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Abstract

Police officers have one of the most stressful jobs in existence. However, information pertaining

to stress management programs is limited, especially within a Canadian context. Furthermore,
little is known about the processes through which officers cartgtrair perceptions of stress

and stress management since the literature has mainly focused on enumerating the frequency of
existing stressors. The present study addresses these limitations by conducting a content analysis
of 24 indepth interviews withfficers from a law enforcement agency in Ontario. By drawing

on symbolic interactionism, thresent study concludésat police officers gravitate toward the
Ameo or the socialized aspect of the self (Go
stress and stress management in order to protect their image and avoid stigmatization. Policy
implications based on these findings are presented at the end of the study, along with directions
for future research.



Acknowledgements

This research is dedicated to all police officers and first responders who put their lives on the line
each and every day to keep our communities safe. Thank you for your dedication and bravery.

To my thesis supervisor, Professor Michael Kentipank you foryour guidance over the past
threeyears. Your unwavering support and insightful suggestions have allowed me to become a
better writer and researcher. It was a privilege working with you.

To my thesis examiners, Jon Frauley and Holly Johrtkank you for taking the time to provide
me with the most constructive feedbgmssible This thesis would not have beesmplete
without your input.

To my parents, Carmela and Silvano, and my sistmmnessathank you for encouraging me to
challenge myself, follow my dreams, and never give up even when the going gets rough. | would

not have been able to follow through with my

and support.

To my cousin, Fnaca, thank you for taking me in and letting me stay with you whunducted
my interviews. | would not have been able to complete my resedarchif wer en 6t f or
hospitality.

To my friends and colleagues, thank you for pigttup with me over thegst threeyears. Your
words of encouragement kept me sane during the difficult times and | am truly grateful for that.

| would also like to recognize my little dog, Nico. He kept me company throughout the research
process anthadeeventhe mosttedioustasksenjoyable. | would not have been able to get
throughthe endless nights of reading amdting without him.Thank you, Nico!

Most importantly, | would like to thank all of the police officers who participated in the present
study. | t €hare certain pees@nal gxperiences with a stranger. Knowing this, | thank
you all for trusting me with youperspectives and for believing that together we could make a
difference. | truly hope | have done your stories justice.



Table of Contents

ABSTRACT ..ottt ettt e e et e e e e e b e e e e s amee e e e e ii
ACKNOWLEDGEMENTS ..ottt eemii et smmes e e e nnnnneeed iii
TABLE OF CONTENTS. ...ttt e e e v
CHAPTER 1: INTRODUCTION ...ooiiiiiiiiiiiiiieeeeeeieemiii et smmen e e 1
1.1 THE PURPOSE & SIGNIFICANCEOF THE PRESENT STUDY........cccovviiinnen. 1.
L.20OVERVIEW .. .ottt e e e s mnnss e e e e e e 4
1.3CHAPTER SUMMARY....coiiiiiiiiiiiiie et eeei ettt mem e e e e e es 5.
CHAPTER 2: LITERATURE REVIEW ...t 6
2. L WHAT IS STRESS?....ceeiiiie ettt eeeee e e snnrae e e e e e s nnnsanees 6
2.2WHAT IS STRESS IN POLICING?2....ccciiiiiiiiiiiie e eeeeeeee et emmee e 9
2.3 WHATKINDS OF STRESS MANAGEMENT PROGRAMS ARE AVAILABLE TO
POLICE OFFICERS?.... ..ottt e 18
2.4HOW DOPOLICE OFFICERS COPE WITH THEIR ENVIRONMENTS.......... 25
2.4.1The Traditional Occupational Police Culture............c.ccovvvviiieecnnnnnnee. 28
2.4.2Sources oWVariation in Police Culture.............cccccvvvviiiieeeriiiiiiiiieeee. 30
(1) OrgaNIZALIONS........uuuiiiiiiiiiiiii et e e e e 30
(1) RANK ... e e e 31
(iii) Police Officer Style........oooiiiiiiiiree e 32
(iv) Race and GENAEL.........uuiiiiiiii e eeee e 32
(v) Philosophical Orientation of the Organization..................ccvvveeee. 34
2.5 THEORETICAL FRAMEWORK..... .ottt 35
2.5.1Symbolic INteractioniSM..........ccovuiiiiiiiiiiieeme e eeee e 37
2.6 THE PRESENTSTUDY ..ottt ieet ettt e e 47
2.7 CHAPTERSUMMARY ..ottt ieee et ammme e a e e 49
CHAPTER 3: METHODOLOGY ...ttt rmmee et 50



3.1 METHCDOLOGICAL APPROACH......ccoiiiiiiiii e eeen s 50

3.2 METHOD OF DATA COLLECTION: THE SEMETRUCTURED

INTERVIEW ...ttt ettt ettt e e e e e e e e e e e e e e s e s s e rmmme e e e e e e e s n e 52
3.2.1 The Data ColleCted............ooeviiiiiiiiiieeeeeeeir s 54

3.3 THE DATA COLLECTION PROCESS......cco it eeeee e e et 57
3.4 METHOD OF DATA ANALYSIS:QUALITATIVE CONTENT ANALYSIS ....... 58
3.5 THE DATA ANALYSIS PROCESS......cot i eeemr et rnen e 62
3.6 ETHICAL CONSIDERATIONS..... oo eeree et 64
3.7 CHAPTER SUMMARY ...ttt ettt e et ameee e et e e e eaa e e e enan s 67
CHAPTER 4: PRESENTATION OF FINDINGS ..o 68
4.1 SOURCES OF STRESS IN POLICING.......i i 68
4.1.1 OperatinalandOrganizational Demands...............cccoovvvvvieeeiee e, 68

(i) Common Organizational Sources of Police Stress..................... 69

(i) Common Operational Sources of Police Stress............ccceevvvvees 73

4.1.2 WOrkLife CONFlICT......coeeeiiiiiiiiiii e ceeer e 76

4.1.3 PUDIIC SCIULINY......ceiiiiiiiiiii e e e e e e e e 77

4.1.4 Travel/COMMULE...........uueiiiiee e e e e e e e e e e e s emenns e e e e e e eeeeeeeeeee d O

4. 2 OFFI CERS6 COPIL.NG..STRAITEGIL.ES...........80
4.2.1 PrEaCtivVe TACHCS.......coeiiieiiiriiiiiiieeesiiiieieseee e eeee e e e s snesseeeeeeeeaeaeeeeens 80
4.2.2DIVErSioNary TACHCS ...cccuuiieeeeiiiei i eeiemee e eee e 82

4.2.3 Individual Differences in Coping Mechanisms............cccoeeeeeevieeeceennnn. 84

4.3 OFFI CERSO6 PERCEPTI ONS OPROGARE S.SS8MANAGE ME

4.3.1 Counselling via Empleg Assistance Programs (EAPS).................... 86

(i) Officersdé | deal..Caouns.el.l.i..B8 Servic
4.3.2 WellNeSPrograms. .....cooeieeieeiiiiie e e e 90

(i) Officersoé | deal..Wel.l.ness..B2rogr ams
4.3.3Critical Incident Stress Debriefing (CISD) Programs.............ccccuvvvvvns 93

(i) Officersoé Il.deal..Cl.S.D..Rr.og.B5ams
4.3.4 Peer SUPPOIt ProgramiS..........oooeeeiiieiiiiieeen et 96

MHOof ficersd I deal PReer..Suppol.t.97Pr ogr ams

4. 4 OFFI| CER SFOR BIHNS/SIOMNISING STRESS MANAGEMENT

PROGRAMS ...ttt ettt e et e e e e et et et ettt annnnn s a8
4.4.1 Reasons for Using Stress ManagetiPrograms............ccccceeeeeeevveeennnn. 98
4.4.2 Reasons for Not Using Stress Managememgrams............cccccccvveeeeennn 99



4. 5 OFFI CERSO | DEAL STRESS MANAGEMEIRZT | NI T1 A
4.6 CHAPTER SUMMARY ... .ottt 106
CHAPTER 5: DISCUSSION & ANALYSIS ..o 107

5.1 OFFI CERSG6 CONSTRUC.IIL.ON..OF..0.REA.LIDT YO

5.2 IMPRESSION MANAGEMENTAND THE PERFORMANCE..........ccccoeeiienen. 114
5.3 OFFI CERSO :REWBEKTNTERMASTIONIST

PERSPECTIVE. ...t 116
5.4 IMPRESSION MANAGEMENT ANDSTIGMA ......ciiiiiiiiiiiee e 12
S.5CHAPTER SUMMARY. ..ottt eteerrn e 125
CHAPTER 6: CONCLUSION ..ottt e 126
6.1 THE SCHOLARLY SIGNIFICANCE OF THE PRESENT STUDY................. 126
6.2 THE PRACTICAL SIGNIFICANCE OF THE PRESENT STUDY................... 128

6.3 STRENGTHS, LIMITATIONS & DIRECTIONS FORUTURE RESEARCH...132

6.4CHAPTER SUMMARY. ..ottt rene e 135
REFERENCES.......o et 136
APPENDICES. ... oot e 145
APPENDIX A: RECRUITMENT LETTER.....cooiiiiiii e 145
APPENDIX B: INTERVIEW GUIDE .......cooo it 146
APPENDIX C: CONSENT PRM .....ccoiiiiiiiiiiiiiiimmeeee e 151
APPENDIX D: CODEBOOK .....uuuiiiiiiee ettt eeeei ettt e 155
APPENDIX E: DEBRIEFNG FORM......coiiiiiiiiiiiiiiiiieee e 162
APPENDIX F: ETHICS APROVAL NOTICE.......uuiiiiiiiiieeeeeeeieeeee e 164
APPENDIX G: TABLES . ... ee e e 166

Vi



List of Tables

Table 1: Frequency of Operational & Organizational Demands by Participant...166
Table 2: Frequency of Operational & Organizational Demands by.Rank............ 166
Table 3: Frequency of Office Politics by Rank ... 167
Table 4: Frequency of Exposure to Dangefr@uma by Rank...................ovvvvnneeee. 167
Table 5: Frequency of Exposure to Vulnerable Victims by Parental Status........ 167
Table 6: Frequery of WorkLife Conflict by Gender..............oooovvviiiiiiiccceieeeeeiiins 167
Table 7: Frequency of Humour by Rank.........cccoooiiiiiiiiiceen e 167
Table 8: Fequency of Diversionargnd Preactive Tacticsby Gerder....................... 168
Table 9: Fequency of Diversionargnd Preactive Tacticsby Race........................ 168
Table 10: Officers That Used/ Did Not
PersoNality TYPE. .o e 168
Table 11.0f f i Reagorss for Seeking Help (Via EAR)..........cooooiiiiiiiiiieeen e 169

vii

t

h e



Chapter 1.

Introduction

Police officergend to have one of the most stressful jobs in existence (Brown &
Campbell, 1994; Paton, Violanti, Burke & Gehrke, 2009). In addition to routine strdasors,
enforcemenpersonneimay be exposed to potentially hfereatening circumstances (Brown &
Campbell, 1994). As a result of this exposure, police officers may also become vulnerable to
physical or mental ilinesses (Ainsworth, 2002; Brown & Campbell, 1994; Madonndl® Ke
2002). Although physical or mental illnesses may arise due to stress associated with police work,
a vast majority ofaw enforcement personniglil to seek help due to the stigma associated with
available programs (Lanterman, Boyle, Pascarella & FU20; Paton et al., 2009). In order to
avoid being stigmatized, police officers may decide temselflicate through the use of alcohol
and drugs (Lanterman et al., 2010; Paton et al., 2009). This is problematic since substance abuse
can lead to absentem, early retirement, and an overall decrease in work performance
(Ainsworth, 2002; Brown & Campbell, 1994; Madonna & Kelly, 2002; Paton €2@09). In
extreme casesfficers may commit suicide to alleviate weridated stress (Baker, 2010; Paton
et d., 2009). According to Lanterman et al. (2010), the suicide rate for police officers continues
to be higher than the suicide rate for the general population, proving thatelated stress in
policing should not be ignored.

