likelihood (ML). All these methods have their advantages and disadvantages (Fabrigar & Wegener, 2012; Preacher & MacCallum, 2003). Howard (2016) suggested three elements were important in choosing a factor analysis strategy. He suggested that researchers should be familiar with factor analysis methods, beneﬁts and limitations. He recommended that researchers avoid PCA when using EFA, because the findings did not reﬂect true factors. However, he suggested that ML could offer an array of model ﬁt indices that are shared with CFA, and that PAF focused more on removing the unique and error variance. In this study, therefore, ML was preferred because it provided model ﬁt indices that allowed direct comparisons between EFA solutions and assisted hypothesis testing.
3. The factor rotation method: Rotation techniques can be either orthogonal or diagonal. Orthogonal rotation strategies are used when the factors in the study are not related. Oblique rotation techniques are used for related variables (Gorsuch, 1983). Tabachnick and Fidell (2007) indicated that 0.32 was a good rule of thumb for the minimum loading of an item, which approximates to almost 10% overlap in variance among factors with the other items in that factor. Looking at the factor correlation matrix in this study, both OPS and ORS exceeded the cut-off point (0.32 and above) (Tabachnick & Fidell, 2007). Oblique rotation was therefore used to expose the underlying dimensions of OPS and ORS, with a Promax rotation to extract factors based on the latent root orientation (eigenvalue > 1). 









[bookmark: _Toc16952846]Table 13: Factor Correlation Matrices and Factor Analysis for Police Operational Stressors (OPS)
	OPS Factor Analysis

	Scale Items
	F1
	F2
	F3

	OPS_9
	Eating healthily at work
	0.526
	 
	 

	OPS_10
	Finding time to stay in good physical condition
	0.526
	 
	 

	OPS_11
	Fatigue (tiredness) due to shift work, over-time etc.
	0.699
	 
	 

	OPS_12
	Occupation-related health issues (e.g. back pain)
	0.710
	 
	 

	OPS_2
	Working alone at night
	 
	0.410
	

	OPS_3
	Overtime demands
	 
	0.721
	 

	OPS_4
	Risk of being injured on the job
	 
	0.749
	 

	OPS_5
	Having to work on vacation
	 
	0.571
	 

	OPS_8
	Paper work
	 
	0.427
	 

	OPS_18
	Feeling like you are always on the job
	 
	0.453
	 

	OPS_20
	Heavy workload
	 
	0.714
	 

	OPS_21
	Making a decision on how to implement operational missions
	 
	0.605
	 

	OPS_6
	Managing a social life outside work
	 
	 
	0.419

	OPS_7
	Not enough time available to spend with friends and family
	 
	 
	0.430

	OPS_14
	Making friends outside the job
	 
	 
	0.715

	OPS_15
	Upholding a “higher image “ in public 
	 
	 
	0.769

	OPS_16
	Negative comments from public
	 
	 
	0.793

	OPS_17
	Limitations to your social life
	 
	 
	0.579

	OPS_13
	Lack of understanding from family and friends about your work
	λ < 0.4

	OPS_19
	Friends / family feel the effects of the stigma (dishonor) associated with your job
	λ < 0.4

	Α
	0.749
	0.828
	0.78

	Explained Variance:
58% 
	45%
	7%
	6%

	KMO
	0.894

	Bartlett, p
	< 0.001

	OPS Factor Correlation

	
	F1
	F2
	F3

	F1
	1.000
	.575
	0.590

	F2
	0.575
	1.000
	0.556

	F3
	0.590
	0.556
	1.000

	Notes: Operational Stressors factors: F1: Physical condition; F2: Job demands and pressure; F3: Social life and image; Operational stressors: OPS_2: Working alone at night; OPS_3: Overtime demands; OPS_4: Risk of being injured on the job; OPS_5: Having to work on vacation; OPS_6: Managing a social life outside work; OPS_7: Not enough time available to spend with family and friends; OPS_8: Paper work; OPS_9: Eating healthily at work; OPS_10: Finding time to stay in good physical condition; OPS_11: Fatigue (tiredness) due to shift work, over-time; OPS_12: Occupation-related health issues; OPS_13: Lack of understanding from family and friends about your work; OPS_14: Making friends outside the job; OPS_15: Upholding a “higher image” in public; OPS_16: Negative comments from public; OPS_17: Limitations to your social life; OPS_18: Feeling like you are always on the job; OPS_19: Friends / family feel the effects of the stigma (dishonor) associated with your job; OPS_20: Heavy workload; OPS_21: Making a decision on how to implement operational missions; ML, Promax (κ = 4)






Table 13 shows the factor correlation matrices and factor analysis for police operational stressors. A cutoff of 0.40 (Hinkin, 1998) was used for relevant factor loadings. Items with lower loadings (OPS_13, OPS_19) were suppressed in the output. The three OPS factors derived were: 
· F1: Physical condition (α = 0.749)
· F2: Job demands and pressure (α = 0.828)
· F3: Social life and image (α = 0.78)
F1 (physical condition) contained four items and explained 45% of the total variance. F2 (job demands and pressure) contained eight items and explained 7% of the total variance. F3 (social life and image) contained six items and explained 6% of the total variance. 













[bookmark: _Toc16952847]Table 14: Factor Correlation Matrices and Factor Analysis for Police Organizational Stressors (ORS)
	ORS Factor Analysis

	Scale Items
	F1
	F2

	ORS_2
	The feeling that different rules apply to different people (e.g. favoritism)
	0.608
	

	ORS_3
	Feeling like you always have to prove yourself to the organization
	0.756
	

	ORS_7
	Dealing with co-workers
	0.635
	

	ORS_8
	Too much computer work
	0.535
	

	ORS_10
	Dealing with supervisors
	0.600
	

	ORS_11
	Inconsistent leadership style
	0.594
	

	ORS_14
	Leaders over-emphasize the negatives (e.g. evaluations, complaints)
	0.550
	

	ORS_15
	Unequal sharing of work responsibilities
	0.760
	

	ORS_1
	Bureaucratic methods and inadequate specific policies/procedures
	
	0.692

	ORS_4
	Excessive administrative duties 
	
	0.537

	ORS_6
	Staff shortages
	
	0.531

	ORS_9
	Lack of training on new equipment
	
	0.547

	ORS_12
	Lack of resources
	
	0.618

	ORS_13
	Too many internal investigations
	
	0.748

	ORS_16
	The need to be accountable for doing your job
	λ < 0.4

	
	0.842
	0.776

	Explained Variance:
55% 
	40%
	15%

	KMO
	0.886

	Bartlett, p
	< 0.001 

	

	ORS Factor Correlation

	
	F1
	F2

	F1
	1.000
	0.643

	F2
	0.643
	1.000

	Notes: Organizational Stressors factors: F1: Ineffective leadership and role conflict; F2: Working environment (resource shortages and internal dysfunction); Organizational stressors: ORS_1: Bureaucratic methods and inadequate policies; ORS_2: Favoritism; ORS_3: Feeling like you always have to prove yourself to the organization; ORS_4: Excessive administrative duties; ORS_6: Staff shortages; ORS_7: Dealing with co-workers; ORS_8: Too much computer work; ORS_9: Lack of training on new equipment; ORS_10: Dealing with supervisors; ORS_11: Inconsistent leadership style; ORS_12: Lack of resources; ORS_13: Too many internal investigations; ORS_14: Leaders over-emphasize the negatives; ORS_15: Unequal sharing of work responsibilities; ORS_16: The need to be accountable for doing your job; ML, Promax (κ = 4)



Table 14 shows the factor correlation matrices and factor analysis for police organizational stressors. Again, a cutoff of 0.40 (Hinkin, 1998) was used for appropriate factor loadings. Items with lower loadings (ORS_16) were suppressed in the output. Two factors were derived for ORS:
· F1: Ineffective leadership and role conflict (α = 0.842)
· F2: Working environment (resource shortages and internal dysfunction) (α = 0.776)
Factor F1 (ineffective leadership and role conflict) contained eight items and explained 40% of the total variance. Factor F2 (working environment), which focuses on resource shortages and internal dysfunction, consisted of six items and explained 15% of the total variance. 

3.9.3 Testing the Adequacy of the Resultant OPS and ORS Factors Through Confirmatory Factor Analysis (CFA)
Confirmatory factor analysis was used to check the degree of applicability of each factor. This gave a three-factor solution for OPS and a two-factor solution for ORS. 
[bookmark: _Toc16952848]Table 15: Model Fit Indices
	Model
	χ2
	Df
	IFI
	TLI
	CLI
	RMSEA

	OPS
	390.069
	55
	0.939
	0.913
	0.933
	0.078

	ORS
	268.381
	41
	0.948
	0.915
	0.947
	0.075



Table 15 shows that Bartlett’s test of sphericity gave an inexact χ2 estimation of 390.069, level of degree of freedom (DF) of 55, relative fit indices criteria/indicators (TLI) of 0.913 and RMSEA of 0.078 for OPS. Bartlett’s test of sphericity showed inexact χ2 estimation of 268.381, level of degree of freedom (DF) of 41, relative fit indices criteria/indicators (TLI) of 0.915 and RMSEA is 0.075 for ORS. The overall model fit indices indicated that the models fitted the data well for all 20 items of OPS and 15 items of ORS.




[bookmark: _Toc16952849]Table 16: CR, AVE, Descriptive Statistics and OPS Factor Validation

	
	Operational Stressors

	Factors
	Composite reliability (CR) & Average variance extracted (AVE)
	Mean (M)
	Standard deviation (SD)
	Factor loading

	Factor 1
	
	
	
	

	OPS_9
	0.809 & 0.524
	3.88
	1.326
	0.542

	OPS_10
	
	3.52
	1.487
	0.925

	OPS_11
	
	3.86
	1.411
	0.649

	OPS_12
	
	4.10
	1.448
	0.726

	Factor 2
	
	
	
	

	OPS_2
	0.850 & 0.534
	Rejected

	OPS_3
	
	3.69
	1.329
	0.742

	OPS_4
	
	3.90
	1.696
	0.827

	OPS_5
	
	3.75
	1.344
	0.656

	OPS_8
	
	Rejected

	OPS_18
	
	Rejected

	OPS_20
	
	4.13
	1.427
	0.607

	OPS_21
	
	3.75
	1.418
	0.799

	Factor 3
	
	
	
	

	OPS_6
	0.811 & 0.520
	Rejected

	OPS_7
	
	Rejected

	OPS_14
	
	3.57
	1.314
	0.628

	OPS_15
	
	3.76
	1.407
	0.728

	OPS_16
	
	3.97
	1.602
	0.835

	OPS_17
	
	3.76
	1.340
	0.677

	

	Notes: Operational stressors: F1: Physical Condition; F2: Job Demands and Pressure; F3: Social Life and Image; OPS_2: Working alone at night; OPS_3: Overtime demands; OPS_4: Risk of being injured on the job; OPS_5: Having to work on vacation; OPS_6: Managing a social life outside work; OPS_7: Not enough time available to spend with family and friends; OPS_8: Paper work; OPS_9: Eating healthily at work; OPS_10: Finding time to stay in good physical condition; OPS_11: Fatigue (tiredness) due to shift work, over-time; OPS_12: Occupation-related health issues; OPS_14: Making friends outside the job; OPS_15: Upholding a “higher image “ in public; OPS_16: Negative comments from public; OPS_17: Limitations to your social life; OPS_18: Feeling like you are always on the job; OPS_20: Heavy workload; OPS_21: Making a decision on how to implement operational missions. Items (OPS_2, OPS_8, and OPS_18 from Factor 2; OPS_6 and OPS_7 from Factor 3) were removed, because loadings were below the cut-off value of 0.5.




Table 16 shows that all items with loadings above the general cut-off value of 0.5 were retained. Table 16 shows the items that were removed because the loadings were below the cut-off value of 0.5 (Tabachnick & Fidell, 2013) (OPS_2, OPS_8, and OPS_18 from Factor 2; OPS_6 and OPS_7 from Factor 3). Table 16 also shows the descriptive statistics for the constructs and the resultant factor loadings, reliability (composite reliability, CR) and convergent validity (average variance extracted, AVE). The CR and AVE met the minimum standards of 0.70 and 0.50, so the scales were considered reliable and suitable for further analysis (Hair, Anderson, Babin & Black, 2010). The discriminant validity of the dimensions of OPS was tested by comparing AVE values to squared correlations between the constructs (Chin, 2010; Fornell & Larcker, 1981). The square root of the AVE values was larger than the inter-construct correlation coefficients, suggesting that the items had discriminant validity. 

[bookmark: _Toc16952850]Table 17: CR, AVE, Descriptive Statistics and ORS Factors Validation

	
	Organizational Stressors

	Factors
	Composite reliability (CR) & Average variance extracted (AVE)
	Mean (M)
	Standard deviation (SD)
	Factor loading

	Factor 1
	
	
	
	

	ORS_2
	0.878 & 0.511
	3.91
	1.248
	.695

	ORS_3
	
	3.98
	1.631
	.783

	ORS_7
	
	4.26
	1.323
	.587

	ORS_8
	
	Rejected

	ORS_10
	
	3.90
	1.285
	.664

	ORS_11
	
	4.17
	1.381
	.718

	ORS_14
	
	4.00
	1.246
	.669

	ORS_15
	
	4.11
	1.536
	.857

	Factor 2
	
	
	
	

	ORS_1
	0.838 & 0.504
	3.50
	1.194
	.662

	ORS_4
	
	3.82
	1.183
	.731

	ORS6
	
	4.09
	1.184
	.782

	ORS_9
	
	Rejected

	ORS_12
	
	4.05
	1.176
	.666

	ORS_13
	
	3.80
	1.287
	.720

	Notes: Organizational stressors: F1: Ineffective Leadership and Role Conflict; F2: Working Environment (Resource Shortages and Internal Dysfunction); ORS_1: Bureaucratic methods and inadequate policies; ORS_2: Favoritism; ORS_3: Feeling like you always have to prove yourself to the organization; ORS_4: Excessive administrative duties; ORS_7: Dealing with co-workers; ORS_8: Too much computer work; ORS_9: Lack of training on new equipment; ORS_10: Dealing with supervisors;ORS_11: Inconsistent leadership style; ORS_12: Lack of resources; ORS_13: Too many internal investigations; ORS_14: Leaders over-emphasize the negatives; ORS_15: Unequal sharing of work responsibilities. Items (ORS_8 and ORS_9) were removed, because loadings were below the cut-off value of 0.5.