1.1 ThePurpose &Significarce of the Present Study

While research pertaining to stress in police work has been identified in the existing
literature, it remains incomplete. According to Abdollahi (2002), the current state of knowledge
on stress in policing is limited because it laektheoretical foundatipacademicsnainly focus

on listing thefrequencyof existingstressors in policingnd accentuatintpe relationship



bet ween these stressors and officersd demogr a
Someresearches, on the other hand, tend to emphasiz
strategies and demographic characteristics, while others tend to embrace the conceptual
framework of police culture to describew police officercope withtheir workenvironments
Scholarsalsotend toassesshe effectiveness of various stress management programs by
comparing officerso6 physiatadngfolpwingtheirol ogi cal ,
engagement with theggogramsByY limiting their focus however,academicdail to apply
broader criminological or sociological theoretical frameworks to explain the pestessugh
whicho f f i pereept®rés and behaviours emerge, develop, and change. Consequently, the
present study seeks to develop possible crimgioéh and sociological explanations of stress
and stress management in policing by examinin
interactionist perspectiv8y referring to the symbolic interactionist framewattkis study will
be bette able to understal the wag in which officers interacamongsthemselves and others in
order to construct their perceptions dhdir coping strategies

According to the literature, there are two main sources of police stress: operational
demands (those that are specific to policing) and organizational demands (those generated by the
hierarchical nature of the profession) (Brown & Campbell, 1990; BrovetdiRg & Grover,
1999; Kohan & Mazmaan, 2003; Violanti & Aron, 1993, 1994995). While both operational
and organizational demands are prevalent in policing, researchers fail to explore other possible
sources of police stress such as the criminal gistystem (Anderson, Swenson & Clay, 1995;
Daniello, 2011; Duxbury & Higgins, 2012; Finn & Tomz, 1997; Pozzulo, Bennell, & Forth,
2009), the media and/or the public (Anderson et al., 1995; Duxbury & Higgins, 2012)lifeork

conflict (Duxbury & Higgins, 202), and commuting to and from work (Brown & Campbell,



1990) . Consequently, the present study seeks
accounts of stress in order to determine whether or not alternative sources of police stress exist.
Since thedefinition of stress in policing is focused on operational and organizational

demands, researchers often compare theatwidp in doing sdhave discovered that

organizational demands are more distressing than operational demands (Kohan & Mazmanian,

2003;Lanterman et al., 2010; Paton et al., 2009; Pozzulo et al., 2009). Nevertheless, programs

offered by law enforcement agencies tend to address operational demands as opposed to

organizational demands (Brown & Campbell, 1994; Goldstein, 2006; Madonna & Rel§).

While these programs are commoihplemente by law enforcement agencies, the literature

fails to consider whether or not police officers perceive them as helpipresent study seeks

to better understand existing stress management prognarder to determine whether or not

they are perceived as wuseful i n addressing po
In examining the issue of stress in police work, many researchers have proposed a series

of recommendations based on their findings. Upamening worklife conflict and officer well

being in Canada, for instance, Duxbury and Higgins (2012) found that officers had very little

control over their work hours and managers rarely provided them with career development

opportunities. Duxbury and Hgins suggested that Canadian police organizations increase the

level of flexibility and control that officers have over their work hours and train managers to

become more supportive. While these recommendations are legitimate, they do not originate

from dfficers themselveslhe present study seeks to better understand the ways in which police

officers would design their own stress management programs in order to develop a series of

recommendati ons based on police officerso6 per



By addressing the abovraentioned research objectives, the present study can enhance
our understanding of symbolic interactionism
management, making the results from this study academically and pradigaificant. On an
academic level, results from the present study can be used to better underfsthndsoaalys 6
mediated perspectives and how they develop aadgghthrough social interactiohheresults
can also be used to further develop ouransthnding of symbolic interactionism, including the
specificprocesssthrough which identity management ahe tonstruction of meaning take
place. On a practical level, results from the present study can be used to influence policy reform.
By sharing their perspectives, officers are able to encourage police organizations to strengthen
existing stress management programs so that these programs better address their needs.

1.2 Overview

The following chapter (Chapter 2) is devoted to examining the different ways in which
stress in police work has bestudied andlefined in the literature. Various sources of police
stress are also conceptualized. In addition, Chapter 2 focuses on dgstwbiypes of stress
management programs that are typically available to police officers suohresetling, wellness
programsgritical incidentstressdebriefing (CISD) programs, and peer support prograinis.
chapteralso draws ompolice culture tdllustrate the ways in which officers cope with their
environmentskFrom there, the tenets of symbolic interactionism are described, forming the basis
of the resear cher the chaptethenrcadludes byl outliningaha eesearchk .
questions o be explored, along with the researcher
methodological framework and the qualitative research design used to eRpltopit of stress
in policing Furthermore, the data collection and analysis process is thtyaxgthained. From

there, the strengths and limitations associated with-seogtured interviews and content



analysis are also acknowledged. Lastly, details pertaining to participant recruitment and the study
population are introduced, along with theiedhsafeguards undertaken to protect officers

involved inthisst udy. Chapter 4 presents the results p
and stress management progr ams, along with th
management progms and initiatives. Furthermore, reasons for using or not using existing stress
management programs are explored, along with preferred coping straBgipser fanalyzes

these findings in relation to the symbolic interactionist framework outlineckihténature

review. By analyzing these results, the researcher is able to conclude that affices to
gravitate tootheasoclizad aspectiohtre gelf (Goffman, 1988n constructing

their perceptions anttheir coping strategieso that they can protect their reputaiand avoid

stigmdization The final chapter (Chapter 6) reviews the purpose and significance of the present
studyFrom t here, policy i mplications based on of
managementprgr ams ar e presented. The chapter then
limitations, along with directions for future research.

1.3 Chapter Summary

In this chapter, presented the current state of knowledge on stress in padioohg
expressed he need t o e xeptonsrom asymbolic nteractodist peespective. |
thenconcluded with an overview of the remaining five chapters of this thesis. In the following
chapter, | conceptualize the topic of stress in policing and intrddeaesearch goals and

objectives based ohé apparent gaps in theerature.



Chapter 2:

Literature Review

In this chapter, | introduce the concept of stress and contextualize it within the field of
policing. | then describe the stress managemesgrams available to police officers. From
there, | refer to the literate on police culture to describew police offcers typically cope with
their workenvironmentsl then introduce my theoretical framewaksymbolic interactionism,
along with my research questions and objectives, in order to situate and guide the present study.

2.1 What is Stress?

According to Cooper, Dewe, and O6Driscolll
variety of meanings to different people. Stress,ristance, has been traditionally defined in the
literature as a stimulus, a response or the result of an interaction between the two (Brown &
Campbell, 1994; Stinchcomb, 2004). More recently, however, stress has also been defined as a
transactiori a catinuous, evechanging process through which individuals engage with their
environment and perceive it as stressful (Cooper et al., 2001; Jones & Bright, 2001).

While stress is a concept that originated from the fields of physics and engineering, Hans
Sdye was the first to conceptualize the term in relation to human subjects (Le Fevre, Matheny &
Kolt, 2003; Stinchcomb, 2004; Toch, 2002; Webb & Smith, 1980). It is for this reason Selye has
become known as the founder of stress research. With a backgnduiabbgy, Selye began to
develop and view the concept of stress in physiological terms. According to Selye (1974), stress
i s defined as the Anonspecific response of th
some extent, certain demands made ortiman body are specific. For instance, heat produces
the specific response of sweating and cold produces the specific response of shivering.

Evidently, every demand on the body produces a unique physiological response. However, these



demands shareonethy i n common: they increase the body
functions so that homeostasis can be restored. Regardless of the demand or the stimulus, the
human bodyds response will always be to adapt
univeisal,lnons peci fic response. The only thing that

which ultimately depends on the intensity of the demand for adjustment.

Al t hough Selyeb6s research has influenced o
criti ci zed for being too simplistic. According t
of stress fails to acknowledge the bodyods psy
addition, Selyeds concept ual idzsa tpihoyns i cofl osgtirceasls

to stress rather than the environmental conditions (e.g., stressors) that cause the stress itself
(Stinchcomb, 2004). In order to address the second criticism, researchers adopted a stimulus

based approach by measuring life evéresx t er nal , veri fiable changes
and personal environment (Jones & Bright, 2001). By doing so, researchers were able to define
stress as something that is imposed on an individual from the outside.

While demanding environmental maitions influence the level of discomfort felt by
individuals, the stimulubased approach to stress has been criticized because it fails to explain
why individuals experience different levels of psychological discomfort after being exposed to
the same ghulus (Cooper et al., 2001; Jones & Bright, 2001; Stinchcomb, 2004). Furthermore,
the stimulusbased approach does not take into account the possible individual differences in
personal attributes (e.g., personality) that may also be responsible folgvasonses to stress
(Cooper et al., 2001; Webb & Smith 1980). Due to these discrepancies, an interactional approach

to stress was developed (Ainsworth, 2002; Brown & Campbell, 1994; Chan, 2007).



According to Jones and Bright (2001), the interactionat@gh defines stress in relation
to environmental factors and individual responses to such factors. More specifically, the
interactional approach states that stress res
environment andithetonddyuduat 6st hbsk demands
252). Therefore, the interactional approach views stress as the behavioural, physiological, and/or
psychological outcomes that are experienced in response to distressing environmental conditions.
Baseal on this understanding, researchers who adopt this approach seek to examine the cause and
effect relationship between various stimuli (e.g., workload) and the resulting behavioural (e.g.,
decrease in job performance), physiological (e.g., heart disaasé)r psychologicdk.qg.,
anxiety)outcomes that are experienced (Stinchcomb, 2004). Despite its contribution, the
interactional approach has been criticized for focusing too much on identifying the cause and
effect relationship between two variablescassted with stress (Cooper et al., 2001). By limiting
its focus, the interactional approach fails to consider the ongoing relationship between the
individual and the environment, as well as the endless variables that influence the outcome of
stress. Lasyl, researchers who adopt the interactional approach have also been criticized for their
tendency to measure threatening demands and the presence of individual outcomes without
examining the perceptions of those who have been affected (Jones & Bright, 2001)

Following thesecriticisms, the conceptualization of stress has evolved even further,
resulting in the development of the transactional approach or the transactional theory of stress.
Lazarusand Folkmap 1 984) , supporters of the transacti o
relationship between the person and the environment that is appraised by the person as taxing or
exceeding his or her resources and endangering hisorhdswell n g0 ( p .wortl®9the. 1 n o

transactional approach recognizes that stress is a complex multivariate process in which an



infinite number of factors shape an individua
personality factors, the way in which one appraisegtivronment, and the way one copes with

stress. According to the transactional perspective, however, the experience of stress is not static;
the continual interplay between the individua
stress to change aveéme (Coopeet al., 2001; Jones & Bright, 2001).

2.2 What is Stress in Policing?

Like stress research itself, research pertaining to stress in police work has yet to
conceptualize the Atrueodo meaning ofintarmsrokess. S
the sources or causes of such stress, while others define stress in terms of the interaction between
police officers and the environment (Brown & Campbell, 1994). Regardless, stress in police
work is most commonl y etedibyindigidlalsaas a reshlteof ntoding a i n
able to deal with the demands of the disrupti
results from exposure to such taxing environmental conditions can be experienced
physiologically or psychologidig (Brown & Campbell, 1994; Chan, 2007; Shane, 2010).
According to Anderson et al. (1995), physiolo
occur in the body as a result of a stressful
and dabetes are examples of physiological stress (Ainsworth, 2002; Lanterman et al., 2010;
Pozzulo et al., 2009) . Psychol ogical stress,
that occur i n response t osuch&andet, dépregsiamaheé r son e
posttraumatic stress disorder (PTSD) (Brown & Campbell, 1994; Paton et al., 2009; Pozzulo et
al., 2009).

While a universal definition of stress in police work has yet to be agreed upon, the

majority of researchers believe thlaére are two main sources of stress (e.g., stressors) in



policing: operational demands or acute stressors and organizational demands or chronic stressors
(Brown & Campbell, 1994; Dabney, Copes, Tewksbury & Hawkirtelot, 2013; Kohan &
Mazmanian, 2003; Ran et al., 2009). According to Pozzulo et al. (2009), operational demands
are the fAistressors relating to the job itself
those that are specific to strdetel police work, such as the threat of phykstanger and the
potential exposure to disturbing or traumatic events (Dabney et al., 2013; Gershon, Barocas,
Canton, Li & Vlahov, 2009). Other examples of operational demands include the
unpredictability associated with the job, exposure to violence winiking on the streets, and
witnessing the murder of a fellow officer (Chan, 2007; Lanterman et al., 2010). Since they tend
to be unpredictable, exposure to any of these operational demands may cause officers to
experience acute streésgnmediate stresthat individuals experience in response to critical,
unexpected incidents that are beyond their control (Anderson, Litzenberger & Plecas, 2002).
Examples of acute stress may include anxiety, depression, and symptoms associated with post
traumatic stressdior der . Al t hough they can have a signi
and weltbeing, operational demands are considered low frequency events because they do not
take place on a regular basis (Lanterman et al., 2010). In addition, acute stsedshgau
operational demands tends to have a steonh impact on those who are affected. If officers do
not access available services to help them cope with the incident, however, acute stress can
develop into chronic, lonterm distress (Waters & Usser)(7).

According to Paton et al. (2009), organi za
can include administrative issues as well as demands on officers generated by the bureaucratic,
hierarchical nature of t hemapdsterdéesngolveoroutne ( p. 30

tasks associated with the organizational structure of the police agency. Examples of

10



organizational demands include shiftwork, inadequate supervision, poor communication between
patrol officers and supervisors, insufficieatards, and lack of career development or
advancement (Lanterman et al., 2010; Madonna & Kelly, 2002; Pozzulo et al., 2009). Station or
force politics, otherwise known as office politics, can also be considered an organizational
demand in policing (Brown &ampbell, 1990). According to Vigodaadot (2007), office
politics refers to the behaviours that maximize-gsgkrests and conflict with collective
organizationalgoald. n Br own and Campbell 6s (1990) study,
officers (n= 954) were exposed to station or force poliinslat least 50 percent of these
officers reported instances of felt stre&s.a resultpolice constables were more likely to be
stressed by station or force politics compared to sergeants and senioersanag

In this same study, keeping up with new technology was also considered an
organizational demand. According to Brown and Campbell (1990), between 20 and 49 percent of
officers (n = 954) in their study were exposed to technological changes and ktheiveas
stressful. I n Duxbury and Higginsdéd (2012) stu
advancements was not perceived as stressful. Instead, police officers stated that stress resulted
from the added workload attributed to technological advaro&{e.g., accessing wer&lated
e-mails from home). This added workload also appeared to increase wittb8greecent of
officers belonging to the command rank reported that their workload increased as a result of
technology compared to 30 percenbfificers belonging to the constable rank.

Unlike operational demands, organizational demands are considered high frequency
events because they are more common and more widespread (Lanterman et al., 2010). Although
organizational demands are not necessamumatic in comparison to operational demands, the

accumulation of organizational demands may cause police officers to experience chronic stress

11



or longterm distress in the form of physiological ailments (e.g., heart disease) or psychological
strain (eg., depression). While acute stress caused by operational demands appears to be the
most serious form of distress, both acute and chronic stress can leadtertoqdnysical or
psychological consequences (Lanterman et al., 2010; Paton et al., 2009).

Although serious lonterm physical and psychological consequences may result from
stress, individual experiences of stress may also vary (Ainsworth, 2002; Brown & Campbell,
1994; Daniello, 2011; Gershon, et al., 2009). This is because situations aressftisin
themselves; fAstress results from an i mbal ance
individual and his or her perceived response
other words, different people respond to incidents in @iffeways. Two police officers arriving
at a gruesome crime scene, for instance, may develop different reactions; one may be unaffected
by the tragedy while the other may develop symptoms associated witnguosatic stress
disorder. Stress may also regiilie to individual differences in personal attributes (Abdollahi,

2002). According to Kirmeyer and Diamond (1985), police officers with Type A personality
traits (e.g., high sellemand for achievement, competitive, cynical, suspicious, aloof) tend to
actvely appraise a stressful situation as one that can be changed. Officers with Type B
personality traits (e.g., necompetitive, noraggressive, patient, eagging), on the other hand,
tend to passively view a stressful situation as one that cannotigech#s a result, officers

with Type A personality traits tend to select coping strategies that are narrowly focused on the
stressor at hand compared to those with Type B personality traits. In other words, officers with
Type A personalities tend to repaising problerffocused coping strategies more often than

their Type B counterparts. Type A officefer instancetend to change their own behaviour

(e.g., try a new technigliéo cope with streswhile Type B officers tend to wait and see what

12



would happen upon encountering a stressful situaliote statistical measures were used to
analyze the relationship bet weens bowéverdher sé6 co
underlying meanings behind these findings could nosbesed.

In order to better understand the relationship between stress and policing, researchers
have looked at perceived work stress and the presence of operational and organizational demands
in police work. Kohan and Mazmanian (2003), for instance, gatheredolig8 pfficers from
the Thunder Bay Police Service (TBPS) (n = 43) and the northwest region of the Ontario
Provincial Police (OPP) (n = 156) to voluntarily participate in completing a series of
guestionnaires, including the Police Daily Hassles and Ufdtdes. These questionnaires
gat hered information pertaining to perceived
to examine officer welbeing, Kohan and Mazmanian measured burndgua n e xt r eme st a
depleted resources thatcanresdtfn ¢ hr oni ¢ e x p osusingghe Maslacdvkor k st r
Burnout Inventory (MBI) (p. 561). The MBI looked at various dimensions of burnout including
emotional exhaustion (depleted energy and fatigue) and depersboal{zgnicism towardhe
organization)Kohan and Mazmanian found that, as a group, police officers appraised
operational demands more negatively than organizational demands. Nevertheless, patrol officers
reported operational demands as more bothersloamedrganizational demandsmpared to
suwpervisorsand administrator&ho reported the opposite. Furthermore, Kohan and Mazmanian
found a stronger correlation between organizational demands and emotional exhaustion (r = .42)
compared to operational demands and emotional exhaustion (r = .29aISbdégund a stronger
correlation between organizational demands and depersonalization (r = .45) compared to
operational demands and depersonalization (r = .34). Altogether, Kohan and Mazmanian found

that, while both operational and organizational demarede associated with burnout, a stronger
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correlation existed between burnout and daily organizational work experighess.
conclusionshowever, dichot consider the salience of operational and organizational demands in
relation to other perceived stésorsin addition Kohan and Mazmaniaemployedclosedended
guestionnaires andferential satistics to generate thesenclusiors. As suchthey were unable

to explain whytheserelationships exist. Theyere also unabl® explain the processthrough

which these relationships emerge, develop, and change.

Since organizational demands are prominent in policing, Duxbury and Higgins (2012)
decided to identify the most common organizational sources of police stress. In their study,
Duxbury and Higins administered a survey containing-petablished measures of
organizational demands tq0B1 officers in 25 police forces across Cananddiscovered that
police officers appraisedlaving todeal with multiple complex tasks and understaffing as the
most distressing. More specifically, 40 percent of respondents are often required to complete a
number of tasks (e.g., work on multiple assigned files) simultaneously witi@hthey perceive
to bean unrealistic timeframé&-orty percent of respondents alstated that understaffing is
problematic; officers that leave a particular department are not being quickly replaced, resulting
in unfilled positions andhsufficientstaff coverage. While these findings are informative, the use
of pre-established meases prevented Duxbury and Higgins from determining whether or not
additional forms of organizational demands exist.

Brown and Campbell (D) and Violanti and Aron (1993, 1991995) used closed
ended surveyanddescriptivestatistics to examinghe prevéence of organizational sources of
perceivedstress resul ting in similar findings. I n
officers from an English police force were surveyed about their degree of exposure to

organizational demands and their level afceésed stress usirthe Stressors and Felt Stress
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Inventory I n Viol anti a r1995) study, hO8 policé dffeeds3rom alpdlides
department in New York were asked to rank their lev@les€eived stress (0 = no stre$80 =
maximum stress) with respect to organizational demands. Altogether, Brown and Campbell
(1990) discovered that the most frequently reported organizational sources of perceived stress for
more than half of the respondents were staff and manpoweagésytshiftwork, time pressure
and deadlines, as well as lack of communication witesars. Violanti and Aron (1993, 1994,
1995) reported similar results, stating that the highest ranked organizational stressors were
shiftwork, inadequate support fromet department, insufficient personnel, excessive discipline,
and inadequate support from supervisors. Unlike Duxbury and Higgins (2012), Brown and
Campbell (190) and Violanti and Aron (1993,1994995) al so examined pol i
degree of exposure tperational demands and their level of felt stress. In doing so, Brown and
Campbell (1990) discovered that attending the scene of a sudden death and arresting a violent
person were the two most frequently reported operational sources of felt stresseftinanchalf
of the respodents. Violanti and Aron (1993, 199¥995), on the other hand, discovered that the
two topranked operational demands were killing someone in the line of duty and witnessing a
fell ow of f Sicedogeendadwuestiermres were used in both studidsese
researcherg/ere unable to determine whether or not alternative forms of operational and
organizational demands exist, whether results can be generaliredCanadian context. They
were also unable to uncover tlagent meanings behind their findings; they could not determine
why these particular operational and organizational demands were perceived as stressful.

The criminal justice system/court systenalisoconsidered a source of stress to some
police officers(Anderson et al., 1995; Daniello, 2011; Duxbury & Higgins, 2012; Finn & Tomz,

1997; Pozzulo et al2009) Police officers may experience stress when their expertise is
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chall enged in the courtroom (Ander s dudy,fert al .,
instance, between 20 and 49 percent of officers (n = 954) testified in court and between 20 and

49 percent of these officers experienced stress as a result. Without being able to probe
participantsand analyze the underlyimgnplicationsof theirfindings, however, Brown and

Campbelicould notdetermine why court appearances were perceived as stressful.

The public and/or the media are another common source of police stress. According to
Anderson et al. (1995) and Duxbury and Higgins (2012), thégand the media often hold
unrealistic expectations about police officer
Hol |l ywood movies i n whi c hPolecé dfficecstend to beortraylece s ar e
as indestructible superheroes who eaforce the law as they see fit (Anderson et al., 1995). In
reality, police officers are human beings like the rest of us; they are required to report to their
superiors and deal with routine taskbereforewhentheyar e unabl e to | ive up
unrealistic expectations, they may experiesitess Police officers may also experiersteess
when they encounter distorted accounts or publicized allegations of brutality and/or racism in the
media (Finn & Tomz, 197).

According to Duxbury and Higgins (2012), stress is also caused bylifedonflict
since police officers are required to balance heavy demands at work with heavy demands at
home. In their study, Duxbury and Higgins discovered that police offigeicatly spend
approximately 53.5 hours per week engaging in police\aock hat an of fi cer s w
increases dramatically with raridigherranking officers who devote longer hours to their work
are at a higher risk of experiencing stress and greatdelife conflict. Elevated levels of work
life conflict can also be caused by reork related demands such as childcare and eldercare. In

their study, Duxbury and Higgins found that respondents spend about 16 hours per week caring
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for their children anelderly dependents. However, officers in highemking positions spend

the least amount of hours per week engaging in childcare and/or eldercare compared to lower
ranking officers. In addition, female officers tend to spend more time per week engaging in
childcare compared to their male counterparts. Female sergeants, for instance, spend 26 hours
per week caring for their children compared to their male counterparts whoaspamdrage of

19 hours. Therefore, officers working ftime, particularly femies and those in lowaanking
positions, are placed at a higher risk of experiencing fakonflict, role overload, and stress

as the number of hours they spend engaging in childcare and/or eldercare increases. This is
especially true for officers witpreschool aged children. According to Duxbury and Higgins,
work-life conflict typically decreases as the age of the youngest child incr€&sssdended
guestionnairedid not allowDuxbury and Higgins to determine whether or not alternative forms
of work-life conflict exist.