Table 17 shows that all items with loadings above the general cut-off value of 0.5 were retained. It also shows the items that were removed, because the loadings were below the cut-off value of 0.5 (Tabachnick & Fidell, 2013) (ORS_8 and ORS_9), as well as the descriptive statistics for the constructs and resultant factor loadings, reliability (composite reliability, CR) and convergent validity (average variance extracted, AVE). The CR and AVE met the minimum standards of 0.70 and 0.50, so the ORS scales were considered reliable and suitable for further analysis (Hair et al., 2010). The discriminant validity of the dimensions of ORS was tested by comparing AVE values to squared correlations between the constructs (Chin, 2010; Fornell & Larcker, 1981). The square root of the AVE values was larger than the inter-construct correlation coefficients, suggesting that the items had discriminant validity. 
Other researchers (Gross, 2017; Twenge, Campbell, Hoffman & Lance, 2010) have also found it necessary to remove some operational stressors from their model after applying CFA because the loadings were below the cut-off value of 0.5 (Tabachnick & Fidell, 2013). For instance, Gross (2017) applied CFA to OPS and ORS and rejected “working alone at night”. Another study (Twenge et al., 2010) had to remove “managing social life outside work” and “unavailability of time to spend with family”. Shane (2010) removed “too much computer work”, “lack of training”, “feeling like I am always on the job”, and “too much paperwork” after applying CFA. 




3.9.4 Hypotheses Formulation 

The EFA results showed that there were three OPS and two ORS factors that could cause stress among police personnel in the UAE. Five hypotheses on operational stress were therefore developed for testing:
H1a: There is a significant difference among men and women in the level of operational stress (physical condition, job demands and pressure and social life and image).
H1b: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their age group.
H1c: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their relationship status.
H1d: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their level of education.
H1e: There is a significant difference in the level of operational stress (physical condition, job demands and pressure and social life and image) among police personnel based on their level of designation.
Five further hypotheses on organizational stress were also developed:
H2a: There is a significant difference among men and women in the level of organizational stress (ineffective leadership and role conflict, and working environment). 
H2b: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their age group.
H2c: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their relationship status.
H2d: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their level of education.
H2e: There is a significant difference in the level of organizational stress (ineffective leadership and role conflict, and working environment) among police personnel based on their level of designation.

3.9.5 Hypothesis Testing Through Multivariate Analysis of Variance (MANOVA)
This step used MANOVA to examine the effects of socio-demographic factors on operational and organizational stress among police personnel. The dependent variables for H1a to H2e were the three factors for OPS and the two factors for ORS emerging from the EFA and CFA. The independent variables were age, gender, relationship status, level of education, and designation. Before MANOVA, possible violations in model assumptions were checked (Hair, Black, Babin, Anderson & Tatham, 2010): 
1. Multivariate outliers: multivariate outliers were checked using the Mahalanobis distance measure. Three outliers were found for OPS and two for ORS that were above the cutoff scores for standard deviations from the mean z = 3 (Van Selst & Jolicoeur, 1994), but no items were dropped because the difference was small. The effect of the presence of these outliers was therefore negligible, especially because the sample was relatively large (Daszykowski, Kaczmarek, Vander Heyden & Walczak, 2007; Van Selst & Jolicoeur, 1994) 
2. Multivariate normality: the Shapiro–Wilk test, skewness and kurtosis and Q–Q plots of regression standardized residual were used to check and verify the multivariate normality. They showed no violation of normality because none of the tested items had issues of skewness and kurtosis and all the values were between −1.5 and +1.5 (Tabachnick & Fidell, 2007). The normal P–P and Q–Q plots further confirmed the presence of normality and scatter plots verified linearity (Tan, Ooi, Chong & Hew, 2014)
3. Homogeneity of variance-covariance matrices: Box’s M tests for equality of the covariance matrices were non-significant, showing no significant differences between groups. The assumption of homoscedasticity was therefore met for all the variables individually and collectively. 
4. The absence of multicollinearity: correlations were checked among the three dependent variables for OPS and the two dependent variables for ORS. The correlations among the two pairs of dependent variables were moderately related (all below 0.677), showing no multicollinearity.
5. Normality of dependent variables: the normality was checked and confirmed through histograms and box plots.
The study contained two pairs of dependent variables and five demographic variables as independent variables, so ten separate MANOVAs were used. Tables 18 and 19 show MANOVA results and the summary of hypothesis testing results for OPS and ORS.

[bookmark: _Toc16952851]Table 18: OPS MANOVA Results and the Summary of Hypotheses Testing Results
	DV
	IV
	
	Mean
F1
	Mean
F2
	Mean
F3
	Wilks’ λ
	F
	Sig.
	Partial Eta Squared
	Hypotheses Results

	OPS F1, F2 & F3
	Gender
	Male
	3.94
	3.74
	3.75
	0.984
	5.376
	0.001
	0.116
	H1a: Supported

	
	
	Female
	3.90
	3.82
	3.96
	
	
	
	
	

	
	Age
	20–29
	3.95
	3.84
	3.96
	0.984
	1.760
	0.071
	0.05
	H1b: Not Supported

	
	
	30–39
	3.83
	3.71
	3.72
	
	
	
	
	

	
	
	40–49
	4.05
	3.81
	3.88
	
	
	
	
	

	
	
	50+
	3.99
	3.73
	3.76
	
	
	
	
	

	
	Relationship
Status
	Single
	4.12
	4.03
	4.05
	.977
	1.896
	0.03
	0.08
	H1c: Supported

	
	
	Married
	3.74
	3.61
	3.75
	
	
	
	
	

	
	
	Married with children
	3.94
	3.75
	3.80
	
	
	
	
	

	
	
	Divorced
	4.17
	4.13
	4.19
	
	
	
	
	

	
	
	Divorced with children
	3.78
	3.75
	3.75
	
	
	
	
	

	
	Education
	High school or less
	3.87
	3.50
	3.50
	0.956
	3.728
	<0.001
	0.15
	H1d: Supported

	
	
	High school
	3.87
	3.61
	3.64
	
	
	
	
	

	
	
	Technical Educ.
	3.70
	3.49
	3.74
	
	
	
	
	

	
	
	Bachelor
	3.97
	3.85
	3.89
	
	
	
	
	

	
	
	Master & Doctoral
	4.06
	4.08
	4.07
	
	
	
	
	

	
	Designation
	Managerial
	4.04
	3.90
	3.89
	0.995
	0.751
	0.608
	0.02
	H1e: Not Supported

	
	
	Supervisory
	3.97
	3.79
	3.89
	
	
	
	
	

	
	
	Technical
	3.87
	3.74
	3.78
	
	
	
	
	

	Notes: All analyses used the Kolmogorov-Smirnov test to assess whether the data were normally distributed. Operational stressors: F1: Physical Condition; F2: Job Demands and Pressure; F3: Social Life and Image; 
DV: Dependent variable; IV: Independent variable; F: F-tests; ** p-value < 0.01, * p-value < 0.05





Table 18 shows that the Wilks’ λ tests showed significant multivariate main effects for gender, relationship status and level of education on operational stressors among police personnel. Hypotheses 1a, 1c, 1d, scored less than the p-value of 0.05 and 0.01, meaning that these hypotheses were supported.

[bookmark: _Toc16952852]Table 19: ORS MANOVA Results and the Summary of Hypotheses Testing Results
	V
	IV
	
	Mean
F1
	Mean
F2
	Wilks’ λ
	F
	Sig.
	Partial Eta Squared
	Hypotheses Results

	ORS 
F1, F2
	Gender
	Male
	4.03
	3.86
	0.994
	3.13
	0.044
	0.16
	H2a: Supported

	
	
	Female
	4.18
	4.01
	
	
	
	
	

	
	Age
	20–29
	4.12
	3.97
	0.989
	1.857
	0.085
	0.016
	H2b: Not Supported

	
	
	30–39
	3.98
	3.85
	
	
	
	
	

	
	
	40–49
	4.18
	3.96
	
	
	
	
	

	
	
	50+
	4.27
	3.90
	
	
	
	
	

	
	Relationship Status
	Single
	4.21
	4.13
	0.975
	3.196
	0.001
	0.13
	H2c: Supported

	
	
	Married
	3.88
	3.80
	
	
	
	
	

	
	
	Married with children
	4.09
	3.90
	
	
	
	
	

	
	
	Divorced
	4.54
	4.13
	
	
	
	
	

	
	
	Divorced with children
	4.28
	3.83
	
	
	
	
	

	
	Education
	High school or less
	3.88
	3.98
	0.966
	4.323
	<0.001
	0.17
	H2d: Supported

	
	
	High school
	3.90
	3.93
	
	
	
	
	

	
	
	Technical Educ.
	3.90
	3.81
	
	
	
	
	

	
	
	Bachelor
	4.17
	3.93
	
	
	
	
	

	
	
	Master, Doctoral
	4.34
	3.93
	
	
	
	
	

	
	Designation
	Managerial
	4.43
	3.98
	0.986
	3.604
	0.006
	0.07
	H2e: Supported

	
	
	Supervisory
	4.13
	3.90
	
	
	
	
	

	
	
	Technical
	4.01
	3.92
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	Notes: All analyses used the Kolmogorov-Smirnov test to assess whether the data were normally distributed. Organizational stressors: F1: Ineffective Leadership and Role Conflict; F2: Working Environment (Resource Shortages and Internal Dysfunction); DV: Dependent variable; IV: Independent variable; F: F-tests; **p-value < 0.01, *p-value < 0.05




Table 19 shows that the Wilks’ λ tests showed similar main effects for organizational stressors, with a further significant relationship for “designation”. Hypotheses 2a, 2c, 2d and 2e scored less than the p-value of 0.05 and 0.01, meaning that these hypotheses were supported.



[bookmark: _Hlk517040546]3.9.6 Modelling the Differences Among the Groups Through DDA Analysis.
Seven discriminant analyses were used to predict how operational and organizational stress among police personnel varied with gender, age, relationship status, designation and education levels. The predictor variables were physical conditions, job demand and social life stress for OPS and ineffective leadership and working environment for ORS. Box’s M tests showed that the assumption of equality of covariance matrices was not violated. The discriminant functions showed significant associations between groups and all predictors. In some cases, however, a closer analysis of the structure matrix showed less significant predictors with loadings below the general cut-off value of 0.30. These variables were removed from the discriminant function (Agresti, 1996). The cross-validated classification outcomes ranged from 84.4% to 91.8%, showing that the cases were correctly reclassified into their original categories.
The standardized discriminant coefficient values were interpreted the same way as the standardized regression coefficients in a multiple regression (Stevens, 2002; Warne, 2014). The 0.730 value in the first equation implied that for every one standard deviation increase in police personnel OPS_F3, their DDA score increased by 0.730 standard deviations, if all other variables were held constant. In this function, there were no other variables because their loadings were below the general cut-off value of 0.30. The statistically significant discriminant functions, standardized discriminant coefficients and interpretations were:
	Function 1: DDA Score_OPS_Gender = 0.730 OPS_F3
Interpretation of Function 1: The discriminant function showed a significant association between groups and OPS_F3 (social life and image), accounting for 53% of between-group variability. The structural matrix analysis also showed that only OPS_F3 was significant, and OPS_F1 and OPS_F2 were poor predictors (below the general cut-off value of 0.30). After examining the contribution of each dependent variable on the composite, the next step was to determine which groups varied. This was accomplished by using the group centroids, or the means of each group on the composite dependent variable (Barton, Yeatts, Henson & Martin, 2016; Sherry, 2006). In this sample, men had a mean of −0.101 and women 0.160, showing that women experienced more operational stress related to their social life and image than male police personnel. 
Function 2: DDA Scores_OPS_Status = 0.326 OPSF1 + 0.655 OPSF2 + 0.446 OPSF3
Interpretation of Function 2: Both the discriminant function and the structure matrix showed a significant association between groups and all predictors, accounting for 76.7% of between-group variability. The group centroids were 0.242 for single police personnel, −0.161 for married police personnel, −0.015 for those married with children, 0.343 for divorced police personnel and −0.064 for those divorced with children. These centroids showed that single and divorced police personnel had higher levels of operational stressors for physical conditions, job pressure and social life than police personnel who were married, married with children and divorced with children.
Function 3: DDA Scores_OPS_Education = 0.521 OPSF1 + 1.049 OPSF2 + 0.377 OPSF3
Interpretation of Function 3: Both the discriminant function and the structural matrix showed a significant association between education and all predictors, accounting for 65.2% of between-group variability. The centroids were −0.384 for those with less than high school education, −0.200 for those with high school education, −0.205 for those who attended technical school, and 0.074 and 0.317 for bachelors and further degrees. These centroids confirmed that police personnel with lower levels of education (technical, high school and below high school) faced substantially lower levels of operational stress for all three factors than more highly educated police personnel.
Function 4: DDA Scores_ORS_Gender = 0.782 ORSF2
[bookmark: _Hlk517397179]Interpretation of Function 4: The discriminant function between organizational stress and gender showed that ORS_F2 score was the strongest predictor, and ORS_F1 was the weakest predictor, suggesting that gender was not associated with ineffective leadership and role conflict. The model explained 63.3% of the variation in the grouping variable. Men had a mean of −0.063 and women of 0.300, showing that female police personnel faced more organizational stress than male police personnel related to the working environment. 
Function 5: DDA Scores_ORS_Status = 1.036 ORSF1 
Interpretation of Function 5: The discriminant function confirmed a significant association between groups and ORS_F1, but ORS_F2 was not associated with relationship status. The model explained 72.4% of the between-group variation. The group centroids were 0.094 for single police personnel, −0.190 for married police personnel, 0.003 for married police personnel with children, 0.403 for divorced police personnel, and 0.277 for those who were divorced with children. These centroids showed that police personnel who were single, divorced and divorced with children experienced more pressure and stress related to leadership practices of senior management and their role at work.
Function 6: DDA Scores_ORS_Education = 1.365 ORSF1 − 0.874 ORSF2
Interpretation of Function 6: The discriminant function showed a significant association between education and all predictors, accounting for 70.8% of between-group variability, and the structure matrix confirmed this. The group centroids were negative for those with lower levels of education (−0.314, −0.251 and −0.139 for less than high school, high school and technical education) and positive for graduates (0.074 and 0.293 for undergraduate and postgraduate degrees). These results showed that police personnel with higher levels of education experienced more stress relating to ineffective leadership and their role at work. Those with technical education or less experienced more stress related to working conditions.
Function 7: DDA Scores_ORS_Designation = 1.329 ORSF1 – 0.687 ORSF2
Interpretation of Function 7: The discriminant function showed a significant association between designation and all predictors, accounting for 71.6% of between-group variability. The mean discriminant score for police personnel at managerial level was 0.358, while supervisors and technicians had means of 0.031 and −0.085. This suggested that managers were more sensitive to organizational stressors relating to ineffective leadership and role conflict, but technicians tended to be less sensitive, with supervisors in the middle.

[bookmark: _Toc20875094]3.10 Discussion: Empirical Study
The main goal of this empirical study was to identify factors causing stress and to examine whether the operational and organizational stressors among UAE police personnel varied with socio-demographic factors such as age, gender, relationship status, education, and designation. Two research questions were formulated, and this chapter discusses the results in the context of these questions.

[bookmark: _Toc511286675]3.10.1 Research Question 1: Specific Occupational Stressors 
To answer research question 1, factor analysis was used to extract the specific occupational stressors (operational and organizational) among police personnel in the UAE. 






Operational stressors
The survey results suggested that police personnel were stressed because of both specific operational stressors and organizational stressors. Three main categories of operational stressors were identified. These were physical condition, job demands and pressure, and social life and image. Job demands and pressure were the most important or most stressful (α = 0.828). Within this, the occurrence of injuries during working hours was the most important sub-factor. This is consistent with studies in police organizations in Norway (Martinussen et al., 2007), Botswana (Agolla, 2009), and the Netherlands (Taris, Kompier, Geurts, Houtman & Heuvel, 2010). Previous studies have found that police personnel suffer more than other professions from injuries during working hours because of the danger involved in their job (Bureau of Labor Statistics, 2012; Komarovskaya et al., 2011; LaTourrette, 2015). 
Social life and image was the second most stressful area (α = 0.78), and included dealing with public complaints and criticism on a regular basis, interacting with aggressive members of the public and facing negative media coverage, all while trying to uphold a higher social or public image. This was consistent with previous studies (Brewer et al., 2016; Fagan, 2015; Violanti et al., 2016), which found that public perception and criticism and negative media coverage about police personnel can increase stress among police personnel. 
The final area was physical condition (α = 0.749), related to the nature of police work, including shift rotations, overtime and long hours working. These led to fatigue, which in turn affected physical condition and health. This was consistent with previous studies among police personnel that found that fatigue and lack of time to maintain physical condition, or eat a healthy diet, were common effects of overtime demands in the police force (Arial et al., 2010; Gershon et al., 2009; Kim et al., 2015; Mumford et al., 2015; Violanti et al., 2016).

Organizational stressors
There were two main areas of organizational stressors for UAE police personnel, ineffective leadership and role conflict, and working environment. Ineffective leadership and role conflict was considered more important (α = 0.842). Ineffective leadership and supervision behaviors included unequal treatment and sharing of work responsibilities, and showing favoritism in processes such as promotion, requests for transfer, training, performance assessments, assignments and working hours. This was consistent with other recent studies in police organizations (Getrich, 2012; Maurya & Agarwal, 2015; Tekiner & Aydın, 2016; Violanti et al., 2016; Vuorensyrjä & Mälkiä, 2011). The findings were also consistent with those of Schafer (2009), who found that unproductive leadership could generate negative outcomes in the workplace, such as stress, dissatisfaction, poor productivity, and absenteeism.
Police personnel also experienced stress as a result of their working environment (α = 0.776). Issues that were particularly stressful included dealing with internal investigations and the bureaucratic nature of work, with strict rules and commands. Other studies have also suggested that environmental work conditions, and internal investigation and strict polices in particular, have a strong effect on individual stress reactions (Bishopp et al., 2016; McCarty et al., 2007; Miller, 2010; Stephens, 2011; Violanti et al., 2012). 
These studies were conducted in different cultural contexts, but it was clear that police personnel in the UAE faced similar stressors and workplace situations as their counterparts in western contexts (LaTourrette, 2015; Maurya & Agarwal, 2015; Mumford et al., 2015; Violanti et al., 2016). This may be because the UAE is currently working to position itself as a global hub of investment and innovation. To achieve this national agenda, all the government organizations are using advanced technology, and providing training for their workforce to equip them with updated skills, like their counterparts in western settings. It is therefore reasonable to see similar stress factors across different countries. 

3.10.2 Research Question 2: Operational and Organizational Stressors and Demographic Factors

Ten hypotheses were formulated following factor analysis, to answer research question 2.

Operational stressors and demographic factors
Hypothesis (H1a) suggested that there would be a significant difference among men and women in the level of operational stress. This hypothesis was supported in practice, with findings suggesting that operational stress related to social life and image was significantly greater for female than male police personnel. This was surprising in view of previous research findings (Violanti et al., 2016), which suggested that operational stressors such as public criticism, and the inability to socialize outside the police force caused more stress among male police personnel than female. This study also found that limited social life played a part in adding to the stress inherent in working in the police force, and especially for women. This may be because of the nature of the profession: studies have shown that employees of both genders were encouraged to be decisive, take realistic risks, and be accountable for their performance (Riquelme, Mahdi Sayed Abbas, & Rios, 2012). This often led to working long hours, which negatively affected personal and social life (Suresh et al., 2013) and may have caused female police officers to experience more stress than their male colleagues because they may have experienced greater work–family conflict (Wirth et al., 2014). Previous studies have suggested that the UAE was a patriarchal society and that women were expected to look after their families first because of societal demands (Zakaria, 2018). The pressure of working for the police may have meant that women in the UAE police force were unable to enjoy a satisfactory social life. Men, however, had opportunities to enjoy a social life through Islamic meetings such as Majlis. This might be why operational stress related to social life and public image was greater for women than men in this study, but further research, probably qualitative, would be required to investigate this issue more closely. 
Hypothesis (H1c) predicted a significant difference in the level of operational stress among police personnel based on their relationship status, and was also accepted. Both single and divorced police personnel reported higher levels of operational stressors for all three factors (physical conditions, job pressure and social life and image) than those who were married, married with children or divorced with children. Shaffer (2010) also found that married police personnel or those in a committed relationship had reduced levels of emotional stress, misery, and suicidal thoughts than single police personnel. The findings of this study were also consistent with those of Wang et al. (2015), who found that divorced police personnel were more likely to show signs of stress and exhaustion than their single and married co-workers. The UAE is generally considered a collectivist society and family is the central domain there, unlike some other cultural contexts, but these findings suggest that stress from work may have affected family life (and vice versa) (Katja Mihelič, 2014) in police officers in very similar ways in both the UAE and other countries. Police personnel in the UAE are required to learn and work with different initiatives and proactive thinking in security work, in line with the national aspiration to be one of the most innovative countries in the world by 2021 (UAE Ministry of Cabinet Affairs, 2019). This may lead to heavy workloads, which may make police personnel more susceptible to stress, especially those who are single and divorced without children, who may find it harder to maintain strong relationships with families and friends under those circumstances.
Hypothesis H1d was also supported, which postulated that there would be a significant difference in the level of operational stress among personnel based on their level of education. More educated police personnel had significantly higher levels of operational stress for all three factors (physical conditions, job pressure, and social life) than those with lower levels of academic education (technical, high school and below high school). This was similar to another study among police personnel (Balcı, 2011), which found that police personnel with higher levels of education reported more work pressure than less educated police personnel. Zhao et al. (2002) and Frank et al. (2017) also found that level of education had a considerable impact on the level of strain in the police force, and that highly educated police personnel were more likely to be anxious than police personnel with lower educational qualifications.
This could be because personnel with higher levels of education were asked to handle more challenging tasks and made more accountable for their decisions on how to implement operational tasks. This could have created a growing mismatch between demand and resources among higher educated police personnel, for instance in time-critical tasks with a heavy workload. This may in turn have led to high stress levels and negatively affected physical condition and social life among this group. It is common around the world for more educated workers to be given more responsibilities and tasks because of their education and ability to perform their assigned tasks, and the UAE police organization is no exception. Police personnel who are more educated may therefore have more tasks and responsibilities than less educated or less competent colleagues, and therefore have higher stress levels. To reduce stress, it may therefore be necessary to divide job responsibilities more equally. Police administrators should formulate policies or strategies to equip less-skilled police personnel with the necessary skills to ensure this more equal division of work is possible.
Hypothesis (H1e) proposed that there would a significant difference in the level of operational stress among personnel based on their level of designation, but this was not accepted. There were no differences in operational stress between managerial, supervisory and technical police personnel. This finding contradicted some previous studies (Antoniou, 2009; Frank et al., 2017; Nalla & Kang, 2012; Webster, 2014), which found that operational stress levels varied with police rank and designation. However, it was consistent with Gächter et al. (2011), who found that rank/ designation did not influence stress among police personnel.

Organizational stressors and demographic factors
There was also a significant difference among men and women in the level of organizational stress, supporting Hypothesis H2a. Women were more likely to be stressed by the working environment than their male counterparts. He et al. (2002) also found that female officers were more affected by particular environments than their male colleagues. Other studies have found that female police personnel were more likely to be stressed as a result of issues such as gender discrimination and favoritism in their occupational environment (Antoniou, 2009; Kluger et al., 2003). Nominally, women are empowered in the UAE; female police personnel are active and work professionally in all sorts of roles (Sebugwaawo, 2019). However, these findings suggested that there may still be issues and that more may need to be done in the UAE police force to promote a working environment that supports productivity and career advancement for all, regardless of gender. Changes may also be needed in the working environment, including changes in policies, resourcing and accountability for mistakes at work. Currently, there are large numbers of internal investigations, which increase the stress levels of those involved. However, future research would be required to examine this issue more closely.
Hypothesis H2c was that there would be a significant difference in the level of organizational stress among personnel based on their relationship status. This was also accepted. Previous studies have suggested that relationship status had no effect on organizational stress (Aaron, 2000; Bano & Jha, 2012; Wells et al., 2006). This study found, however, that officers who were single, divorced, and divorced with children experienced more stress related to leadership practices and their role at work. This may be because divorce has been linked to a series of emotional and other issues, such as personal and financial issues, legal problems, and loneliness (Kołodziej-Zaleska & Przybyła-Basista, 2016). It would not be surprising if it had adverse effects on workplace productivity and stress (Kara et al., 2015). This study also showed that single (unmarried) police personnel appeared to experience higher stress levels than married police personnel. The study results also confirmed previous research by Maslach et al. (2001) and Lindsay (2008) that unmarried individuals were more likely to be tired than married people. 
There may also be other reasons for single or divorced officers being more stressed. In the UAE, including in the police, most managerial positions are held by men. It is therefore possible that single and divorced women face more organizational stress because of male bosses’ ineffective leadership at work because of their lack of or poor experience with men in general. This may lead to poor relationships with their male managers, and therefore to greater organizational stress. The working life of single and divorced people may be affected by problems at home or outside work. More research is required to explore these issues further. Both male and female single and divorced employees may have experienced role conflict at work because their assigned duties and tasks contribute to increased stress among police personnel more generally. This could be a particular problem for single or divorced personnel if this is coupled with a feeling that their personal lives are not fully satisfactory, so that they perceive that they have a lack of control both at home and at work. Being married may provide the necessary social and psychological support to help police officers, regardless of gender, to cope with negative experiences at work, and result in lower levels of organizational stress. However, further research would be necessary to explore this more closely.
 	 Support was also found for Hypothesis H2d, which postulated that there would be a significant difference in the level of organizational stress among personnel based on their level of education. Police personnel with higher levels of education experienced more stress from ineffective leadership and their role at work. The respondents in this study were relatively well-educated, and may therefore have had more administrative duties and organizational work, which could create significant stress (Patterson, 2002). It is also possible that people with lower levels of education had fewer responsibilities, leading to lower levels of stress (Nabirye et al., 2011), or that highly educated people expected to achieve a higher occupational position and job quality (Spector, 1997), and found it more stressful if these expectations were not realized. These findings were consistent with those of Bano and Jha (2012), who found that the level of education and work experience could significantly influence stress levels. Police personnel in the UAE with a high level of education seemed to experience similar organizational stressors as their counterparts elsewhere, which showed that culture may play a smaller role in stress than might be expected. Alternatively, highly educated police personnel in the UAE might have found it more difficult when confronted with lack of leadership support, which could have led to higher levels of stress. It is also possible that leaders may assign routine tasks and duties to all officers, regardless of their level of education. This may be stressful for more educated officers.
Interestingly, this study found that police personnel with technical education or less experienced more stress because of their working environment. A similar pattern was found by Park (2008), who suggested that highly educated individuals were more likely to have less physically demanding jobs than workers with lower educational achievements. These findings confirmed those of Sonnentag and Frese (2003), who suggested that a military-type working environment, where personnel were expected to advance their knowledge, skills, and abilities to meet job demands, could plausibly lead to increased stress (Sonnentag & Frese, 2003). The findings were also in line with those of Bano and Jha (2012) and Balcı (2011), who showed that educational achievement among police personnel created differences in how they managed stress. Police personnel with technical education or less in the UAE in this study tended to become stressed if changes in their working environment did not fit with their current abilities. This type of change in the work environment can put pressure on staff to learn new skills, creating a sense of insecurity and stress (Balcı,2011).
 Hypothesis H2e suggested that there would be a significant difference in the level of organizational stress among personnel based on their level of designation, and this was accepted. Webster (2014) also found that perceived stress among police personnel was higher with higher rank and designation. This may be because police personnel with higher rank and designations had more job responsibilities, administrative duties and freedom to make decisions. This increased accountability and responsibility may have resulted in increased stress (Webster, 2014). This study found that managers were more sensitive to organizational stressors relating to ineffective leadership and role conflict, with technicians much less so, and supervisors in the middle. This was surprising in view of previous research findings (Björklund et al., 2013; Greve, 2003), which suggested that lower-level employees faced more organizational stress than their supervisors and managers. This may be attributable to the fact that senior police personnel in strategic positions have more administrative duties and decision-making responsibility. They might feel stressed because mistakes could negatively influence their career advancement and work opportunities in the future.

Age had no effect on either operational (H1b) or organizational stress (H2b). This was surprising in view of previous research findings on operational (Luceño-Moreno et al., 2016) and organizational stress (Dua, 1994; Violanti & Aron,1995). One possible reason might be that police personnel in the UAE in the early stages of their careers followed similar career pathways, including similar operational tasks and duties, high workload, overtime demands and training. Operational stressors (physical condition, job demands and pressure and social life and image) among police personnel were therefore likely to be similar between managerial, supervisory and technical police personnel. This might also explain why age had no effect on operational and organizational stressors. However, further work would be necessary to explore this more fully.

