Excessive travel to and from work is another source of stress for police officers. In
Brown and Campbell s (1990) study, for instan
from a large police force in England reported ttiety traveled excessively to and from work
and50 percent or more dhese officergxperienced stress as a result. Brown and Campbell
were unable to probe participants to determine why this source of stress was particularly
bothersomeSince descriptivetatistics were also used, Brown and Campbell (1990) were unable
to uncover underlying meanings and themes associated with this particular source of stress.

Thesesources of police streggentifiedin theresearchiteraturesuggest that stress in
policework remains an ongoing issue. As sutdiany law enforcement agencies have
implemented a number of programs to help alleviate the stress experienced by police officers.

While some of these programs are mentioned in the literature, research pertaimeggto st
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management programs in policing is lacking, especially within a Canadian cdrftext.
following section will examine the literature pertaining to the types of programs that are
available to police officers.

2.3 What Kind9f Stress Management Programs Available to Police Officers?

In the 1960s and 1970s, major companies in North America implemented a series of
Employee Assistance Programs (EAPS) so that counselling and support services could be made
available to emploges (Brown & Campbell, 1994; Goldstein, 2006; Roland, 2011). These
programs were based on this idea that the welfare of the organization is highly dependent on the
welfare of the people within the organization (Brown & Campbell, 1994; Roland, 2011). In
kegping with this mentality, a number of police organizations have also introduced a series of
EAPs. I n policing, EAPs are fAstructured inter
remedi ate stresso (Daniell o, 2d$edkioproypde 72). Ge
intervention as early as possible after a traumatic incident has taken place in order to alleviate
forms of psychological distress such as anxiety, depression, artlquosatic stress disorder
(Blau, 1994; Brown & Campbell, 1994; Dan®lR011; Madonna & Kelly, 2002).

In addition to being clearly defined, Employee Assistance Programs can be broken down
into two categories: internal EAPs and external EAPs. According to Goldstein (2006), internal
EAPs are managemebta s ed pr o gdr awvnst hfilno ctahtee or gani zati on |
external EAPs are programs that #Afunction out
35). Whether they are internal or external, EAPs serve the same purpose: to alleviate stress
among police officer§Goldstein, 2006).

According to Goldstein (2006), EAPs that function internally tend to provide-tdrant

support in the form of critical incident stress management and debriefingrifite incident
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stressdebriefing(CISD) program, for instance, is an internal EAP that is commonly used by

many | aw enforcement agencies. I n policing, t

approach to managing psychol ogi cal centalses o (D

health professionals and peer support personnel who are trained to provide support to officers

after a traumatic incident occurs (Madonna & Kelly, 2002). In order to discourage officers from

engaging in maladaptive coping strategies, CISD teamsndspithin 24 and 72 hours after a

traumatic incident has taken place (Brown & Campbell, 1994; Daniello, 2011). Altogether, CISD

teams aim to mitigate the impact of the critical incident and accelerate the recovery process

(Daniello, 2011; Madonna & Kelly2002). In order to do so, CISD teams focus on debriefing;

participants are encouraged to discuss the events that took place along with their feelings about

what transpired (Daniello, 2011). In response, CISD teams provide officers with information on

how o reduce the impact of stress. Although immediate support can be beneficial to officers,

CISD programs may not be as effective for some since symptoms of distress do not always

emerge immediately after an incident; it is possible for symptoms associ#tedawima to

Amake their appearance weeks, months, or even
Carlier, Lamberts, Van Uchelen, and Gersons (1998) assessed the effectiveness of the

CISD program in minimizing distress among police officers follgaartraumatic incident.

More specifically, Carlier et al. conductadnrandomizectlinical structured interviews with 46

police officerswho engaged in the CISD program and 59 officgh® did not engage in the

CISD program eight months and eighteen msiitiowing a civilian plane crash in Amsterdam.

Eight monthsafter the incident took place, there was no significant difference between debriefed

and nordebriefedofficers. By 18 monthslebriefed officers experienced more hypesusal

symptoms compare® nondebriefed officersSevenpercent of thelebriefed officers, for
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instancedevelopedrartial PTSD18 months following the disastgy < .05)compared to none of

the nondebriefed officersThese results, however, are inconsistent with those foubdanard

and Alisondés (1999) study. I n their study, Le

of Australian police officers whdid (n = 30) and did not (n = 30) participate in the CISD

program following a shooting incident. Upon examining their results, Leonard and Alison

discovered that officers who participated in the CISD program showed a significant reduction in

anger leveland displayed a greater use of adaptive coping strategies compared to those who did

not participate in the CISD program. Interestingly enough, however, officers who participated in

the CISD program did not rate it as useful; over-bak of debriefed regndents did not change

their attitudes about CISD programs, stating that they were too brief and did not offer any

folow-up support. Despite these findings, Carlie

Leonard and Al i s oondages (id rmaadcd themtospmbe pdrticipanteabduti

their perceptions of CISD programht the same time, their use of inferential statistics prevented

them from eploring possiblen der | yi ng ex pl apareeptione.ns f or of fi ce
While CISD programsare widely used by a number of police organizations, peer support

programs are another set of internal EAPs that have been growing in popularity since the 1970s

(Goldstein, 2006). Peer support programs are programs run internally by the police organization

in which peer support officers Aprovide basic

p. 509). Peer support officers are active or retired police officers who volunteer their time to help

fellow officers in need of someone to talk to (Andersbale 1995; Goldstein, 2006; Madonna

& Kelly, 2002; Roland, 2011). Although they act as counsellors, peer support officers do not

conduct therapy; they are briefly trained on the fundamental elements of counselling and are only

required to provide an emibic ear (Brown & Campbell, 1994; Goldstein, 2006). The
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Membership Assistance Program (MAP) is an example of a peer support program available to
police officers at the New York City Police Department (NYPD) (Crane, 2001). Since the
implementation of MAP, ficer suicides throughout the NYPD have decreased. While peer
support programs can help preserve lives, some officers may feel reluctant to confide in peer
support officers. This is because police organizations may require peer support officers to report
violations of departmental guidelines or existing laws to their superiors (Brown & Campbell,
1994; Goldstein, 2006Neverthelessif peer support officers recognize serious signs of distress
that are beyond their abilities like suicide or substance atheseoften refer police officers to

mental health professionals (Blau, 1994; Goldstein, 2006; Waters & Ussery, 2007).

Services offered by mental health professionals can be considered a form of internal or
external employee assistance. This is because seental health professionals work directly in
specific police departments while others are contracted by police organizations (Blau, 1994).
Mental health professionals who are contracted by police agencies are not actually affiliated with
police departmats; they are private mental health care providers who work independently from
the police organization (Blau, 1994; Goldstein, 2006). Nevertheless, many of the external mental
health professionals are familiar with law enforcement procedures and haviersogerorking
with front-line officers (Blau, 1994). Unlike peer support officers, psychiatristiegedly
requiredto protect the confidentiality of police officers involved (Brown & Campbell, 1994;
Goldstein, 2006). Furthermore, psychiatrists are @biefer officers to other agencies that can
provide further assistance without the knowledge of the police organization (Brown & Campbell,
1994). While external services are available, police officers may feel like mental health
professionals would not @ble to assist them since these mental health professionals do not

know what it is like to work in law enforcement (Anderson et al., 1995; Crane, 2001). On the

21



other hand, officers may feel less reluctant to use counselling services if these officers are

employed within supportive police departments (Carlan & Nored, 2008)eir study, Carlan

and Nored found that officers working in departments that offer supportive counsellingservice
reported significantly lower levels of stress (p < .01) and agreallingness to use counselling

services (p. < .05Millar (2002) had a similar conclusion. Upon conducting structured

interviews with 13 former British clients of-tmouse police counselling services, Millar (2002)

found that officers had a favouralgerception of counselling; all of the participants had

benefited from counselling, with twihirds indicating significant improvements to their physical

and physiological health, social functioning, and work perform&®ioee questionnaires and

statistich procedures were employed in Carlan and N
underl ying meani ng b ed¢ounsetdingoodldfnot becekpor@d. dikar c ept i o
(2002), on the other hand, conducted structured interviews and grounded theory aBalgses

structured interviews were employdtbwever, Millar was unable to seek clarification or probe
participants to elaborate on interestthgmes thamay have emerged throughout kardy.

I n order to address pol isanterna &ntlexiereal s6 r el uc
psychological services, alternative peer support programs have been implemented which are
outside of the police agencyod6s control and ma
Organization Providing Peer Assistance (POPPA)narogfor instance, was launched in 1996
to provide support to police officers employed by the NYPD. Although POPPA is-a non
departmental program that is supported by the NYPD, it functions as its own distinct entity. The
program aims to provide a confideithotline and facéo-face contacts to officers who are
experiencing stress without the knowledge of the NYPD. Peer support officers {P&Tise

NYPD officers from all ranks who volunteer to assist officers in fieeoh this hotline. PSOs
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are train€ to provide an empathic ear and screen for suicidal or homicidal ideation and alcohol
abuse. If PSOs believe that callers are in need of immediate attention, they will schedule a face
to-face meeting at a neutral location no more than 24 hours aftentinedall has been made.

The New Jersey Law Enforcement Officers Hotline, otherwise known as th2-Cop
program, was implemented in 1998 following an increase in police suicides (Lanterman et al.,
2010). Like POPPA, the CapCop program seeks to piide 24hour crisis intervention,
suicide prevention, and mental health support to officers experiencing distress. Unlike POPPA,
retired officers run the Cep-Cop program as opposed to active law enforcement personnel
(Lanterman et al., 2010; Ussery & Wiate2006). By employing retired officers to run the
hotline, it is believed that police officerso
to Ussery and Wat e 2-€d proRathGhdyld bs successful betcabhse theC o p
officers whorun the hotline integrate the norms and the language of the police profession into
the program, shortening the assessment phase and the length of the therapeutic process. Ussery
and Wat er s, boweverjs loaked snithe fictional accounts of four police officers.
Consequently, Ussery and Waters are unable to determine how police officers actually feel about
peer support programs. Evidently, further research is needed to determine whether or not officers
perceive peebased programs as helpful in alleviating stress.

In addition to EAPs, a number of law enforcement agencies offer a variety of wellness
programs to police officers. While they may differ across various law enforcement agencies,
wellness prognas seek to instil lifestyle changes so that police officers can better manage their
stress and maintain a healthier way of life (Church & Robertson, 1999; Daniello, 2011).
According to Church and Robertson (1999), wellness programs are different thab&oaBse

they focus on prevention as opposed to intervention. More specifically, wellness programs aim to
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change police officersdo negative behavioural
and diet. It is believed that, by focusing on thasas, wellness programs will be able to

enhance police officersd psychological heal t h
According to Anderson et al. (1995), Daniello (2011), and Webb and Smith (1980), exercise can
improve physical fitness drpsychologicalwelbo ei ng, reducing police off
in maladaptive coping strategies (e.g., excessive drinking) to alleviate stress. In addition to

regular exercise, a nutritious diet has been proven to enable the body to resistetiendeithe

physical and emotional energy needed to cope with stressful stimuli (Daniello, 2011). Knowing

this, many wellness programs focus on educating police officers about maintaining a healthy

exercise regime and a nutritious diet.