[bookmark: _Toc20875095]3.11 Conclusion
This chapter has described the analysis of the data obtained from the survey. The results suggested that UAE police personnel were stressed because of both operational stressors (physical conditions, the pressure of job demands, and social life and image), and organizational stressors (ineffective leadership, role conflict and the working environment). Both operational and organizational stressors varied by demographic factors such as gender, relationship status, educational level, rank and designation. 
Women were more stressed than men by social life and image, and work environment. Single and divorced police personnel were more likely to be stressed because of physical conditions, job pressure, social life, leadership practices of senior management and role conflict at work.
 More educated police officers were more likely to suffer from operational stress related to physical conditions, job pressure, social life and image, ineffective leadership and their role at work, and less educated police personnel showed more organizational stress related to work environment. Managers were more stressed about ineffective leadership and role conflict than technicians, who tended to be at the opposite end of the spectrum, with supervisors in the middle. 
The next chapter explains how this analysis was used to develop a hierarchy-based model for operational and organizational stressors and identify the relationships between the different operational and organizational stressors using ISM.

[bookmark: _Toc20875096]CHAPTER 4: Interpretive Structural Modeling (ISM) of Operational and Organizational Stressors


The chapter describes the process used to investigate the interrelationships among the variables affecting operational and organizational stress among police personnel in the UAE, and particularly the use of ISM. ISM was used to develop structural models for operational and organizational stressors. The next section describes the application of ISM, and is followed by a discussion about the models.

[bookmark: _Toc20875097]4.1 Interpretive Structural Modeling (ISM) 
Interpretive Structural Modeling (ISM) is an advanced planning and soft modeling method used to recognize and summarize relationships among factors or variables (Faisal & Talib, 2016). It is, effectively, an interactive learning tool to deal with a problem with directly- and indirectly-related elements (Jain & Banwet, 2013). Muduli, Govindan, Barve, Kannan and Geng (2013) stated that decisions about interdependencies between variables are dependent on the judgments of expert committees, because they are interpretive in nature.
 The main reason for using ISM was to analyze complex issues (Janes, 2015) by using logical and systematic thinking supported by expert judgments (Barve, Kanda & Shankar, 2007). One advantage of ISM is that it does not require large numbers of experts, unlike other techniques such as structural equation modeling (SEM) and Delphi. SEM and ISM were compared by Talib, Rahman and Qureshi (2011), who found that the initial model could be developed through ISM modeling by using multiple managerial techniques like idea engineering, normal group techniques, and brainstorming. Established theoretical models could be tested statistically through SEM. ISM is therefore more advanced because it can modify poorly-established system models into well-defined and visible models. Govindan, Azevedo, Carvalho and Cruz-Machado (2015) suggested that ISM helps groups and organizations to impose order among complex objectives. 
[bookmark: _Hlk516060474]ISM modeling has been used successfully in a number of fields such as modeling barriers in the implementation of Six Sigma (Soti, Kaushal & Shankar, 2011), investigating factors preventing implementation of total productive maintenance (TPM) (Poduval & Pramod, 2015), modeling the critical waste factors in office building retrofit projects (Li & Yang, 2014), demonstrating inter-relationships between antecedents of innovation management (Dubey, Sonwaney, Aital, Venkatesh & Ali, 2015), developing a model for analysis of sustainable manufacturing factors for automotive elements (Thirupathi & Vinodh, 2016), developing an interrelationship model to represent the strategic barriers to female entrepreneurship in Gulf Co-operation Council countries (Faisal, Jabeen & Katsioloudes, 2017) and modeling the enablers of female entrepreneurship in the Arab world (Jabeen & Faisal, 2018).

[bookmark: _Toc20875098]4.2 ISM Analysis Strategy
The data gathered through the survey method were used to determine the variables that help minimize stress. ISM was used to consider various relevant or interconnected factors and show them in a graphic model (Faisal et al., 2017). Figure 3 shows the steps (Al-Zaabi, Al-Dhaheri & Diabat, 2013; Attri, Dev & Sharma, 2013) used in developing the ISM model to identify relationships among operational and organizational stressor for police personnel in UAE. The rest of this section describes the process in more detail.
Yes
Necessary modification
Step 1: Literature review of operational and organizational stressors
Step 11.a: Obtaining expert opinion
Step 2: List of operational and organizational stressors in UAE Police Force 
Step 3: Establishing contextual relationship Xij between variables (i, j) 
Step 4: Developing a Structural Self-Interaction Matrix (SSIM) 

Step 5: Developing a Reachability Matrix

Step 6: Partitioning the Reachability Matrix into different levels
Step 7: Developing the Reachability Matrix in its conical form
Step 8: Developing digraph
Step 9: Removing transitivity from the diagraph
Step 10: Replacing variables nodes with relationship statements

Step 12: ISM established

Step 11: Representing relationship statement with model for various operational and organizational stressors in UAE Police Force 
Is there any
conceptual
inconsistency?

No
[bookmark: _Toc520240544][bookmark: _Toc520241196][bookmark: _Toc525827236][bookmark: _Toc11421718][bookmark: _Toc16956067][bookmark: _Toc16956147][bookmark: _Toc20875156][bookmark: _Toc22395588][bookmark: _Toc22395603][bookmark: _Toc25096905]Figure 3: Flow diagram for preparing an ISM model (Al-Zaabi et al., 2013; Attri et al., 2013).


[bookmark: _Toc20875099]4.3 Results

ISM has often been used in research to determine the interrelationships among variables (Attri et al., 2013; Diabat & Govindan, 2011; Mathiyazhagan, Govindan, NoorulHaq & Geng, 2013). In this study, it was used to explore the 13 operational and 11 organizational stressors identified using the survey. The method is interpretive because it depends on group decisions about linkages among variables. It was used to prioritize structural connections between variables by priority and significance (Faisal, Banwet & Shankar, 2006), and describe them in a model (Sage, 1977; Talib et al., 2011). The model developed shows the relationships among the variables in a graphical form (Sage, 1977). 

4.3.1 Step 1 & 2: Review of the literature 

The operational and organizational factors were identified in the literature review (see Chapter 2). The operational stressors were overtime demands, risk of injury, work during vacation time, unhealthy eating behavior, insufficient time to stay in good physical condition, fatigue due to shift work, over-time, occupation-related health issues, lack of outside friendship opportunities, upholding a “higher image” in public, negative comments from the public, limited social life, heavy workload and lack of job autonomy. The organizational stressors were bureaucratic methods and inadequacy of specific policies, favoritism, low self-efficacy, excessive administrative duties, staff shortages, dealing with co-workers (lack of collegiality), dealing with supervisors (lack of supervisor support), inconsistent leadership style (lack of effective leader), lack of resources, excessive internal investigations, leaders overemphasize negatives and unequal sharing of work responsibilities. 

4.3.2 Steps 3 & 4: Formation of structural self-interaction matrix

[bookmark: _Hlk519888361]A structural self-interaction matrix (SSIM) was developed to show pair-wise relationships amongst operational/organizational stressors emerging from the literature and the questionnaire results. Stressors were considered in pairs, and negative impacts were considered to result when any two operational/organizational stressors (i, j) were related to one another. This type of analysis can result in four types of relationships:


(1) V: Variable  will help to achieve variable;


(2) A: Variable  will be achieved by variable;


(3) X: Variable  and  will help achieve each other; and


(4) O: Variables  and  are unrelated.
Table 20 shows the operational stressors. The value of i was selected from a range from 1 to 13. For organizational stressors (Table 21), the range was 1 to 12. 









[bookmark: _Toc16952853]Table 20: Structural Self-Interaction Matrix (SSIM) for Operational Stressors (OPS) 
	         p j
pi        Operational Stressors
	13
	12
	11
	10
	9
	8
	7
	6
	5
	4
	3
	2

	1. Overtime demands
	A
	A
	V
	O
	A
	V
	O
	V
	O
	O
	V
	O

	2. Risk of injury
	O
	O
	O
	O
	O
	O
	O
	A
	A
	O
	O

	3. Work on vacation
	A
	A
	V
	O
	O
	O
	O
	V
	V
	O

	4. Unhealthy eating behavior
	O
	O
	O
	O
	O
	O
	O
	O
	A

	5. Insufficient time to stay in good physical condition
	O
	A
	O
	V
	O
	O
	V
	O

	6. Fatigue due to shift work, overtime
	A
	A
	O
	O
	O
	O
	V

	7. Occupation-related health issues 
	O
	O
	O
	O
	O
	O

	8. Lack of outside friendship opportunities
	O
	A
	V
	O
	A

	9. Upholding a “higher image” in public
	O
	O
	O
	O

	10. Negative comments from the public
	O
	O
	A

	11. Limited social life
	O
	A

	12. Heavy workload
	O

	13. Lack of job autonomy










Operational stressors: V: Variable  will achieve variable; A: Variable  will be achieved by variable; X: Variable  and  will achieve each other; and O: Variables  and  are unrelated.


Table 20 shows the structural self-interaction matrix (SSIM) for the relationships between operational stressors. Experts from the police force were asked to compare column statements with row statements for each cell and to choose a value from the set (V, A, X and O) to demonstrate their perception of the direct relationship between the two operational stressors. For example, looking at overtime demands at work and limited social life, the individuals considered that overtime limits social life, and the relationship between the two was therefore “V”. Heavy workload was considered to be enabled by work on vacation and the relationship between heavy workload and work on vacation was therefore “A”.

[bookmark: _Toc16952854] Table 21: Structural Self-Interaction Matrix (SSIM) for Organizational Stressors (ORS)
	         p j
 pi         Organizational 
Stressors
	12
	11
	10
	9
	8
	7
	6
	5
	4
	3
	2

	1. Bureaucratic methods and inadequate specific policies
	V
	O
	V
	V
	O
	V
	O
	O
	V
	O
	V

	2. Favoritism
	X
	O
	O
	A
	A
	A
	A
	A
	A
	V

	3. Low self-efficacy
	A
	A
	O
	O
	A
	A
	A
	O
	O

	4. Excessive administrative duties
	V
	V
	O
	O
	A
	V
	V
	V

	5. Staff shortages
	V
	V
	A
	A
	O
	O
	X

	6. Dealing with co-workers (Lack of collegiality)
	O
	O
	A
	O
	A
	X

	7. Dealing with supervisors (Lack of supervisor support) 
	V
	V
	O
	A
	A

	8. Inconsistent leadership style (Lack of effective leader)
	O
	V
	V
	V

	9. Lack of resources
	V
	O
	O

	10. Too much internal investigations
	V
	V

	11. Overemphasis on negatives
	X

	12. Unequal sharing of work responsibilities










Organizational stressors: V: Variable  will achieve variable; A: Variable  will be achieved by variable; X: Variable  and  will achieve each other; and O: Variables  and  are unrelated. 

Table 21 shows the structural self-interaction matrix (SSIM) for the relationships between organizational stressors. The value of each pair of organizational stressors was agreed by experts from the police. They considered, for example, that staff shortages led to unequal sharing of work responsibilities among police personnel, and the relationship between staff shortages and unequal sharing of work responsibilities was therefore “V”. They considered that lack of resources was enabled by favoritism and the relationship between lack of resources and favoritism was “A”. The relationship between lack of supervisor support and lack of collegiality was considered to be a two-way relationship represented by “X”. 

4.3.3 Step 5: Developing a reachability matrix

Rules were applied to convert the operational/organizational stressors into an initial reachability matrix in a binary form of 0s and 1s following the pair-wise comparison (Tables 22 and 23) (Faisal & Al-Esmael, 2014; Jabeen, Faisal & Katsioloudes, 2017; Sahoo, Banwet & Momaya, 2011). The rules were:
· If (i, j) entry in SSIM is V, then the initial reachability matrix (i, j) entry = 1 and (j, i) entry becomes 0.
· If (i, j) entry in SSIM is A, then the initial reachability matrix (i, j) entry = 0 and (j, i) entry becomes 1.
· If (i, j) entry in SSIM is X, then the initial reachability matrix (i, j) entry = 1 and (j, i) entry becomes 1.
· If (i, j) entry in SSIM is O, then the initial reachability matrix (i, j) entry = 0 and (j, i) entry becomes 0.
[bookmark: _Toc16952855]








Table 22: Final Reachability Matrix for Operational Stressors (OPS)
	           p j  
      
pi          Operational Stressors
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	Driving power

	1. Overtime demands
	1
	1*
	1
	1*
	1*
	1
	1*
	1
	0
	1*
	1
	0
	0
	10

	2. Risk of injury
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	1

	3. Work on vacation
	0
	1*
	1
	1*
	1
	1
	1*
	0
	0
	1*
	1
	0
	0
	8

	4. Unhealthy eating behaviors
	0
	0
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0
	1

	5. Insufficient time to stay in good physical condition
	0
	1
	0
	1
	1
	0
	1
	0
	0
	1
	0
	0
	0
	5

	6. Fatigue due to shift work, overtime
	0
	1
	0
	0
	0
	1
	1
	0
	0
	0
	0
	0
	0
	3

	7. Occupation-related health issues 
	0
	0
	0
	0
	0
	0
	1
	0
	0
	0
	0
	0
	0
	1

	8. Lack of outside friendship opportunities
	0
	0
	0
	0
	0
	0
	0
	1
	0
	1*
	1
	0
	0
	3

	9. Upholding a “higher image” in public
	1
	0
	1*
	1*
	0
	0
	0
	1*
	1
	1*
	1*
	0
	0
	7

	10. Negative comments from the public
	0
	0
	0
	0
	0
	0
	0
	0
	0
	1
	0
	0
	0
	1

	11. Limited social life
	0
	0
	0
	0
	0
	0
	0
	0
	0
	1
	1
	0
	0
	2

	12. Heavy workload
	1
	1*
	1
	1*
	1
	1
	1*
	1
	0
	1*
	1
	1
	0
	11

	13. Lack of job autonomy
	1
	1*
	1
	0
	1*
	1
	0
	1*
	0
	0
	1*
	0
	1
	8

	Dependence
	4
	7
	5
	6
	5
	5
	6
	5
	1
	8
	7
	1
	1
	



The final reachability matrices for operational stressors are shown in Table 22. The relationship between operational stressors was defined as transitive in ISM, meaning that there had to be a relationship between A and C if there was one between A and B and between B and C. A transitive relationship between operational stressors is shown by * in Table 22. Horizontal addition of rows was used to calculate the dependency of stressors and vertical addition of columns the dependency of enablers.
[bookmark: _Toc16952856]Table 23: Final Reachability Matrix for Organizational Stressors (ORS)
	           p j  
    
pi   Organizational Stressors
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	Driving power