Although wellnesprograms are offered by various law enforcement agencies, research
pertaining to their perceived effectiveness in alleviating stress is limited. In one experimental
study, for instance, Tanigoshi, Kontos, and Remley (2008) recruited 51 police offieers fro
Louisiana to determine whether or not wellness counselling had a positive influence on health
outcomes. Half of the participants were required to meet with a counsellor to determine personal
wellness needs. The other half did not meet with a counsB#tore and after the study took
place, both groups were required to complete th#VeFInventory which measured total
wellness. In the end, Tanigoshi et al. found that police officers who participated in wellness
counselling achievesignificantlyhigherscoreson variousvellnessdimensiondgrom pretest to
posttestcompared tmfficerswho did not participate in wellness counselliAghough wellness
counselling achieved favourable results, this study was experimental in nature and did not
evaluate th@erceived effectiveness of existing wellness programs. Similar limitations were

found in Church and Robertsondés (1999) study.
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50 personnel directors from 50 state police agencies to determine the exterahtoheni

provided a complete wellness program. In doing so, Church and Robertson found that
participating agencies failed to address all five components (physical fitness, stress management,
psychological/mental health, nutritioicahol orchemical deperghcy) of wellnessAlthough

these findings are valuable, Church and Robertsoedf@ilask police officers about wellness
programs and whether or not theyhdthem usefulSince they employedosedended surveys
anddescriptive statistics, Church andlsertson were also unable to identidyalyze, and
interprettheunderlying meanings hidden beneath the surface of their findings.

2.4 How @ Police Officers Cope withheir Environment?

In order to determine how police officers cope wiitair environnents it is first
important to explore how they generally construct meaning in their everyday lives. According to
Shearing and Ericson (1991), police officers transmit anecdotes or police stories to best explain
the complexities they face. In other worgslice officers use stories to represent to each other
the way things are, fAnot as statements of ffac
insight into how to do the job of policingo (
storiesconvey experiences in a form that officers can use to construct their actions on an ongoing
basis.

According to Van Hulst (2013), police stories may differ from one context to the next. In
his study on police storytelling in the Netherlands, Van Hulstddbat storytelling was mostly
a group activity which took place in the paritrg space where team members had their breaks.
In the pantry, officers would discuss general and private matters, including how they spent their
weekend and/or what transpireid the news. However, Van Hulst found that the pantry was

considered a natural environment in which officers were able to share exciting stories such as car
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chases and officer shootings. Similar interactions also took place in patrol cars and in desk areas
In formal contexts (e.g., meetings between senior officers and staff), storytelling remained more
factual; officers would recount incidents by excluding their personal opinions.

Regardless of the context, Brown (2007) states that intemadbetween dwe officers
haveled to the development of a police cultiiran occupational culture embedded in policing
through which officers are socialized to adop
and constrain what is seen as appropriate behaviour p .Acc@rding YoPaton et al. (2009)
both formal (e.qg., traininggnd informal (e.g., discussiswith co-workers)interactionshelp
shape officersd percept i onigeractionspolce affibersteare se f o
to abide by ceain rules and expectations. When they first join the force, police officers learn to
adopt a sense of mission; they are socialized to believe that they must protect society from
criminals (Cockcroft, 2013; Reiner, 1992). Once thaye gained some exparee onthe job,
however, police officers sometimes discover that justice does not always prevail. In order to
minimize the anxiety produced by this reatinn, police officerdecome cynical about society
and the criminal justice system (Reiner, 1922)| ear n t o abi de by the f ol
take care of our own and do not need help; we
words, police officers |l earn to maintain a ma
to Asensitive and weako.

As the literature suggests, police officers may feel pressured to abide by the norms set out
by the police culture. Those who fail to abide by these normsfi@meseen as unfit to perform
their occupational role (Ainsworth, 2002; Paton et al., 2009refore, m order tomaintain
theirmacho imageofficers maychoose to relieve stress by engagimgelectivecoping

strategis. By conducting opeanded interviews with 8 officers, for instance, Koch (2010) found
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thatt he majority (n = 6) of participants used hi
that unpleasant tasks could be performed (p.9d).we v e r Kochodés anal ysi s
of ficersdé responses to compl e hiedusedby dfficedses, i ¢
to cope with different stressful circumstances. In addition to humour, police officers may choose
to selfmedicate through the use of alcohol and drugs (Lanterman et al., 2010; Paton et al., 2009).
In order to test this claim, ChopkBalmieri, and Adams (2013) administered the Alcohol Use
Disorders Identification Test (AUDIT) to 193 officers across various police departments in the
United Statesinddiscovered thaf7.5 percent of subjects scored between 0 and 7, indicating no
alcohd risk; 18.4 percent scored between 8 and 15, indicating moderate risk; 3.5 percent scored
between 16 and 19, indicating high risk; and 0.6 percent scored 20 or more, indicating severe
risk. FurthermoreChopko et alfound a significant association betweacohol use and work
related traumatic stress, suggesting that some officers use alcohol to relieve stress. While these
results are valuable, the AUDIT did not allow the researchers to determine whether or not
officers use other mechanisms to cope witbss.Nevertheless, the literature suggests that
substance abuse is especially problematic since it can lead toeladd problems including
absenteeism, early retirement, and an overall decrease in work performance (Ainsworth, 2002;
Brown & Campbell1994; Madonna & Kelly, 2002; Paton et al., 2009). For some officers, the
pressure to abide lpltural norms and expectationgy exacerbate their condition, causing
them to engage in aggressive behaviour (e.g., smashing things) to alleviate stress (@etisho
2009). In extreme cases, police officers may even commit suicide to alleviateelidd stress
(Baker, 2010; Paton et al., 2009).

In order to avoid stigmatization, police officers may also fail to seek professional help

(Lanterman et al., 2@ Paton et al., 2009). GoldstdR005), for instancegxamined police
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of ficersd6é wutilization of the Vermont State Po
guestionnaires to members of the Vermont State Police Department. Of the 141 subjects who
returred the questionnaires, 108 of them had never used the program because they believed that
there was stigma associated with its use. Since-epdad interviewand content analys&gre
not conducted, however, Goldstein was unable to determine whethdrafficers had other
reasons for not using the program. In addition, he was unable to determine the reasons behind
why some officers chose to use the program. N
importance of the police culture in shaping office 6 per spect i Aesschdhed beha\
traditional occupational police culture will be described, along with the sources of variation in
police culture.
2.4.1 The Traditional Occupational Police Culture

There are different ways to conceptualize golulture. According to Paoline (2003),
some researchers refer to the Traditional Occupational Police Culture Model to better understand
the concept of police culture. The model vVview
professional worldriew that aises among police officers as a result of the common strains
encountered on the jobo (Paoline & Terrill, 2
for instance, are two coping mechanisms commonly prescribed by the police culture to help
officers cope with their occupational environments (Cockcroft, 2013; Loftus, 2010; Paoline,
2003; Paoline, Myers & Worden, 2000; Reiner, 1992). By being suspicious of their
surroundings, officers are able to reduce the uncertainty associated with their ooalipatio
environment. The same holds true with maintaining the edge. Officers believe they can minimize
the potential danger they confront by constantly being one step ahead of community members

and by properly displaying coercive authority over them. Layimglol icover your ass:
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embracing the crime fighter orientation are two other coping mechanisms prescribed by the
police culture to help officers cope with their organizational environments (Cockcroft, 2013;
Paoline, 2003; Paoline et al., 2000). By layloy and maintaining a strict adherence to the

crime fighter orientation, officers are able to minimize undue attention from punitive superiors.
By maintaining a strict adherence to the crime fighter orientation, officers are also able to
minimize any roleambiguities; they are able to identify with the orientation that has been
recognized as the official mandate of the pol
work over order maintenance and serving the public. While these coping mechanisms are
designed to assist police officers, they can result in social isolation (Loftus, 2010; Paoline, 2003,
Reiner, 1992). By being suspicious and maintaining the edge, police officers may feel
disconnected from the communities they serve. Due to this discoarstaing group loyalty

may also form; officers may socialize exclusively with other police officers.

The demands for exclusive loyalty and total commitment put forth by the occupational

culture suggest that police organizations possess the characteristicsi gr eedy i nst i tu
(Peterson & Uhnoo, 2012). According to Coser
that fAseek exclusive and undivided | oyaltyo f
claims of competing organizations (p.¥)n ot her words, fAgreedy inst.i

that exert subtle pressure on individuals to weaken their ties (or not form any ties) with other

groups that might conflict with their own demands. In response, members bsatotadly

committedtdt he Agreedy institutiono that their | i mi
groups. Unlike total institutions, which physically isolate {8tated individuals from the wider
society, Coser (1974) st at gmaintybranorohijsgcal eedy i ns

mechani sms to separate the insider from the o
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In addition to emphasizing the importance of exclusive loyalty and total commitment to
the organization, the Traditional Occupational Police Culture Model contengmtitat culture
is monolithic; it is interpreted and experienced by all officers in the saméHealyert, 1998;
Loftus, 2010; Manning, 2007; Manning & Van Maanen, 1978; Paoline & Terrill, 2014; Skolnick
& Fyfe, 1993). According to Paoline (2003), this rebis no longer realistic since police
organizations are constantly changing; various police departments are more heterogeneous than
ever before, employing a diverse set of male and female officers from a vargtwiaf
backgrounds. Paolirrgues that police culture is not a uniform phenomenon but one that varies
depending on officersdé soci al position within
2.4.2 Sources of Variation in Police Culture

The way officers view the world changes depending on the organizatidnch they
work, their rank, thie policing style, their race, their gender, and the philosophical orientation of
the police organization (Haarr, 1997; Haarr & Morash, 1999; Loftus, 2010; Paoline, 2003).
Thesesources of variatiom police culture will bgpresented in the following stgections

(i) Organizations

According to Paoline and Terrill (2014), occupational and organizational environments
differ as a result of some identifiable attributes across police agencies. Wilson (1968), for
instance, statethat there are three departmental policing styles that law enforcement agencies
may adopt. The first is known as the watchman styleh emphasizes the use of informal
tactics to resolve conflict3he second is known as the legalistic stylechis bureaucratic,
rigid, and emphasizes a law enforcement approach to policinghiftiés known as the service
stylewhich emphasizes the importance of community involvement, public relations, and

providing helpful services to all citizerRolice officers waking within service style
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departments tend to see themselves as helpers as opposed to crime fighters; they focus on
fulfilling myriad responsibilities, including those not directly related to crime control.

(i) Rank

Thereare many police cultures thakamaintained by members of various levels of the
police chain of command (Cockcroft, 2013; Paoline & Terrill, 2014). According to Ranss
(1983), two different police cultures exist with regards to rank. The street cop cidture
among the loweranking patrol officersfocuses on the daily grinds of stréetel police work
and,in doing so, endorses many of the codes associated with the Traditional Occupational Police
Culture Model such as group loyalty and laying low frempervisors. Furthermore, the street
cop culture emphasizes the need to rely egroup ties and personal decisioraking
experiences to influence local crime reduction. Contrarily, the management cop culture is found
among uppetevel supervisors and ser-ranking officersandfocuses on longerm concerns
(e.g., crime control, citizen responsiveness) in relation to a number of political, social, and
economic factors. Unlike the street cop culture, the management cop culture emphasizes the need
to engag in city-wide or systenwide crime reduction through efficient organization, rational
decisionmaking, cosefficient procedures, and objective accountability at all levels of policing.
According toCockcroft (2013) an@®avies (2000), uppananagement igiore concerned with
costefficient procedures because of political pressures to reduce costs and credfarvalue
money services.

Although different cultures exist, Paoline (20@B8jues hat of fi cer sdé engag
particular culture is not static.sfofficers advance in rank, commitment to the street cop culture
may wane. This is because the street cop culture, which emphasizes the need to manage the

strains found within the occupational environment, may no longer be relevant
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(i) Police Officer Style

In addition to rank, variations in police culture exist due to individual differences among
police officers (Cockcroft, 2013; Paoline, 2003; Paoline & Terrill, 2014). According to Paoline
and Terrill (2014), police officers develop different workstgles depending on the ways in
which they individually perceive their occupational and organizational environments. While they
share certain attitudes, officers are able to think individually. The style that police officers adopt,
however, is largely inflenced by personal experiences in the field (Paoline, 2003).

According to Reiner (1992) and Talarico and Swanson (1980), police officers may adopt
one of four individual policing styles. The first is known as the professional. The professional
understandghat his or her job goes beyond fighting crime; he or she must also assume the role
of enforcer, social worker, and counsellor. The second style is known as the recipacator
believes thaservicing citizens is more important than law enforcement.tfine is known as
the enforcewhois dedicated to fighting crime and taking decisive action. He or she tends to
emphasize law enforcement, even if rules need to be bent. The fourth is the whoider
cynical about the profession and about societywilsae. He or she also displays disdain for
confrontation.Theavoider tends to maintain a low profdedhe or she tends to ignore conflicts,
hoping that they will resolve themselves.

(iv) Race and Gender

I n addition to of fiforeatie ofthp police aulture gan aldo pe e ,
attributed to the changing composition of police personnel. According to Paoline (2003), police
forces are becoming more heterogonous since they are now employing more racial minorities,
women, and individuals wh higher education (Paoline, 2003; Paoline et al., 2000).

Consequently, such diversity may influence socialization patterns between previously excluded
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members and traditionally accepted officers.
on socalization patterns within a police organization (n = #8he United Statewhich found
t hat whit e marace §9.2 pereenteasd cagsnder (15.4percent) interactions
were substantially lower than their rates of saawe (80.§ercent and sameender (84.6
percen} interactions. Haarr also found that white female officers were more likely to form
friendships with other female officers in the department as opposed to male officers. This
division in race and gender may have occurregsponse to the traditional occupational culture
which normalizes masculinity and racial prejudice (Browi€&mpbell, 1994; Paton et al., 2009;
Reiner, 1992). As a result, women and racial minorities tend to encounter sexist and racist
attitudes upon entering the police force (Haarr, 1997). In order to evade these attitudes, women
and racial minorities may awbinteracting with certain members of the police force, resulting in
weaker attachments to dominant peer groups (Paoline, 2003; Paton et al., 2009). With diversity
across police personnel, however, new styles of policing may develop, ultimately dilogeg th
reinforcedby the traditional occupational culture (Loftus, 2010).

Since socialization patterns differ across groups of police officers, the way in which these
groups develop mechanisms for coping with stress may also differ. By surveying 1,088 office
in the United States, Haarr and Morash (1999) found that female officers tend to cope with stress
by escaping their stressors (e.g., ignore the situation) and keeping written records of their actions
more often than men. Haarr and Morash also foundAetan-American officers tend to cope
with stress by interacting with those whom they share a racial(poadd01) Caucasian
officers, on the other hand, are more likely to cope with stress by avoiding their stressors. In this
study, Haarr and Morasidministered a questionnaire to participants based-dapth

interviews with six Caucasian and two AfricAmerican female officers<Consequentlythe
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perceptions of male officers and officers from otianicbackgrounds were not captured in the
guestonnaire Furthermoreadditional coping strategies used by male officers and other racial
minority officers, along with the contexts behind these strategies, were largely ignored.
Additional research emphasizing the use alepth interviews would be hélp in identifying
other possible coping strategies that have not yet been identified in the litdraaddition,
since statistical procedures were used to ana
race, gender, and coping strategiésarr and Morash were unable to delve below the surface of
their data and explore the underlyingplications ofthese existing relationships.

(v) Philosophical Orientation of the Organization

In addition to gender and race, the transformation of poli¢gareutan be attributed to
police organizati onsd c hhiahlgaverbgen ipfluendedby thep hi c al
advent of nediberalism and shifting mentalities of governance (Garland, 1996; Rose, 1996;
Shearing, 1996). Through néberal influence t he Aresponsi bility and
has been relocated from the state to private
central government is no longarmarily responsible for the webleing of its citizens; rather,
citizens ad nonstate agencies are responsible for regulating their behaviours and keeping their
communities safe. According to Gray (2009) and Kelly and Colquhoun (2005), workplace safety
has also gone through a process of responsibilization; employees arechszigae
responsibility for their own safety at work. Due to this ideological shift, police organizations
have embraced a community policing philosophy that favours greater role orientations and
partnerships with citizens (Paoline, 2003). Consequerifigers employed by these
organizations are expected to expand their role to include functions beyond that of law

enforcement, such as resolving public disputes.
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2.5 Theoretical Framework

According to Abdollah{2002), the current state of knowledge on stress in policing is
limited because it lacks a theoretical foundatR@searchers mainly focus on enumerating the
frequency of existingtressors in policingnd accentuating the relationship between these
strssors and officersd demographic Soniear acteri st
researchers emphasize the i1 mportance of 1ident
strategies and demographic characteristutsle othersend toidentify therelationshis
betweerstressful circumstancemdnegative outcomesuch agpsychological stress, psychiatric
disorders, and physical ailments (Abdollahi, 2002; Cullen, Lemming, Link & Wozniak, 1985).
Due to the importance placed these relationshipsesearchers havasofocused on assesg
the effectiveness dtress management programs in reduaieggtive outcomegonsequently
researchers hawyettofullye x ami ne police officersdé perceptio
programs and the processhrough which perceptions of stress and stress management are
constructedIn other words, researchers have yet to explore the mwayhich officers use
various linguistic resources and symbols to formulate their perspectives and their coping
strategiesandhave yet to explore th@rocesses throughhich officers interpret the reactions of
others to shape their own perceptions and behaviours. Instead, researchers have used the
conceptual framework of police culturedescribenow police officerscope wth particular
aspects of their work environmehiYhile police culture plays an impant role in shaping
o f f i pereept®rds, including their decision to engage in vamopéng strategieshere has
been a failure tapply broader criminological or sietogical theoretical frameworks to explore
the extent to which police officers use social scripts prescribed by the police culture to

simultaneously cope with stress, manage impressions, and stay true to their role.

35



In order to address the theoretishbrtcomings of the existifgerature, the present
study seeks to develop possible criminological and sociological explanations of stress and stress
management in policing by examining officerso
perspective. Sybolic interactionism seeks to understand society, particularly the influence
culture plays in human behaviour, and the place of the individual in society (Barbalet, 2009). By
drawing on the work of symbolic interactionists, particularly Blumer (1966) aeadM1972),
this study will be able to explain how officers use significant symbols, including language or
vocal gestures, to shape or guide their perceptions of stress and stress management. By drawing
onBlumer( 1966) and Mead 0 s-taking,hig 2udy willalsobegbletoof r ol e
explain how officers define and interpret their actions in relation to the actions of others before
adopting various perspectives and stress management techniques. lhaisyrghiolic
interactionist frameworkthis study will examine how officers mediate between the socialized
(Amed) and individualized (Al 0) aspect of the
1972). Furthermore, by drawing on the work of Beqd®73) and Cohen (1955his study will
explorehow police officers create, interpret, and modify the social sgigtscribed by cultural
and subultural groups in order to make sense of their organizational environments. Finally, by
employing a symbe interactionist frameworkthis study will be able to expia how these
social scripts helpfficers manage impressions and adequately perform their role while in the
front stage (Goffman, 1969).

By examining officersod anagemeatpram asymboliof st r e
interactionist perspectivéhis study will also address some of thber limitations associated
with previous empirical researdly moving beyond enumerating existing sources of perceived

stress andssessing the relationshiptieen stressors, outcomes, and coping stratelgaher
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than reproduce existing knowledge, the symbolic interactionist paradigm will enable me to
examire the processsthrough which officers interact with others (and themselves) to guide their
behavioursand construct their perceptions of the environmiegtly, by examining stress in
police work through this lens, | will also be ablebttter understand humanteraction and the
creation of meaningjltimately contributng to ourexisting knowledg®f the symbolic
interactionist perspectivd hebasic tenets of symbolic interactionism will be presented in the
following subsection.
2.5.1 Symbolic Interactionism

Symbolic interactionism is a sociological perspective that grew from the philosophy of
pragmdism in the late 19 century (Hewitt, 2000). Unlike functionalist perspectives that view
reality as inherently made and waiting to be discovered, pragmatists believe that knowledge
acquisition involves an acti vestherrfocadwsysinof cop
the making (Pascale, 2011). At the same time, pragmatists believe that knowledge does not
represent reality; rather knowledge is an instrument for dealing with it. To pragmatists, each
action changes the conditions for subsequembacts . I n addi ti on, pragmat.
identity is not established prior to action but is discovered or constructed by an individual during
his or her course of actiandthat human beings are able to continuously adapt to the changing
world by contemplating and assessing the situations they encdBatdralet, 2009)It is for this
reason that, unlike functionalists, pragmatists believe mental activities should be open to
scientific investigation.

George Herbert Mead was one of the first pratists to develop his own notion of social
interaction. According to Blumer (1966), Mead believed in two forms of social interdction

symbolic interaction and symbolic interaction. In fgymbolic interaction, a conversation of
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gesturestakesplade;n di vi dual s unconsciously respond dir

1966; Mead, 1972). During nesymbolic interaction, the meaning of gestures is not understood,;

individuals simply respond to the stimuli they encounter. From this conversatiestafes

emerges symbolic interaction or the interpretation of gestures. During symbolic interaction,

gestures have a meaning for the person who makes them and the person toward whom they are

directed. When gestures have the same meaning for each pamyleastanding arises. These

gestures of mutual wunderstanding are referred

Through the use of significant symbols, particularly language or vocal gestures, osgeism

able to anticipate their own responses and the responses of others, resulting in the adjustment of

those responses on the basis of anticipa@wganisms also create meaning by taking on the role

of the other through the use of significant symli§Blsmer, 1966; Mead, 1972By developing

lines of conduct through the definition and interpretation of their actions in relation to the actions

of others, human beings are able to sustain establishedesotrepatterns of group liféBlumer,

1966) Theseschenes according to Meail972) are only maintained by the continued

confirmation of others. This process, however, is not static. Definitions and interpretations may

change over time as individualsdee f i ne each ot herdés acts via vo
The self,otherwise known as the process through which organisms can view themselves

reflexively, also develops in a similar fashion (Blumer, 1966; Mead, 1972). According to Mead

(1972), the human being is an object to himself; he is able to perceive himselfphegptmons

of himself, communicate with himself, and act toward himself. The human being may, in other

words, become the object of his own acsiaesulting in senteraction (Blumer, 1966; Mead,

1972). The human being has the ability to describe thmgsnself, including his wants and his

goals, as well as the actions of others around him. It is througimtetiction that the human
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being is able to form and guide his conduct. His behaviour is not a product of biological and
environmental factorgather, the human being acts toward his world, interpreting what confronts
him and organizing his action on the basis of the interpretation. In order to view himself
reflexively, however, the human being must see himself as others would see him; heaosust pl
himself in the position of others and view himself or act toward himself from that position.
According to Mead (1972), there are two aspects ofthé s¢efie fime o and ishe Al
At he or gani z e dthessavhichorfe himgelt amstesy kuling m the formulation

of internalized norms and values (Mead, 1972, p. 175). It is considered the socialized aspect of
the individual and represents learned attitudes, behaviours, and expectations of others and
society. The fiomé&eknowkedgd & soeidtyampdehe social interactions that the
individual has gainedlh e fAl 6, on the other hand, is fAthe

attitudes of the otherso (Mead, 1972, p. 175)

self and represents the individual 6s i1 dentity
and the Al 6, according to Mead, have a dialec
over oneself and the @l o0 atetydndinds/idualisne. i ndi vi dua

Il n 1937, Her bert Bl umer used MeadO0s perspe

interaction, which is now commonly referred to as symbolic interactionism. Like Mead, Blumer
(1969) believedthadt h u man bei ngs atbebasts oftha mehningsthatthe things
have for themo (p. 2). The meanings assigned
develop through social interaction with others. These meanings, however, are not static; they
develop and change thugh a dynamic process in which people adjust their definitions based on

the responses they receive from others. While meanings are the product of social interaction,

Blumer believed that the meanings held by each individual actor develop through a pfocess
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interpretation; the individual actor identifies the objects that have meaning by interacting with

hi msel f/ hersel f. From there, fithe actor selec

meaningso before taking action (Blumer, 1969,
During the | ate 1960s and the early 1970s, B |

the criminological theory of deviance proposed by Howard Becker. According to Becker (1973),

individuals are not considered deviant until the acts they commit are labefedhadJnlike

traditional theories of criminality that viewed deviance as inherent in the act, B&6K&)

believed that deviance is created by society, particularly moral entreprerfeoslieve that

Anot hing can be wmlesagieta dien ttoh ep.d4d). \wiuld marat toi 1(

entrepreneurs may be interested in forcing their own morals onto others, many of them support

humanitarian crusades; they believe that other people will also benefit from what they think is

right. Some of them evanake a career out of identifying social problems; ttheyelop formal

and informal rules that help them identify problem behaviours that are worthy of sanction.