	1. Bureaucratic methods and inadequate specific policies
	1
	1
	1*
	1
	1*
	1*
	1
	0
	1
	1
	1*
	1
	11

	2. Favoritism
	0
	1
	1
	0
	0
	0
	0
	0
	0
	0
	1*
	1
	4

	3. Low self-efficacy
	0
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0
	1

	4. Excessive administrative duties
	0
	1
	0
	1
	1
	1
	1
	0
	0
	0
	1
	1
	7

	5. Staff shortages
	0
	1
	0
	0
	1
	1
	0
	0
	0
	0
	1
	1
	5

	6. Dealing with co-workers (lack of collegiality)
	0
	1
	1
	0
	1
	1
	1
	0
	0
	0
	0
	1*
	6

	7. Dealing with supervisors (lack of supervisor support) 
	0
	1
	1
	0
	0
	1
	1
	0
	0
	0
	1
	1
	6

	8. Inconsistent leadership style (lack of effective leader)
	0
	1
	1
	1
	1*
	1
	1
	1
	1
	1
	1
	1*
	11

	9. Lack of resources
	0
	1
	1*
	0
	1
	1*
	1
	0
	1
	0
	1*
	1
	8

	10. Too many internal investigations
	0
	1*
	0
	0
	1
	1
	1*
	0
	0
	1
	1
	1
	7

	11. Overemphasis on negatives
	0
	1*
	1
	0
	0
	0
	0
	0
	0
	0
	1
	1
	4

	12. Unequal sharing of work responsibilities
	0
	1
	1
	0
	0
	0
	0
	0
	0
	0
	1
	1
	4

	Dependence
	1
	11
	9
	3
	7
	8
	7
	1
	3
	3
	10
	11
	



The final reachability matrix for organizational stressors is shown in Table 23. The relationship between organizational stressors was again defined as transitive. A transitive relationship between organizational stressors is shown by * in Table 23. Horizontal addition of rows was used to calculate the dependency of stressors and vertical addition of columns the dependency of enablers.
4.3.4 Step 6: Partitioning the reachability matrix into different levels 

The final reachability matrix from Step 5 was used to calculate the reachability and antecedent set (Warfield, 1982) for each operational and organizational stressor. Each stressor and the related factors were present in the antecedent set and the reachability set, and the two sets were intersected. The ISM hierarchy started with the stressors with the same reachability and intersection sets. Any other stressors were considered to be unaffected by the top-level stressors in the hierarchy beyond their own level. The list of other stressors excluded the top-level stressor once identified. The procedure was considered to be ended when all levels had been achieved, and the next level stressors were then determined using the same procedure. 











[bookmark: _Toc16952857]Table 24: Iteration i for Operational Stressors (OPS)
	Operational stressors
pi
	Reachability set
R(pi)
	Antecedent set
A(pi)
	Intersection set
R(pi) ∩ A(pi)
	Level

	1
	1,2,3,4,5,6,7,8,10,11
	1,9,12,13
	1
	IV

	2
	2
	1,2,3,5,6,12,13
	2
	I

	3
	2,3,4,5,6,7,10,11
	1,3,9,12,13
	3
	III

	4
	4
	1,3,4,5,9,12
	4
	I

	5
	2,4,5,7,10
	1,3,5,12,13
	5
	II

	6
	2,6,7
	1,3,6,12,13
	6
	II

	7
	7
	1,3,5,6,7,12
	7
	I

	8
	8,10,11
	1,8,9,12,13
	8
	III

	9
	1,3,4,8,9,10,11
	9
	9
	V

	10
	10
	1,3,5,8,9,10,11,12
	10
	I

	11
	10,11
	1,3,8,9,11,12,13
	11
	II

	12
	1,2,3,4,5,6,7,8,10,11,12
	12
	12
	V

	13
	1,2,3,5,6,8,11,13
	13
	13
	V




Table 24 shows the determination of the level of all operational stressors, and the end of this procedure. The digraph and final ISM model for operational stressors were built using these levels.









[bookmark: _Toc16952858]Table 25: Iteration i for Organizational Stressors (ORS)
	Organizational stressors
pi
	Reachability set
R(pi)
	Antecedent set
A(pi)
	Intersection set
R(pi) ∩ A(pi)
	Level

	1
	1,2,3,4,5,6,7,9,10,11,12,
	1
	1
	V

	2
	2,3,11,12
	1,2,4,5,6,7,8,9,10,11,12
	2,11,12
	II

	3
	3
	1,2,3,6,7,8,9,11,12
	3
	I

	4
	2,4,5,6,7,11,12
	1,4,8
	4
	IV

	5
	2,5,6,11,12
	1,4,5,6,8,9,10
	5,6
	III

	6
	2,3,5,6,7,12
	1,4,5,6,7,8,9,10
	5,6,7
	III

	7
	2,3,6,7,11,12
	1,4,6,7,8,9,10
	6,7
	III

	8
	2,3,4,5,6,7,8,9,10,11,12
	8
	8
	V

	9
	2,3,5,6,7,9,11,12
	1,8,9
	9
	IV

	10
	2,5,6,7,10,11,12
	1,8,10
	10
	IV

	11
	2,3,11,12
	1,2,4,5,7,8,9,10,11,12
	2,11,12
	II

	12
	2,3,11,12
	1,2,4,5,6,7,8,9,10,11,12
	2,11,12
	II



Table 25 shows the determination of the level of all organizational stressors, and the end of this procedure. The digraph and final ISM model for organizational stressors were built using these levels.

4.3.5 Steps 7, 8, 9, 10, 11 & 12: Conical matrix form and formation of ISM model 
A model of the operational and organizational stressors was made using the level partition of Tables 24 and 25. The conical form of the reachability matrix was used to derive a primary diagraph with transitivity links. Operational and organizational stressors at the same level were pooled and the stressors were positioned by level to produce a conical matrix or diagraph. When the transitivity was removed, the diagraph became an ISM model. Figures 4 and 5 show the resultant graph. An arrow from i to j shows that stressors j and i are related.
[bookmark: _Toc529379737][bookmark: _Toc529617807][bookmark: _Toc530055586][bookmark: _Toc530853952][bookmark: _Toc11421719][bookmark: _Toc520240550][bookmark: _Toc520241198]Limited social life [11]
Working in vacation [3]
Not finding time to stay good [5]
Risk of injury [2]
Negative comments from public [10]
Lack of outside friendship [8]
Occupation related health issues [7]
Fatigue [6]
Unhealthy eating behavior [4]
Heavy workload [12]
Lack of job autonomy [13]

Upholding higher image [9]
Overtime demands [1]

[bookmark: _Toc11421720]Figure 4: ISM for Operational stressors (OPS)

Figure 4 shows the ISM model for operational stressors. Levels were used to position operational stressors in the hierarchical structure. Occupation-related health issues [7], risk of injury [2], unhealthy eating behavior [4] and negative comments from the public [10] were at the top, with no power to drive any other operational stressors. The bottom level included heavy workload [12], lack of job autonomy [13] and upholding a higher image [9], which were the most influential. These drove other operational stressors such as overtime demands [1] on the second level. Overtime demands [1] then drove working on vacations [3], and lack of outside friendships [8] on the third level, and so on. 

Lack of resources [9]
Inconsistent leadership [8]
Excessive internal investigations [10]
Bureaucratic methods [1]

Excessive administrative duties [4]
Staff shortages [5]
Lack of supervisor support [7]
Lack of collegiality [6]
Unequal sharing of work [12]
Leaders overemphasize negatives [11]
Low self-efficacy [3]
Favoritism [2]

[bookmark: _Toc520240551][bookmark: _Toc520241199][bookmark: _Toc11421721]Figure 5: ISM for Organizational stressors (ORS)

Figure 5 shows the ISM model for organizational stressors, again organized by level. The lowest-level stressor was low self-efficacy [3], which lacked the power to drive any other organizational stressors. The stressors with the greatest driving power were inconsistent leadership [8] and bureaucratic methods [1]. 

4.4 [bookmark: _Toc20875100]Discussion: ISM
This section discusses the research findings from the ISM, and provides answers to the third research question.

4.4.1	Research Question 3: Relationships Between Operational and Organizational Stressors
A set of 13 operational stressors and 12 organizational stressors was found, and used to create a model to identify relationships between operational and organizational stressors. The two models (see Figures 4 and 5) created in this research showed the most significant stressors and their causal associations. In turn, this approach can be used to help establish suitable organizational strategies to address the most important and influential stressors. 
Of the operational stressors, “heavy workload”, “lack of autonomy” and “upholding higher image” were the most important, and able to trigger other stressors. Acquadro Maran et al. (2014), Domingues and Machado (2017) and Fagan (2015) also found that the main categories of operational stressors were heavy workload, insufficient control or autonomy and upholding a higher image. Earlier studies also showed that stress factors such as heavy workload, lack of control or autonomy and constant interactions with the public may be linked to experiences like public criticism, which caused stress among police personnel (Gächter et al., 2013; Violanti et al., 2016; Vuorensyrjä & Mälkiä, 2011). This study found that “heavy workload”, “lack of autonomy” and “upholding higher image” also affected “overtime demand”, which in turn could trigger other stressors, particularly “working on vacations” and “upholding higher image” (see Figure 4). These stressors in turn triggered other operational stressors. For example, “occupational-related health issues”, “risk of injury”, “unhealthy eating behavior” and “negative comments from public” were all influenced and intensiﬁed by other operational stressors such as “fatigue”, “not finding time to stay healthy”, and “limited social life”. These findings were consistent with those of previous studies (Chang et al., 2009; Kerkhof, 2018; Lammers-van der Holst & Kerkhof, 2015), which found that operational stressors associated with rigorous work environments and sustained operations had negative effects on hormonal balance, physical performance and lean muscle mass among special operators. The effects of these types of stress were both psychological and physical (Chang et al., 2009; Kerkhof, 2018; Lammers-van der Holst & Kerkhof, 2015).
The ISM model for operational stressors showed that “working on vacations” had a profound influence on eight other stressors. This suggested that working during vacation time played a critical role in increasing stress levels among police personnel. In particular, it may add to fatigue, resulting in a more limited social life and lack of time to stay fit, which in turn could lead to poorer health and well-being. This was consistent with previous studies in police organizations (Shane, 2013; Violanti et al., 2013), which found that working on vacation led to a limited social life and negative effects on individuals’ health and well-being. 
The most significant organizational stressors in the UAE police force were “inconsistent leadership” and “bureaucratic methods”, which was consistent with previous studies (Shane, 2010; Vuorensyrjä & Mälkiä, 2011). This study found that bureaucracy was a significant source of stress for UAE police personnel, as did previous studies (He et al., 2002; Martinussen et al., 2007; Violanti & Aron, 1993; 1994). “Inconsistent leadership” and “bureaucratic methods” also affected “excessive internal investigations”, “lack of resources” and “excessive administrative duties” (see Figure 5). Previous studies in police organizations (Bishopp et al., 2016; Gerards et al., 2018; Hu et al., 2016; Queirós et al., 2013) also found that unjust and inconsiderate treatment during an internal investigation, insufficient job resources and excessive administrative tasks caused stress.
This study showed that a number of organizational stressors signiﬁcantly enhanced the influence of others. For example, “unequal sharing of work” and “favoritism” were correlated. Employees tended to experience stress from favoritism when they suffered from unequal sharing of work responsibilities. “Favoritism”, “unequal sharing of work”, “leaders overemphasize the negatives” and “low self-efficacy” also interacted to intensify each other. Other studies (Erickson et al., 2015; Martinko et al., 2013; Tekiner & Aydın, 2016; Violanti et al., 2016; Vuorensyrjä & Mälkiä, 2011) have also found that favoritism and destructive leadership behavior were associated with several other organizational stressors such as unequal sharing of work responsibilities and low self-efficacy.

[bookmark: _Toc20875101]4.5 Conclusion
The literature review and survey results identified a set of 13 operational stressors and 12 organizational stressors, and contextual relationships between them were developed using ISM. The ISM model of operational stressors showed that UAE police personnel considered that a heavy workload, lack of autonomy and upholding a particular social or public image were the drivers of operational stress. The model of organizational stressors showed that UAE police personnel considered inconsistent leadership and bureaucracy were the key drivers of organizational stress. The next chapter describes how these outcomes fed into the Analytic Network Process to highlight the most appropriate organizational strategies to minimize stress among UAE police personnel.

 
[bookmark: _Toc20875102]CHAPTER 5: Prioritizing Stress Management Strategies: An Analytic Network Process Approach


This chapter describes the process used to identify and prioritize suitable organizational strategies for stress reduction using a multi-criteria decision model approach. The study used an Analytic Network Process method (ANP) model to select organizational stress reduction strategies. The next section describes the Analytic Network Process model, which is then analyzed and discussed.

[bookmark: _Toc20875103]5.1 Analytic Network Process (ANP) 
Analytic Network Process (ANP) is a quantitative multi-criteria decision-making method through which groups or individuals can solve complex issues (Saaty, 1996). ANP uses a network structure so is not a linear technique (Hsiao, Ko, Lo & Chen, 2013). An ANP model therefore provides an accurate way of modelling complex issues concerning decision-making (Agarwal, Shankar & Tiwari, 2006).
 ANP was considered to have various advantages for this study, including the hierarchical decision network and interaction analysis use, inclusion of feedback and dependencies and synthesis of mutual effects in a single logical procedure (Sarkis & Sundarraj, 2002). It has been used to solve a number of multi-criteria decision-making problems like prioritization of factors
 for manufacturing growth (Ojha & Vrat, 2018), choosing cellular manufacturing systems (Kodali, Anand & Reddy, 2014), choosing knowledge management strategies (Wu & Lee, 2007), selecting the best strategy for managing IT outsourcing (Faisal & Banwet, 2008) and evaluation of green supplier development programs (Dou, Zhu & Sarkis, 2014). ANP therefore provided a way to determine the most appropriate stress-minimizing strategy with both practical and theoretical implications, taking into account dependencies among standards (Saaty, 2004).

[bookmark: _Toc20875104]5.2 ANP Analysis Strategy
[bookmark: _Toc520234528]The literature review, survey findings and ISM model output were all used to develop the ANP model and to identify the criteria, sub-criteria and links. Figure 6 shows the ANP model (Gencer & Gürpinar, 2007) used in this research. Each step of Figure 6 is explained in more detail in the next section. 
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[bookmark: _Toc20875105]5.3 Results 
The literature review and informal discussions with a specialist group of police experts were used to develop understanding of the comparative significance of selection criteria. The specialist group included ten participants from the interior ministry, who were responsible for police strategy implementation. Their experience helped to ensure that the decision model development procedures were appropriate for the UAE police force. 




[bookmark: _Hlk520556590]5.3.1 Step 1: ANP-based model for prioritizing stress reduction strategies
This step developed the decision structure for selecting stress reduction strategies, and extracted criteria and alternatives. There were four levels within the ANP model (see Figure 7). 
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Figure 7 shows the ANP model for the selection of an appropriate organizational stress reduction strategy for UAE police force. The second level included four main criteria or criteria clusters, effectiveness, integration, cost and time, and 12 sub-criteria. The sub-criteria derived from the literature were physical effect, psychological effect, and social effect (effectiveness), strategic alignment, allocated resources, police culture and work environment and top management support (integration), cost of implementation, cost effectiveness and employer costs of excess stress (cost) and implementation time and adaptation period (time). Finally, the fourth level included the four main strategies: social support, problem-solving, human resources and environmental strategies.
The UAE police force decision-makers were asked to consider the relative weighting of specific criteria using a pair-wise comparison matrix. Each pair of components was compared using a scale from 1 to 9, where 1 indicated that the two were equally important and 9 that one element was overwhelmingly dominant (Perçin, 2010). To distinguish the direction of the dominance, it was possible to compare in both directions, using scores from 1 to 9, and from 1/9 to 1. Saaty (1980) suggested that when a reverse comparison was carried out, the matrix should automatically allocate the reciprocal value, which includes the matrix aij aji = 1.
[bookmark: _Hlk520556357]This study followed Dyer and Forman (1992) and used the geometric means of the individual judgements to remove bias. On completion of the pair-wise comparison matrices, the matrix was normalized to a 1.0 or 100% sum to allow the extraction of a vector of priorities (Eigen-vectors or e-vectors). The e-vector was computed using a two-stage procedure. The value of each matrix column was summed, then each of the entries in each column was divided by the sum for that column to give a normalized matrix (Ravi, Shankar & Tiwari, 2005). The rows were then summed and normalized to give the relative weight e-vectors as shown in Table 26. The table includes the evaluation of the e-vectors as part of the stress reduction strategy weighted index to assess alternatives.
[bookmark: _Toc16952859]Table 26: Pairwise comparison of four main criteria with respect to goal
	
	Effectiveness 
	Integration
	Cost
	Time
	e-vector

	Effectiveness 
	1
	3
	3
	5
	0.5141

	Integration
	1/3
	1
	2
	4
	0.2514

	Cost
	1/3
	1/2
	1
	3
	0.1638

	Time
	1/5
	1/4
	1/3
	1
	0.0708

	Notes: Composite reliability = 0.0416



The ‘effectiveness’ criterion (0.5141) was the most important criterion compared to others the (integration, cost, and time) and therefore had the highest priority in selecting the most suitable organizational stress reduction strategies, followed by ‘integration’ (0.2514), ‘cost’ (0.1638) and ‘time’ (0.0708) (see Table 26).
[bookmark: _Hlk520556393]5.3.2 Step 2: Pair-wise comparisons between main criteria and sub-criteria 
This step assessed the relative importance of each sub-criterion using a pairwise comparison matrix. At each level, the pair-wise comparison was considered compared to the relative influence of the control criterion. Table 27 shows the pairwise comparison matrix for the effectiveness criterion, as an example of the process. For each pair-wise matrix, the decision-maker was asked about the relative influence of the two sub-criteria on the overall criterion, for example, to compare physical effect and psychological effect as elements of overall effectiveness. The e-vectors for this matrix are shown in the last column of Table 27.

[bookmark: _Toc520240553][bookmark: _Toc16952860]Table 27: Pairwise comparison of sub-criteria with respect to the main criterion (Example: Effectiveness Cluster)
	
	Physical Effect
	Psychological Effect
	Social Effect

	e-vector

	Physical Effect 
	1
	1/4
	3
	0.2176

	Psychological Effect
	4
	1
	6
	0.6909

	Social Effect 
	1/3
	1/6
	1
	0.0914

	Notes: Composite reliability = 0.0516


[bookmark: _Hlk520556429]
Psychological effect was given the highest rating (0.6909) and was considered the most important of the three for selecting suitable organizational stress reduction strategies. Social effect was considered the least important (0.0914) of the three. 

[bookmark: _Hlk520556453]5.3.3 Step 3: Pair-wise comparisons for same level dependence (sub-criteria)
The sub-criteria at each level had some interdependencies, and pair-wise comparisons were used to identify these. This step required 12 pair-wise comparison matrices. Table 28 shows the outcome of ‘cost effectiveness’ under the ‘cost’ criterion as the control sub-criterion over ‘integration’. Each decision-maker was asked to evaluate the interdependencies and relative effects of sub-criterion a in comparison to sub-criterion b in the ‘integration’ criterion. The e-vectors for this matrix are shown in the last column in Table 28.




[bookmark: _Toc520240554][bookmark: _Toc16952861]Table 28: Pairwise comparison for same level dependence (Example: Cost effectiveness with respect to sub-criteria in Integration cluster)
	
	Strategic Alignment
	Culture and Work Environment
	Top Management 
Support
	e-vector

	Strategic Alignment
	1
	2
	1/4
	0.2081

	Culture and Work Environment
	1/2
	1
	1/4
	0.1311

	Top Management Support
	4
	4
	1
	0.6608

	Notes: Composite reliability = 0.0515


	
With ‘cost-effectiveness’ as the control sub-criterion, integration was considered to be most affected by ‘top management support’ (0.6608). The weakest impact (0.1311) was from ‘police culture and work environment’. 

[bookmark: _Hlk520556476]5.3.4 Step 4: pair-wise comparisons between alternatives (strategies) and sub-criteria 

The relationships between the sub-criteria (third level) and the alternatives (fourth level) were also identified using pair-wise comparisons. This step included four pair-wise comparison matrices. Table 29 shows the relationships between the ‘integration’ sub-criteria and ‘human resources strategy’. Decision-makers were asked to evaluate the relative impact of each pair of sub-criteria on the strategy. The e-vectors for this matrix are shown in the last column of Table 29.


[bookmark: _Toc520240555][bookmark: _Toc16952862]Table 29: Feedback comparisons integrating sub-criteria against strategies (Example: HR strategies with respect to sub-criteria in Integration cluster)
	
	Strategic Alignment 
	Allocated Resources
	Culture and Work Environment
	Top Management Support
	e-vector

	Strategic Alignment
	1
	3
	2
	1/4
	0.2090

	Allocated Resources 
	1/3
	1
	1/3
	1/5
	0.0737

	Culture and Work Environment
	1/2
	3
	1
	1/4
	0.1482

	Top Management Support
	4
	5
	4
	1
	0.5691

	Notes: Composite reliability = 0.0592



Human resources strategies were most affected by ‘top management support’ (0.5691) from the integration sub-criteria and the weakest impact (0.0737) was from ‘allocated resources’. 

[bookmark: _Hlk520556523]5.3.5 Step 5: Evaluation of alternatives

The last part of the pair-wise comparisons process examined the relative effect of each of the alternatives on the sub-criteria influencing the criteria. With four alternatives (social support, problem-solving, human resources, and environmental strategies) and 12 sub-criteria, there were 12 pair-wise comparison matrices. Table 30 shows the relative effects of each strategy on the sub-criterion ‘implementation time’ under the ‘time’ criterion. The decision-makers were asked to consider which of each pair of stress reduction strategies was preferable from the point of view of that sub-criterion. The e-vectors for this matrix are shown in the last column of Table 30.

[bookmark: _Toc520240556][bookmark: _Toc16952863]Table 30: Pairwise comparison of alternatives (strategies) with respect to sub-criteria (Example: Implementation Time)
	
	Social Support
	Problem Solving
	Human Resource
	Environmental
	e-vector

	Social Support
	1
	3
	1/2
	1/2
	0.2042

	Problem Solving
	1/3
	1
	1/3
	1/4
	0.0897

	Human Resource
	2
	3
	1
	1
	0.3420

	Environmental
	2
	4
	1
	1
	0.3641

	Notes: Composite reliability = 0.1716



An environmental strategy (0.3641) was found to outperform the other alternatives for implementation time. 

5.3.6 Step 6: Super-matrix formation
A super-matrix was prepared to resolve the interdependencies in the system. This was a partitioned matrix with sub-matrices showing the set of relationships between and within the levels. Table 31 shows the super-matrix M, and the outcomes of the comparisons for every sub-criterion and the stress reduction strategies. The pair-wise comparison matrices of interdependencies were used to determine the elements of the super-matrix. The table had 12 non-zero columns because there were 12 pair-wise comparison matrices, one for each interdependent sub-criterion. The relative weights are shown in every non-zero value in a column.

[bookmark: _Toc520240557][bookmark: _Toc16952864]Table 31: Super-matrix before convergence
	Supermatrix 
	ES
	HRS
	PVS
	SSS
	CF
	ECES
	CM
	CT
	ES
	IR
	TM
	PE
	PY
	SE
	SRS
	AR
	CWE
	SA
	TMS
	AP
	MT

	ES
	
	
	
	
	0.267
	0.243
	0.350
	
	
	
	
	0.481
	0.389
	0.089
	
	
	
	
	
	0.476
	0.364

	HRS
	
	
	
	
	0.288
	0.243
	0.350
	
	
	
	
	0.295
	0.317
	0.261
	
	
	
	
	
	0.325
	0.341

	PVS
	
	
	
	
	0.090
	0.098
	0.109
	
	
	
	
	0.092
	0.121
	0.126
	
	
	
	
	
	0.128
	0.089

	SSS
	
	
	
	
	0.353
	0.414
	0.189
	
	
	
	
	0.130
	0.172
	0.523
	
	
	
	
	
	0.069
	0.204

	CF
	
	
	
	
	
	
	
	0.112
	
	
	
	
	
	
	
	
	
	
	
	
	

	ECES
	
	
	
	
	
	
	
	0.178
	
	
	
	
	
	
	
	
	
	
	
	
	

	CM
	
	
	
	
	
	
	
	0.708
	
	
	
	
	
	
	
	
	
	
	
	
	

	CT
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.163
	
	
	
	
	
	

	ES
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.514
	
	
	
	
	
	

	IR
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.251
	
	
	
	
	
	

	TM
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.070
	
	
	
	
	
	

	PE
	
	
	
	
	
	
	
	
	0.217
	
	
	0.000
	0.200
	
	
	
	
	
	
	
	

	PY
	
	
	
	
	
	
	
	
	0.690
	
	
	0.833
	0.000
	
	
	
	
	
	
	
	

	SE
	
	
	
	
	
	
	
	
	0.091
	
	
	0.166
	0.800
	
	
	
	
	
	
	
	

	SRS
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	AR
	0.066
	0.073
	0.513
	0.141
	0.000
	
	0.833
	
	
	0.083
	
	
	
	
	
	
	
	
	
	
	

	CWE
	0.231
	0.148
	0.149
	0.572
	0.131
	
	0.000
	
	
	0.232
	
	
	
	
	
	
	
	
	
	
	

	SA
	0.120
	0.208
	0.114
	0.205
	0.208
	
	0.000
	
	
	0.137
	
	
	
	
	
	
	
	
	
	
	

	TMS
	0.581
	0.569
	0.222
	0.080
	0.660
	
	0.166
	
	
	0.546
	
	
	
	
	
	
	
	
	
	
	

	AP
	
	
	
	
	
	
	
	
	
	
	0.142
	
	
	
	
	
	
	
	
	
	

	MT
	
	
	
	
	
	
	1.00000
	
	
	
	0.857
	
	
	
	
	
	
	
	
	
	

	Notes: Stress reduction strategies: ES: Environmental strategy; HRS: Human Resources Strategies; PVS: Problem-Solving Strategy and SSS: Social Support Strategy. Criteria for selecting stress reduction strategies: CF: Cost Effectiveness; ECES: Employer Costs of Excess Stress; CM: Cost of Implementation; CT: cost; ES: Effectiveness; IR: Integration; TM: Time; PE: Physical Effect; PY: Psychological Effect; SE: Social Effect; SRS: Prioritization of Stress Reduction Strategy; AR: Allocated Resources; CWE: Police Culture and Work Environment; SA: Strategic Alignment; TMS: Top Management Support; AP: Adaptation Period and MT: Implementation Time.






5.3.7 Step 7: Super-matrix convergence and selection of the best alternative
To obtain a full set of weights, the super-matrix needed convergence. The sum of each column of the super-matrix has to be one to make the matrix column stochastic. The interdependent relationship can be converged if the super-matrix is raised to the power 2k + 1, where k is equal to an arbitrarily large number. Table 32 shows the super-matrix after convergence and Table 33 summarizes the outcome for the model. 


[bookmark: _Toc520240558][bookmark: _Toc16952865]Table 32: Super-matrix after convergence
	Super-matrix
	ES
	HRS
	PVS
	SSS
	CF
	ECES
	CM
	CT
	ES
	IR
	TM
	PE
	PY
	SE
	SRS
	AR
	CWE
	SA
	TMS
	AP
	MT

	ES
	
	
	
	
	0.133
	0.243
	0.116
	
	
	
	
	0.240
	0.194
	0.089
	
	
	
	
	
	0.476
	0.364

	HRS
	
	
	
	
	0.144
	0.243
	0.116
	
	
	
	
	0.147
	0.158
	0.261
	
	
	
	
	
	0.325
	0.341

	PVS
	
	
	
	
	0.045
	0.098
	0.036
	
	
	
	
	0.046
	0.060
	0.126
	
	
	
	
	
	0.128
	0.089

	SSS
	
	
	
	
	0.176
	0.414
	0.063
	
	
	
	
	0.065
	0.086
	0.523
	
	
	
	
	
	0.069
	0.204

	CF
	
	
	
	
	
	
	
	0.112
	
	
	
	
	
	
	
	
	
	
	
	
	

	ECES
	
	
	
	
	
	
	
	0.178
	
	
	
	
	
	
	
	
	
	
	
	
	

	CM
	
	
	
	
	
	
	
	0.708
	
	
	
	
	
	
	
	
	
	
	
	
	

	CT
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.163
	
	
	
	
	
	

	ES
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.514
	
	
	
	
	
	

	IR
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.251
	
	
	
	
	
	

	TM
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	0.070
	
	
	
	
	
	

	PE
	
	
	
	
	
	
	
	
	0.217
	
	
	0.000
	0.100
	
	
	
	
	
	
	
	

	PY
	
	
	
	
	
	
	
	
	0.690
	
	
	0.416
	0.000
	
	
	
	
	
	
	
	

	SE
	
	
	
	
	
	
	
	
	0.091
	
	
	0.083
	0.400
	
	
	
	
	
	
	
	

	SRS
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	AR
	0.066
	0.073
	0.513
	0.141
	0.000
	
	0.277
	
	
	0.083
	
	
	
	
	
	
	
	
	
	
	

	CWE
	0.231
	0.148
	0.149
	0.572
	0.065
	
	0.000
	
	
	0.232
	
	
	
	
	
	
	
	
	
	
	

	SA
	0.120
	0.208
	0.114
	0.205
	0.104
	
	0.000
	
	
	0.137
	
	
	
	
	
	
	
	
	
	
	

	TMS
	0.581
	0.569
	0.222
	0.080
	0.330
	
	0.055
	
	
	0.546
	
	
	
	
	
	
	
	
	
	
	

	AP
	
	
	
	
	
	
	
	
	
	
	0.142
	
	
	
	
	
	
	
	
	
	

	MT
	
	
	
	
	
	
	0.333
	
	
	
	0.857
	
	
	
	
	
	
	
	
	
	

	Notes: Stress reduction strategies: ES: Environmental strategy; HRS: Human Resources Strategies; PVS: Problem-Solving Strategy and SSS: Social Support Strategy.
 Criteria for selecting stress reduction strategies: CF: Cost Effectiveness; ECES: Employer Costs of Excess Stress; CM: Cost of Implementation; CT: cost; ES: Effectiveness; IR: Integration; TM: Time; PE: Physical Effect; PY: Psychological Effect; SE: Social Effect; SRS: Prioritization of Stress Reduction Strategy; AR: Allocated Resources; CWE: Police Culture and Work Environment; SA: Strategic Alignment; TMS: Top Management Support; AP: Adaptation Period and MT: Implementation Time.