Nevertheless, the ability of social groups to make rules and apply them to other people rests o

their legal and extralegal means. Groups that have power in society are the ones that are typically

able to enforce their rules. Whether an act is considered deviant, however, depends on how

others react to it once these rules have been establishede@na, for instance, may consider

dancing along a sidewalk deviant while another person may not. The degree to which people

respond to a given deviant act varies over time as societal norms and valuesAllaoggh it

has yet to shift toward total agtance, amesex marriagefor instanceywaswidely considered

deviant in Canada up uniilwas legalized in 2005. Once a deviant label is administered, it often

becomes an individual 6s master status; it ove

possess (e.g., spouse). Treating individuals as if they are generally rather tifecabpe
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deviant, according to Becker, also results in afsdilling prophecy; individuals treated in
accordance to their label begin to accept that given label and continue to perform deviant acts.

Once they are labelled, deviants become shunnedrimideviant groups and are forced
to stick with other similarly labelled deviants, resulting in the creation of a deviant subculture
(Becker, 1973)According to Beckerl973), a deviant subculturefisa s et of perspect
understandings aboutwhath e wor |l d i s | i ke and how to deal
has been established, deviants develop a rationale for following a deviant career and they learn
how to avoid trouble by interacting with other deviants.

Like Becker, Albert Cohen belved that delinquent subcultures emerge in response to the
pressures of society. According to Cohen (1955), there exists a dominanticaltare ias cet i c,
achievemenbriented, highly competitive, middie| ass way of | ifed (Downe
123)i that serves to enable individuals to solve problems created by the social structure. Via
socialization, individuals learn to resolve problems in ways that are consistent with and accepted
by this dominant culture; they look up to reference groups withirctiiure to help guide their
beliefs about appropriate and inappropriate behaviours. In doing so, these individuals achieve
status ia grant of respect from otherso iin the do
and are rewarded with acceptance sswbgnition. Although there are incentives to conform to
the dominant culture, the way in which individuals choose to solve their problems is contingent
upon the situation that they are in. According to Cohen (1955), the situation or the physical
settingwithin which individuals operate may contain limited avenues through which they can
resolve conflicts. In addition, the way in which individuals feel and act in response to particular
problems also depends on their point of view or their frame of referelncean beings view the

situations and the problems they encounter through their own lens of knowledge, experience,
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preconceptions, stereotypes, and values. The situations and the frame of reference through which
they are viewed vary dependingonanindimal 6s age, gender, race, O«
class. Individuals who do not share the same frame of reference as those from the dominant
culture maygravitate towara different subculture that is more consistent with their own values.
Although subculiral groups share values and beliefs that are inconsistent with those
shared by dominant cultural groups, they borrow elements from the dominant culture (e.g.,
norms) and turn them Aupside downo (e@aoph&n, 19
new status system that sanctions behaviours that are frowned upon by the larger society. To
become a member of a subculture, Cohen (1955) states that individuals must relinquish the status
they once had in the dominant group. They must also refrain frofaragng to the
expectations of the dominant group. Once status within the subculture has been obtained,
members are able to receive social validation for their beliefthamhew ways of life
While each subculture has its own set of norms and vadhese norms and values are
not fixed; they emerge and change via continuous social interactions between group members
(Cohen, 1955). During such interactions, individuals engage in exploratory gestures; they release
ambiguous cues pertaining to a novellgem and examine how their group members respond. If
the responses to the subtle cues are unfavourable, individuals are able to retreat without being
identified as a supporter of a deviant position. If the responses to the cues are favourable,
individualsb ecome progressively committed to their r
to oneselfo, therefore, fidepends upon its acc
The theory of symbolic interactionism was
dramaturgical analysis. According to Goffman (1969), social interactions are equivalent to

theatrical performances. There are actors who put on a performance and an @aodgmncce
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whom that performance is directed. In the context of social interactipesfarmance refers to
Afall the activity of an individual which occu
before a particular set of observers and whic
1969, p. 19). In order to deliver a parftance, actors intemtnally or unintentionally usgonts
iAexpressitveofrqai pmamd aordefinekhe sitdadion fohtre bbsesvere k
(Goffman, 1969, p. 19). These fronts, otherwise known as scripts, are comprised of two parts
first there is the setting which contains the physical geographical layout, various props, and other
background items used for the performarnhenthere is the personal front or the items of
expressive equipment that are attributed to the performer such aseanige, race, clothing,
and bodily gestures. Some of these aspects of the personal front are fixed (e.g., race) and others
(e.g., facial expressions) are not. The stimuli that make up the personal front can be classified as
appearances and manners. Agpaces refer to the stimuli that function to portireey
perf or mer 0 and&mpmary fitualstata dunng a performance (Goffrh869).
Manners refer to the stimuli that seek to warn the audience of how the performer will act in a
particular situation. Appearances, however, m
is possible for individuals to behave in a way that gagsnst their social role. A military man,
for instance, is supposed to appear brave and emotionless according to the standards set out by
society. When diagnosed with PTSD, however, this military man may outwardly display feelings
of helplessness, resmlg in a discrepancy between appearance and manner.

A front, regardless of its form, serves as
performed and takes on fia meaning and stabil:]
the timeto be peofr med i n its nameo (Goffman, 1969, p.

pre-established social script that suggests how actors should behave in a given situation. The
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same front, however, can be used for different performances. Even when perimeingole,
actors refer to prestablished fronts to guide their behaviours. By referring to these scripts and
adhering to social standards, actors may also present an idealized view of themselves in order to
appear better than they are. They may tdileir performance to reflect socially acceptable
expectations and statuses. According to Goffman (1969), performers may also engage in
negative idealization; they may succumb to traditional stereotypes (e.g., dumb blond) and play a
role that understatesein expressions of wealth, capacity or sepect in order to achieve some
end. By succumbing to these standards and stereotypes, performers must ensure that they conceal
any behaviour that is inconsistent with the idealized version of themselves. Tibeglso create
an impression of |l egitimacy,; they must Afoste
performing is their only routine or at | east
must also foster the impression that tipgirformance and their relationship to their audience are
unigue. When performing roles and fostering impressions, actors use a number of cues or signals
to convey meaning. By giving off these cues, however, performers risk that audience members
misinterpet them. Audience members, for instance, may attribute meaning to an inadvertent cue
ultimately threateimg the reality in which the performer seeks to exhibit.

While they are formed in a similar manner, social interactions take place in different
regions and vary depending on the region in which they occur. The front region, according to
Goffman (1969), is the fiplace where the perfo
accentuated facts make their appearance and activities that migatidiadostered impression
do not. Actors engage in impression management and adhere to social mores in order to
influence the observeroés perception of them.

suppressed facts make an appearance. It is in tthsreégion where actors can let their guard
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down, relax, drop their front, and step out of character. Rather than engage in impression
management, actors in the back region engage in performance maintenance practices; they adjust
certain aspects of their ggnal front in order to prepare for front stage performances. Without
the mere presence of an audience, actors can run through their performance and check for any
flaws that may hinder or discredit the impression they seek to convey. While the frorgretage
the back stage are different, they can be interchangeable; some regions may function as a front
region at one point in time and a back region at another point in time.

In addition to a front stage and a back stage, Goffman (1969) states that #tsveais
outside region where performemayp ut on a show that is fAdiffere
the one in progresso (p. 117). Outsiders in t
progress. This allows the actors and the audience eran preserve their relationships and
interactions, along with the establishments in which these interactions take place. When outsiders
make their way tohe front stagethis may not necessarigffectthe performance in progress but
rather the perforance that the actors or the audience members would present to the outsider at a
time and place when the outsider would be the
presence during a performance in progress intended for another audience cametladtef the
out sideroés I mpression of the actors or the au
states that impression management is best preserved through audience segregation. In other
words, actors should maintain social distance fradience members when they are conducting
a performance geared toward another group of audience members.

In addition to developing meaning through performances, Goffman (1965) states that
individuals make sense of the world around them by categorizinggo@ddpmise who share the

same values and adhere to a set of establishe
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do not share the same values are categorized
attribute or a stigtmaf tmdmtotmakres itrhetmh d da dtf eeg c
for them to be (Goffman, 1965, p. 3). According to Goffman (1965), individuals are stigmatized

if they possess any of the following attributes: abominations of the body (e.g., physical

deformities), blenshes of individual character (e.g., mental disorder), and/or tribal stigma of

race, nation, and religion (e.g., stigma transmitted through lineages). These deviant attributes

tend to override the uncontaminated aspects ofthensaa t i zed i ndyi vi dual 6s i d
Consequently, fAnormal so may fail to regard th
also prevent stigmatized others from participating in particular social functions, resulting in a
means of soci al contr ol .tizewimdividweals differentlyn@olffrsad ma y
(1965) states that it is possible for secertain
regardless of the blemishes they possess. Goffman (1965) refers to these accepting individuals as
Asympat hsedt i(cp.otlh%)r. Sympathetic ot hgaes may cor
similar blemishes astigmatized individuals. This group of sympathetic others accepts

stigmatized individuals for who they are because they know what it is like to live with the

paricular stigma. They may evemovidestigmatized individuals with advice on how to deal

with the repercussions of their stigima. Sympa
individuals Awho are nor mal but telpovgtethes peci al
secret life of the stigmatized individual and sympathetic with it, and who find themselves
accorded a measure of acceptance, a measure o0
1965, p. 28). Wise individuals may include those who viloin establishment that caters to the

wants of stigmatized individuals (e.g., nurse) and those who are related or closely connected to

stigmatized individuals (e.g., spouse). Due t
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Awi sed0 temdatcoacqeisy stigma; they fAshare som
persono and, therefore, risk being treated as

2.6 The Present Study

Given what we know about meaning as described by symbolic interactiansts, i
important to examine culture and the social interactions that take place within that culture in
order to truly understand human perception (Pascale, 2011). As mentioned earlier, individuals
interact within a given culture to guide their conduct arttebenderstand their surroundings.
Individuals consciously and unconsciously interpret their environments while acting out roles
and identities that agmilar to theirinterpretations. Therefore, their behaviours depend on their
subjective interpretatioof reality as opposed to the objective reality itsgnbolic
interactionistsvould argue thatlemands and experiendesg., exposure to gruesome scenes)
including the police culture, are objective realities. Although these demands and experiences
exi st in the otehreinterprdted and regotiated beteveer individuals,
resulting in variations of meanin§ince people éhave based on what they perceine not on
what is objectively truesymbolic interactionists beliewkat sulective meaning and the
processsthrough which this meaning develops and changes over time should be given primacy
(Pascale, 2011As such, the variation in the construction and interpretation of meaning, as
opposed to the objective reality itselbyinsthe object of inquiryn this study