[bookmark: _Toc520240559][bookmark: _Toc16952866]Table 33: Priorities of the three alternatives
	Alternatives
	Normal
	Ideal
	Ranking

	Social Support Strategies
	0.4298
	1.0000
	1

	Problem-Solving Strategies
	0.1225
	0.2850
	4

	Human Resource Strategies
	0.2737
	0.6368
	2

	Environmental Strategies
	0.1741
	0.4051
	3




The final results are shown in Table 33. A social support strategy (0.4298) was the most suitable organizational strategy to reduce stress among police personnel in the UAE, followed by human resource strategy (0.2737), environmental strategy (0.1741) and problem-solving strategy (0.1225). Social support strategies should therefore be the first choice for reducing the causes of stress among police personnel in UAE. 

[bookmark: _Toc20875106]5.4 Discussion: ANP
This section discusses the findings of the ANP, and provides answers to the fourth research question.

5.4.1	Research question 4: Suitable Organizational Strategies for Stress Reduction 
The study found that social support strategies should be the first choice for the UAE police force, followed by human resource strategies, environmental strategies and finally problem-solving strategies. The social support strategy was therefore considered the most suitable for the UAE police force, or the most likely to reduce operational and organizational stressors amongst police personnel. This may be because police personnel experienced similar types of stressors, and would therefore benefit most from social interactions with others who understood the causes of their stress (Patterson, 2003). This type of strategy is likely to involve encouraging supportive behavior, such as emotional, tangible, appraisal, and informational support, and facilitation of a supportive work environment using coalitions, social networks, and programs to promote work–life integration and create a ‘work family’ culture. Previous work (Schaufeli, 2017) found that social interaction between groups of people may help to reduce stress. Another study (Khalil et al., 2016) stated that tangible support for employees and providing knowledge- and skill-based training could reduce stress. Lancaster and Di Milia (2015), Pot et al. (2016) and Shanafelt and Noseworthy (2017) all found that a friendly and supportive work culture and increased instrumental support from supervisors could contribute to improved quality of life for employees and help them to cope with difficulties.
‘Effectiveness’ was considered the most important criterion in the selection of stress management strategies in the UAE police force. This was in line with a previous study (Oei & Boschen, 2009), which stated that effectiveness was important because it described the capacity of the program to achieve its goals. This was followed by integration, cost, and then time. Other studies (Saunders, Evans & Joshi, 2005; Shapiro, Brown & Biegel, 2007) have found that programs must be implemented in a timeframe that fits the organization’s requirements and must persuade employees of their value. This study’s findings suggest that improvement in effectiveness could be achieved by better integration of the appropriate stress reduction strategy. The lower values for other two criteria, cost and time, may be attributed to their interdependencies on effectiveness or integration.

[bookmark: _Toc20875107]5.5 Conclusion
Running head: CHAPTER 7		1
214
This chapter described the process for creating a multi-criteria decision model using ANP, to select and evaluate a suitable stress reduction strategy for the UAE police force. This model linked the criteria and possible alternatives and organized the problem hierarchically with interdependencies. The results of the ANP analysis showed that social support strategies would be the most suitable organizational strategy to reduce stress among police personnel in UAE. ‘Effectiveness’ was the most important criterion in the selection of stress management strategies in the UAE police force. The next chapter summarizes the study findings and discusses limitations and suggestions for future research.
[bookmark: _Toc20875108]CHAPTER 6: Conclusion, Implications, Limitations and Scope for Future Research


This chapter summarizes the research findings, and provides answers to the research questions. It also discusses the theoretical and practical implications of this research, including of the choice of methods. It considers the limitations of the study, and draws on both these and the findings to make recommendations for future research. 

[bookmark: _Toc20875109]6.1 Research Summary
This study developed four main objectives based on a detailed literature review and considering the importance of better health outcomes among police in the UAE. These objectives were to explore causes of stress and stress reduction strategies among police personnel in the UAE, to examine whether operational and organizational stressors among UAE police personnel varied with socio-demographic factors such as age, gender, relationship status, education, and designation, to develop a relationship model among stress-causing variables and to identify the most effective strategies to reduce operational and organizational stressors, foster better health outcomes and improve productivity.

The study used three main methods (survey, ISM and ANP) to achieve these aims and answer all the study questions. The research findings can be summarized as:
1. Factors such as social life-image, job demands and work pressure, and physical conditions in the job environment were all highly relevant operational stress factors that contributed to high stress among police personnel in the UAE. 
2. Factors such as ineffective leadership, role conflict and the working environment were considered to be the key organizational stressors that contributed to high stress among police personnel in the UAE. 
3. Demographic variations played an important part in influencing how police personnel experienced and dealt with stress. Women were more stressed than men by social life and image, and work environment. However, there were no age distinctions for either operational or organizational stressors, and no differences between managerial, supervisory and technical police personnel in the importance of different operational stressors. 
4. Interpretive Structural Modeling showed that UAE police personnel considered that a heavy workload, lack of autonomy and upholding a particular social or public image were the drivers of operational stress. Inconsistent leadership and bureaucracy were the key drivers of organizational stress. 
5. The Analytic Network Process model suggested that a social support strategy would be the most effective stress reduction strategy. Social support strategies should therefore be prioritized, but police organizations have to consider multiple factors before adopting new stress reduction strategies. 
6. Use of the ANP model provided opportunities to consider several criteria and sub-criteria simultaneously, and choose the best stress reduction strategies. 

[bookmark: _Toc20875110]6.2 Implications
[bookmark: _Toc20875111]6.2.1 Theoretical Implications 
This study has a number of theoretical implications. First, the empirical study results have provided insights into the main causes of stress among police personnel in an emerging economy in the Middle East region. These may be of interest to both academics and researchers. The study has therefore added to the literature on stress, and increased understanding of the root causes of stress among police personnel in the UAE. The study results may encourage researchers to conduct further studies on stress among police personnel or similar professions in the Middle East and Arab countries because of their homogenous culture and governance structure.
Second, the ISM model proposed in this study has provided information about the most critical operational and organizational stressors. As far as can be ascertained, this study is one of the first to use ISM techniques to identify relationships between operational and organizational stressors, making a new contribution to the literature. 
Finally, this study has contributed to the literature by integrating the existing stress reduction strategies selection model and ANP approaches, providing a comprehensive and multidimensional view of stress and its management. The modelling technique has allowed identification of the most appropriate strategy to reduce operational and organizational stress, by simultaneously considering interdependencies and feedback among stress variables. This study has therefore contributed to the literature and academic research by bringing together new methods and insights into interrelationships between different stress reduction strategies.

[bookmark: _Toc20875112]6.2.2 Practical Implications 
The findings also have other significant implications for organizational policy-makers including top and middle management. First, the study has enabled policy-makers and others to understand the key factors causing stress among police officers. This will help police administrators in the Middle East in general and the UAE in particular to change policies and introduce systems to minimize these stressors, which will eventually improve the performance of police forces. 
Second, the study established that age did not significantly affect organizational or operational stress factors among police personnel, or their ability to manage stress. This may encourage policy-makers to emphasize employee training and education as a way to improve the ability of police personnel to manage stress in the workplace. 
Third, the ISM findings will help policy-makers to focus on reducing stress levels in workplaces. To eliminate the negative outcomes of stress amongst police personnel, it is first necessary to identify the operational and organizational stressors and understand the relationships among them. These research results will therefore help police forces, policy-makers and corporate strategists to formulate stress management strategies, based on findings about operational and organizational stressors that had a significant influence on other stressors, and should therefore be addressed first. 
Finally, the UAE police force needs to select and implement an appropriate strategy to reduce stress levels among police personnel. The ANP technique used in this study will help decision-makers and policy-makers to prioritize strategy choices, and could be used for other strategic decisions in the future.

[bookmark: _Toc20875113]6.3 Limitations 
 	This study has provided some productive insights into factors causing stress, and strategies that can help with stress reduction among police personnel in a developing country, the UAE. It did, however, have several limitations that need to be acknowledged. 
Most of the limitations were grounded in the research methodology and methods of data collection. The main methodological limitation of this study was that the results and findings are based entirely on a quantitative methodology. To alleviate this problem, future studies could use qualitative techniques to examine the topic in more depth through interviews with people with first-hand experience of stress management. However, qualitative research has certain practical complications, including the time required, and the greater ethical complexity. 
Secondly, the model developed using ISM was based on the subjective judgements of survey respondents and may therefore have an element of bias. The models in the study have not been validated statistically. This could be done using structural equation modeling (SEM), and the relationships could be further studied using the AMOS or LISREL software. In view of the time constraints, however, this step was not taken, and this may be a useful topic for future research. 
The number of operational and organizational variables considered to develop the ISM model might be inadequate. They were identified through an extensive literature review, but it is still possible that factors might have been overlooked, especially because the context had not previously been studied. A qualitative research methodology could have explored the possible stress factors, and identified if there were more, and this may be a suitable subject for future research.
The study focused on police personnel in the UAE police force, so the results may not be more widely applicable, even to police forces in other countries. Comparisons should therefore be made with care. However, the operational and organizational stressors in the ISM model, and the criteria and dimensions in the ANP model are quite generic. With minor adjustments, they could be used in a wide range of complex real-world problems.
The results of the model were dependent on input from ten experts from the Ministry of Interior. The ANP model effectively incorporated tangible and intangible measures into the evaluation process, but its effectiveness depends on the accuracy and value of the judgements provided by these experts. It is not possible to rule out the existence of decision-maker bias towards any particular stress management strategy. Using a bigger survey would help to draw on wider experience and eliminate the bias in the relative weights given to alternative strategies. 
The development of the pair-wise comparison matrices was complex, and took a lot of time. Inconsistencies may also have occurred in this process, which might affect the results. This was minimized by using a consistency ratio check, to check the consistency of comparisons (Saaty, 1980). To further eliminate the problem of inconsistency, focus groups and brainstorming sessions were used to identify the attributes of the problem, and determine their relative importance. The values for pairwise comparisons relied on the knowledge of the decision-makers involved in the focus groups. Correct selection of experts was therefore essential to ensure that the results were accurate.
The ANP model did not consider every potential cluster, element and interaction. It is possible that more factors and interactions may exist, both within and between decision attributes and substitutes. For instance, the selection of the most suitable stress management strategy could have drawn on a number of factors, such as information technology to support individual stress-coping ability, but these were not explicitly included. A more comprehensive ANP model, with additional factors and interactions, would have taken significantly more time to develop, and it is questionable whether the additional quality would have justified that time. 

[bookmark: _Toc20875114]6.4 Recommendations for Future Research
The limitations and implications of the study both provide ideas for future research. First, it would be helpful to carry out some qualitative research, to examine the problems faced by police personnel in the UAE in more detail. The first-hand experience of police personnel could provide useful insights for researchers and support deeper analysis of the issue of stress and its management. The proposed scales for operational and organizational stressors could be incorporated into future research using mixed methods for a fuller and more comprehensive treatment of the subject. This topic therefore still offers much for researchers to explore and this study has provided a good basis for future research. 
Empirical methods and a large dataset could be used to enable the statistical validation of the ISM model from this research. Development of a suitable hypothesis and testing of the hypothesized model will be essential. AMOS software could be used to resolve a covariance-based structural equation model, which would be required by a more empirical study. Another approach would be to use a different MCDM tool to analyze the list of operational and organizational stressors, and particularly to evaluate the correlations between them and/or expand the list. 
It would also be helpful to extend the group of operational and organizational stressors developed in the ISM model in this study. For example, researchers might develop an ISM model of operational and organizational stressors in an alternative setting, such as another police department. Alternatively, new aspects could be added, or similar aspects combined, and quantitatively prioritized using the fuzzy-analytic hierarchy process. 
Future studies could apply ANP-based models to different organizations and countries. Other studies could compare this model with other tools and ANP-based models. Other analytical techniques could also be used to simplify the dependence relationships between elements and clusters. These alternatives could be used, for example, to identify preferences in different police departments, using department-specific selection criteria. 
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Appendix A
Dear Sir/Madam:

I am a doctoral student at Abu Dhabi University (AACSB and EQUIS accredited) and currently pursuing a research on “Studies in Management of Stress among Police Personnel in the United Arab Emirates”. The purpose of this study is to explore the various factors that causes stress among police personnel in UAE police force. The researcher seeks your assistance in completing this questionnaire. The questionnaire will be used to collect the primary data needed for a research study. The authors assure you that no individuals will be identified from their answers and there are no requests for confidential data included in the questionnaire. The results of the analysis will be strictly used by the authors for academic purposes only.

Thank you for your co-operation.

Yours sincerely
Maryam Alhashmi
1047542@adu.ac.ae
	Section 1: DEMOGRAPHIC INFORMATION
	Demographic information

	1. Gender:
☐Male 
☐Female

	2. Age group: 
☐20–29 years 
☐30–39 years
☐40–49 years
☐50 & above

	3. Marital Status:
☐Single
☐Married
☐Married with children
☐Divorcee
☐Divorcee with children

	4. Designation:
☐ Managerial
☐Supervisory (front-line manger)
☐technical

	5. Rank: 
☐Non-Commissioned Officer (Constable-Corporal, Sergeant-Sergeant Major, Warrant Officer - Staff Warrant Officer)
☐Commissioned Officer (Lieutenant-First Lieutenant, Captain-Major)
☐Higher Officers (Lieutenant Colonel – Colonel, Brigadier General – Major General – Lieutenant General)

	6. Total years of experience in the police force:
☐less than 5 years
☐5-10 years 
☐11-15 years 
☐16-20 years 
☐21 years & above

	7. Educational level: 
☐Less than high school 
☐High school 
☐Technical Education
☐Bachelor 
☐Master & Doctoral

	8. Name of Department you are currently serving at:
☐Special Tasks Department 
☐Traffic and Patrols Department 
☐Crime Scene Department 
☐Crime Investigation Department
☐Police Stations 
☐Drug Enforcement Department
☐Operations Department 
☐Punishment and Correction Department 
☐Vehicle’s and Driver’s Licensing Department 




Section 2: STRESS SCALE QUESTIONNAIRE
Cooper and Marshall (1976), McCreary and Thompson (2006), 
Instructions: Below is a list of items that describe different individual, operational and organisational challenges you currently confront in your job. After each item, please tell us how much stress it has caused you over the past year, using the 7-point scale below. 
	1
	2
	3
	4
	5
	6
	7

	Never
	Rarely, in less than 10% of the chances when I could have
	Occasionally, in about 30% of the chances when I could have
	Sometimes, in about 50% of the chances when I could have
	Frequently, in about 70% of the chances when I could have
	Usually, in about 90% of the chances I could have
	Every time



[bookmark: _Hlk484486946][bookmark: _Hlk484011108][image: ]OPERATIONAL STRESSORS QUESTIONNAIRE
	[bookmark: _Hlk484392512]1
	Shift work 
	1
	2
	3
	4
	5
	6
	7

	2
	Working alone at night
	1
	2
	3
	4
	5
	6
	7

	3
	Over-time demands
	1
	2
	3
	4
	5
	6
	7

	4
	Risk of being injured on the job
	1
	2
	3
	4
	5
	6
	7

	5
	Having to work even on vacation
	1
	2
	3
	4
	5
	6
	7

	6
	Managing your social life outside of work
	1
	2
	3
	4
	5
	6
	7

	7
	Not enough time available to spend with friends and family 
	1
	2
	3
	4
	5
	6
	7

	8
	Paper work
	1
	2
	3
	4
	5
	6
	7

	9
	Eating healthy at work
	1
	2
	3
	4
	5
	6
	7

	10
	Finding time to stay in good physical condition
	1
	2
	3
	4
	5
	6
	7

	11
	Fatigue (Tiredness) due to shift work, over-time etc.
	1
	2
	3
	4
	5
	6
	7

	12
	Occupation-related health issues (e.g. back pain)
	1
	2
	3
	4
	5
	6
	7

	13
	Lack of understanding from family and friends about your work
	1
	2
	3
	4
	5
	6
	7

	14
	Making friends outside the job
	1
	2
	3
	4
	5
	6
	7

	15
	Upholding a “higher image “ in public 
	1
	2
	3
	4
	5
	6
	7

	16
	Negative comments from public
	1
	2
	3
	4
	5
	6
	7

	17
	Limitations to your social life 
	1
	2
	3
	4
	5
	6
	7

	18
	Feeling like you are always on the job
	1
	2
	3
	4
	5
	6
	7

	19
	Friends / family feel the effects of the stigma (dishonor) associated with your job
	1
	2
	3
	4
	5
	6
	7

	20
	Heavy workload
	1
	2
	3
	4
	5
	6
	7

	21
	Making a decision on how to implement my missions
	1
	2
	3
	4
	5
	6
	7
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	Bureaucratic methods and inadequate specific policies/procedures
	1
	2
	3
	4
	5
	6
	7

	2
	The feeling that different rules apply to different people (e.g. favouritism)
	1
	2
	3
	4
	5
	6
	7

	3
	Feeling like you always have to prove yourself to the organization
	1
	2
	3
	4
	5
	6
	7

	4
	Excessive administrative duties
	1
	2
	3
	4
	5
	6
	7

	5
	Constant changes in policy / legislation
	1
	2
	3
	4
	5
	6
	7

	6
	Staff shortages
	1
	2
	3
	4
	5
	6
	7

	7
	Dealing with co-workers
	1
	2
	3
	4
	5
	6
	7

	8
	Too much computer work
	1
	2
	3
	4
	5
	6
	7

	9
	Lack of training on new equipment 
	1
	2
	3
	4
	5
	6
	7

	10
	Dealing with supervisors
	1
	2
	3
	4
	5
	6
	7

	11
	Inconsistent leadership style
	1
	2
	3
	4
	5
	6
	7

	12
	Lack of resources
	1
	2
	3
	4
	5
	6
	7

	13
	Too much internal investigations
	1
	2
	3
	4
	5
	6
	7

	14
	Leaders over-emphasize the negatives (e.g. evaluations, complaints)
	1
	2
	3
	4
	5
	6
	7

	15
	Unequal sharing of work responsibilities 
	1
	2
	3
	4
	5
	6
	7

	16
	The need to be accountable for doing your job
	1
	2
	3
	4
	5
	6
	7



Appendix B

دراسات  في إدارة التوتر بين موظفي الشرطة في الإمارات العربية المتحدة
سيدي / سيدتي:
أنا طالبة في مرحلة الدكتوراه في جامعة أبو ظبي وأجري حالياً بحثاً بعنوان "دراسات  في إدارة التوتر بين موظفي الشرطة في الإمارات العربية المتحدة". هدف هذه الدراسة هو استكشاف العوامل المتعددة التي تسبب التوتر حسب  الإدارات و الأقسام المختلفة لقوة شرطة الإمارات العربية المتحدة. تسعى الباحثة للحصول على مساعدتكم لإتمام هذه الاستبانة التي سوف تُستخدم لجمع البيانات الأساسية الضرورية لدراسة بحثية. يؤكد مؤلفو الدراسة أنه لن يتم تحديد أي فرد من خلال إجاباتهم وأنه ليس هناك طلب لأي بيانات سرية في الاستبانة. سيستخدم المؤلفون نتائج الدراسة بشكل حصري لغايات أكاديمية فقط. 

شكراً لكم لتعاونكم

تحياتي

مريم الهاشمي
1047542@adu.ac.ae

	

القسم الأول: معلومات ديموغرافية
	معلومات ديموغرافية

	1. الجنس 
☐ذكر
☐أنثى

	2. الفئة العمرية
☐ 20-29 سنة
☐ 30-39 سنة
☐ 40-49 سنة
☐ 50 سنة وأكثر

	3. الوضع العائلي
☐ أعزب
☐ متزوج
☐ متزوج ولدي أطفال
☐ مطلق
☐ مطلق ولدي أطفال

	4. الفئة الوظيفية
☐ قيادي
☐ إشرافي
☐ تنفيذي – فني - إداري

	5. الرتبة
☐    أفراد الشرطة ( شرطي – عريف -  رقيب - رقيب أول - مساعد – مساعد  أول)
☐  الضباط ( ملازم - ملازم أول -  نقيب – رائد)
☐  القادة ( مقدم – عقيد - عميد - لواء – فريق)

	6. مجمل سنوات الخبرة في قوة الشرطة
☐ أقل من خمس سنوات
☐ 5-10 سنوات
☐ 11-15 سنة
☐ 16-20 سنة
☐ 21 سنة وأكثر

	7. المستوى التعليمي
☐ أقل من الثانوية
☐ ثانوية
☐ دبلوم
☐ بكالوريوس
☐ ماجستير &  دكتوراه

	8. الجهة ( الإدارة أو القسم ) الذي تعمل فيه حالياً
☐ إدارة  المهام الخاصة
☐ إدارة المرور والدوريات
☐ قسم مسرح الجريمة
☐ إدارة التحريات و المباحث الجنائية 
☐ مراكز الشرطة الشاملة
☐ إدارة مكافحة المخدرات
☐ إدارة  العمليات
☐ إدارة المؤسسة العقابية و الإصلاحية
☐ إدارة ترخيص الآليات والسائقين




القسم الثاني: استبانة مقياس التوتر

كوبر و مارشل (1976) ، ماكريري وتوماسون (2006)
التعليمات: هناك قائمة عناصر في الأسفل تصف التحديات  و عوامل الإجهاد و التوتر ( الفردية و التشغيلية والتنظيمية ) المختلفة التي تواجهها حالياً في عملك. يرجى  التكرم  بتحديد مقدار التوتر الذي قد سببه كل عنصر  لك خلال العام الماضي حتى تاريخه  باستخدام المقياس المتكون من سبع تدرجات في الأسفل.

	7
	6
	5
	4
	3
	2
	1

	دائماً يوجد توتر 
	عادة ، يحدث ذلك بنسبة  90 ٪ 
	في كثير من الأحيان  يحدث ذلك بنسبة
 70 ٪ 
	في بعض الأحيان ، يحدث ذلك بنسبة
  50 ٪
	في بعض الأحيان ، يحدث ذلك بنسبة  30 ٪ 
	نادرا  ما يحدث ذلك  بنسبة  أقل من 10 ٪ 
	لا يوجد توتر على الإطلاق













عوامل الإجهاد  و التوتر المرتبطة بالعمل

	1
	المشاركة في المناوبات 
	1
	2
	3
	4
	5
	6
	7

	2
	العمل منفرداً في الليل لإنجاز العمل 
	1
	2
	3
	4
	5
	6
	7

	3
	طلبات العمل الإضافي  المستمرة خارج  وقت العمل
	1
	2
	3
	4
	5
	6
	7

	4
	خطر الإصابة في العمل
	1
	2
	3
	4
	5
	6
	7

	5
	العمل في فترة العطلات
	1
	2
	3
	4
	5
	6
	7

	6
	إدارة حياتك الاجتماعية خارج نطاق العمل 
	1
	2
	3
	4
	5
	6
	7

	7
	عدم وجود وقت كافي لإمضائه مع الأهل والأصدقاء
	1
	2
	3
	4
	5
	6
	7

	8
	كثرة الأعمال الورقية
	1
	2
	3
	4
	5
	6
	7

	9
	صعوبة الإلتزام بتناول الأطعمة الصحية في العمل
	1
	2
	3
	4
	5
	6
	7

	10
	صعوبة إيجاد وقت للمحافظة على حالة بدنية جيدة
	1
	2
	3
	4
	5
	6
	7

	11
	التعب  بسبب عمل المناوبات والعمل الإضافي، إلخ...
	1
	2
	3
	4
	5
	6
	7

	12
	مشاكل صحية متعلقة بالعمل (ألم الظهر مثلاً)
	1
	2
	3
	4
	5
	6
	7

	13
	عدم تفهم أسرتك وأصدقاءك لعملك
	1
	2
	3
	4
	5
	6
	7

	14
	صعوبة تكوين الصداقات خارج العمل
	1
	2
	3
	4
	5
	6
	7

	15
	مسؤولية  إبراز موظف الشرطة كقدوة الحسنة بصورة مستمرة  بين المجتمع 
	1
	2
	3
	4
	5
	6
	7

	16
	التعامل المستمر مع ملاحظات و شكاوي  المجتمع
	1
	2
	3
	4
	5
	6
	7

	17
	محدودية أو عدم وجود   حياة إجتماعية بسبب ظروف العمل 	
	1
	2
	3
	4
	5
	6
	7

	18
	الشعور أنك دائماً على رأس عملك
	1
	2
	3
	4
	5
	6
	7

	19
	شعور  الأصدقاء / عائلتك بعدم أهمية  عملك في الشرطة
	1
	2
	3
	4
	5
	6
	7

	20
	عبء  ضغط العمل المستمر  
	1
	2
	3
	4
	5
	6
	7

	21
	ضرورة  اتخاذ قرار حول كيفية تنفيذ واجباتك الوظيفية باستمرار
	1
	2
	3
	4
	5
	6
	7













عوامل الإجهاد و التوتر المرتبطة بالمنظمة

	
1
	الأساليب البيروقراطية / السياسات / القرارات  المحددة  و الغير ملائمة لوضع العمل 
و الموظفين
	1
	2
	3
	4
	5
	6
	7

	2
	الإحساس بأن هناك قواعد مختلفة تنطبق على أشخاص مختلفين (تفضيل أشخاص على أشخاص آخرين)
	1
	2
	3
	4
	5
	6
	7

	3
	الإحساس أنه عليك إثبات نفسك للمنظمة بشكل دائم
	1
	2
	3
	4
	5
	6
	7

	4
	كثرة الواجبات الإدارية المبالغ فيها 
	1
	2
	3
	4
	5
	6
	7

	5
	التغييرات  الدائمة  في السياسات / القوانين / القرارات / التعليمات 
	1
	2
	3
	4
	5
	6
	7

	6
	نقص في عدد الموظفين
	1
	2
	3
	4
	5
	6
	7

	7
	التعامل مع زملاء العمل 
	1
	2
	3
	4
	5
	6
	7

	8
	كثرة  الأعمال التقنية  و الحاسوبية 
	1
	2
	3
	4
	5
	6
	7

	9
	عدم وجود تدريب للموظفين  على  الأجهزة  و المعدات  و الإجراءات   الجديدة
	1
	2
	3
	4
	5
	6
	7

	10
	ضرورة التعامل مع  القياديين  أو المشرفين و المسؤولين 
	1
	2
	3
	4
	5
	6
	7

	11
	أسلوب القيادة المختلف  بين القادة
	1
	2
	3
	4
	5
	6
	7

	12
	عدم وجود الموارد الكافية  لإنجاز العمل 
	1
	2
	3
	4
	5
	6
	7

	13
	وجود تحقيقات  و محاكمات داخلية مفرطة
	1
	2
	3
	4
	5
	6
	7

	14
	إفراط  القادة في التركيز على السلبيات (مثل الشكاوي والتقييمات)
	1
	2
	3
	4
	5
	6
	7

	15
	مشاركة مسؤوليات العمل بشكل غير متساوي
	1
	2
	3
	4
	5
	6
	7

	16
	التعرض للمساءلة عند القيام بعملك
	1
	2
	3
	4
	5
	6
	7
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