Like other human beings in the social world, police officers construct meaning by
interacting with themselves and others (Paton et al., 2009; Shearing & Ericson, 1991; Van Hulst,
2013).In order to understarttie processsthrough whichofficersconstruct theiperceptions, it
is important to investigate the ways in which police officers interact with others (and themselves)

within their cultural contextsThis study willaddress the gaps in the existing literature by posing
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guestions that tap into symbolic interactionist notions of the subjective and the development of
meaning via social (and self) interaction:
1) What are the perceived sources of stress in police work?
2) How do police officers perceive stress management programs?
3 What kinds of #Asignificant symbol so do po
perceptions of stress and stress management? (Blumer, 1966; Mead, 1972)
4) How do police officers engage with pegistingfischermeso or social scripts ta@ope
with stress?Blumer, 1966; Mead, 1972)
5) How do police officersisei cul t ur al 06 and/ orfornuatethesrul t ur al
coping strategies(Becker, 1973; Cohen, 1955)
6) What role does selflentity ( A larw pocial idetity ( Amp b papy i n officer st
to make use of available stress management progr@ies?l, 1972)
7) Whhat would police officers6 ideal stress
) Which aspects of identity management are the most important to police
officers?(Goffman,1969)
In posing theeresearch questiontis study seeks to achieve a number of objectives.
Since the definition of stress in the existing literature is mainly limited to operational and
organizational demands, | would like to betiaderstand how police officers define stress. At
the same time, since perceptions change over time via social interaction, | would also like to
determine whether or not alternative definitions of stress exist that have not yet been identified in
the existng literature. Secondly, | would like to better understand the types of programs that are
available to police officers in Canada. Since existing programs seek to address critical incidents

and stress induced by operational demands, | would like to degewhiether or not existing
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programs actually address stress as police officers experience it. In addition, | would like to
better understand how police officers cope with stress and the @sitessigh which they

choose to use or not use existing stressagement programs. In doing so, | would also like to
better understand how police officers use social scripts prescribed by the police culture to
simultaneously cope with stress and engage in impression management. Lastly, | would like to
better understahthe processthrough which police officers consult with pestablished

schenes in order to develop their ideal stress manageméiattives

2.7 Chapter Summary

Stress in policing is typically attributed to operational and organizational demands.
However, officers may be exposed to other sources of stress such as the criminal justice system,
the media, workife conflict, and commuting to and from wagnkesulting inphysical or mental
illnessesAs such police organizations have implemengedumbeof internal and external
EAPs While source®f perceived stress astress management programs have been identified
in the literature, the processes through which officersstruct their perceptions of stress and

stress management have yet to be expldneorder to analyze these processes, | expressed the

need to examine officersd perspectives from a

following chapter, | presemhy methodology and describe how the symbolic interactionist

framework has informed the methods | have chosen to answer my research questions.
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Chapter 3:

Methodology

In this chapter, | introduce my mettsaf choice for investigating the topic of stress in
police work and explain why éseparticular methoslwerechosen. | also present the strengths
and limitations of tesemethod, along with the processthrough which | collected and
analyzed my data.then conclude with a presentation of the ethical considerations that were also
taken into account before the study took place.

3.1 Methodological Approach

According to Grant and Osanloo (2014), the
used to buildhis or her methodological approach. | hadeptedhe methodological position of
symbolic interactionism in order to appropria
stress management. Like other interpretivist researchers, symbolic interécgonisace a
social constructionist or relativist ontology, believing that reality is constructedubjecsively
via social and selinteraction and that multiple constructions of reality collectively exist; human
beings attach subjective meanings tdouss aspects of their lives and these meanings vary
across social settingénnells, 1996; Blumer, 1969; Neuman, 2011; Pascale, 2&REg)ity,
therefore, cannot actually be known since it is continuously constraateohterpreted (Annells,

1996; Guba &Lincoln, 1994).

Symbolic interactionists also embrace a transactional or subjectivist epistemology,
believing that the most valid way to create or acquire knowledge is to spend time with research
participants (Berg, 2009; Blumer, 1969; Creswell, 2007;mMey 2011; Palys & Atchison,
2008).According to symbolic interactionists, knowledge is created and negotiated through

dialectic transactions between researchers and research participants (Berg, 2009; Blumer, 1969;
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Creswell, 2007; Guba & Lincoln, 1994; Nean, 2011; Palys & Atchison, 2008). By directly
speaking to participants on an individual or group level, researchers are able to delve below the
surface and acquire a deeper, richer understanding of their perceptions (Palys & Atchison, 2008).
Symbolic ineractionists, thereforgiew research as an inductive process of exploration and
discovery; they believe that reselaers should interpret thveorld from the subjective
experiences of participants before they generate theoretical concepts (Hermannlga4y.to
understand social life and create meaning via dialectic negotiations, symbolic interactionists tend
to rely heavily on qualitative araturalistic methods, including-ttepth interviewsGreswell,
2007;Neuman, 2011; Pascale, 2011). These ahstic methods allow researcherdake on the
role of the other andxaminebehaviourdfromt h e p a r geispedtiygBuimers 1969;
Potter, 2009)They also provide a means through which to ensure an adequate dialogue between
researchers and participants so that a collaborative construction of reality can take place.

As mentioned irChapter 2the topic of stress in policinigas typically been anagd
using experimentar quasiexperimentatlesigns, closednded surveys, and structured
interviews.By engaging in these structured methodsyésearcHiterature has failed tacquire
in-depth information abouhe processsthrough which officergonstructheir perceptions of
stress and stress managemértasalsd ai | ed t o uncover the context
perceptions andoping strategiessiven the exploratory nature of this research and the
ontological and epistemological assumption®eisged with the symbolimteractionist
paradigm, investigateo f f i ¢ e r s Gqualitativelyesipg senasinustured, irdepth
interviews. Thisallowedme to generate rich information and probe participsothat the

cont ext b epeicgtidns cobildoe retreeved. 0
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3.2 Method of Data Collection: The Sefiructured Interview

With semistructured interviews, | was able to pose eprded questions and explore
themes that spontaneously arose throughout the interactions (Barriball & WBide Ddébdy &
Noonan, 2013). Since the seatructured interview process is flexible, | was also able to vary
the order of my questions depending on the direction of the interviews. By conducting semi
structured interviews, | wagsoable to probe intervieweabout interestingppics that emerged
relating to my theoretical framewarkhis type of probing could not have been dwité
surveys or questionnaires. Through probing and seeking clarification from research participants,
Ilwasal so able to uncover new themes pertaining
stress managemem{s such,| was also able to acquire-adepth information about the wain
which officers interact with themselves and othersrderto form theg conceptualizations.

Although the semstructured interview was the most suitable method of data collection
for my research, there are some limitations associated with its use. As a novice researcher, for
instance, | sometimes had a difficult time knogvivhen to probe interviewees during the
interview process (Doody & Noonan, 2013). Since | served as the instrument through which data
were collected, | was not always able to recognize the complexity of my questions. As a result,
participants may not hawenderstood the questions being asked, resulting in pooithiessigh
responses. Researcher bias may have also influenced the type of data collected (Chenail, 2011).
As the research instrument, | may have unknowingly used certain techniques (e.g., body
language) when conducting interviews to elicit specific responses from participants.

In order to address these limitations, | initially decided to engage in pilotimg process
of testing the proposed methods to see if they perform as envisionedrbgehecher (Chenail,

2011; Hermanowicz, 2002). Since | only had access to a limited number of research participants,
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however, a pilot study was not feasible. Cons
i nvestigator 0 app veolathibap@aach,ahe vesearthér assuemestthe role aft i
the interviewer and the interviewee (Chenail, 2011). Just like in pilot studies, the researcher is
able to practice conducting interviews in order to review the content produced and make certain
adjist ments before the actual interviews take pl
approach, | was able to test my interview questions and techragdesake suréhe questions
were clear and concise as opposed to vague or ambiguous.

While pretests can be done to minimize issues associated with researcher bias and
ambiguous questions, other limitations associated with thestemstured interview exist.
Since the interview is considered a social process through which the interviewer and the
interviewee Acreate and construct narrative Vv
2004, p. 125), an absolute depiction of polic
retrieved. During the interview process, for instance, inter@samay have referred to familiar
narratives as opposed to their own subjective views to construct meaning (Miller & Glassner,
2004). Participants may habeen less than candidroughout the interview process to protect
the institution or conceal certaamotions regarding a sensitive or embarrassing issue (Gardner,
2001; Polkinghorne, 2005). Some may have concealed certain aspects of a story in order to
appear socially desirable to the researcBarr{ball & While, 1994 Diefenbach, 20094t the
same ime, interviewees may have provided inaccurate accounts due to poor memory or lack of
complete knowledge regarding the phenomenon in question (Gardner, 2001). According to
Miller and Glassner (2004), the social position of the researcher may also inflnertgees of
narratives created during the interview process. Unlike participants in the present study who

were mostly white, middlaged, middleclass males, | am a young, whiteiddle-classgraduate
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student who does not 0 sirmteempdicecuturedMilters&Glagsier, wi t h
2004, p. 128). As such, police officers may have been reluctant to share their perspectives with

me because they may have viewed me as an fout
been able to captureeh aut henti ¢ accounts of officersodé su
potential threats to the theoretical and empirical status, validity, and reliability of the research
findings.

Although it was impossible for me to determine whether or not interviédweds e st i moni e
wereauthentic there are a couple of things that | did to minimize the risk of acquiring fictitious
accounts. As suggested by Berg (2009) and Miller and Glassner (2004), | was opetirand up
with participants throughout the research psscén other words, | informed them about my
intentions and how the data would be used. | also informed participants that a variety of
perspectives and opinions were being sought (Doody & Noonan, 2013). Furthermore, | was non
judgemental throughout the erview process (Berg, 2009) and listened attentively to each
participant; | let them know that their perspectives mattered (Miller & Glassner, 2004).

Consequently | was able to build a rapport with par
lie or provide socially desirable accounts during the interview (Barriball & While, 1994; Doody

& Noonan, 2013). Finally, by acknowledging the interview process as a symbolic interaction

between the researcher and the interviewee, | was careful to ensurethatof§ 6 t est i moni
were not viewed as objective fAtruthso but as
3.2.1 The Data Collected

According to Morash, Haarr,and Kwgk2 006 ) , pol i ce officersod e
vary depending on the geographic location in which they work. Police officers working in urban

areas tend to manage larger populations compared to those working in suburban areas. As a
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result, officers wdking in urban areas are more likely to encounter critical, traumatic or
unpredictable incidents compared to officers who work in smaller cities (Shane, 2010). Since
urban police departments are larger than their suburban counterparts, officers working with
these departments tend to also have distant relationships with their superiors (Morash, et al.,
2006). As a result, police officers working in urban areas are more likely to encounter a number
of stressors compared to those working in rural areasdbr tw capture an array of experiences,

| examined the perceptions of police officers employed by an urban law enforcement agency.

In the present study, police officers from a municipal law enforcement agency in Ontario
were recruited for interviews viaigoseful sampling. According to Berg (2009) and Patton
(1990), qualitative researchers engage in purposeful sampling in order to select infericiation
cases for the purpose of conductinglapth research. In order to select informatich cases to
bet¢ t er understand police officersd perceptions
criterion sampling, a form of purposeful sampling. The purpose of criterion sampling is to
Areview and study all cases that ameetd dmd tpm
1990, p. 176and toensure that only participants with specific attribuie=included in the
study (Berg, 2009). | interviewed mal&icers females, and those with varying ranks and
demographic characteristics. | also interviewed dmbge police officers who had been working
for the law enforcement agency of interest for at least one year. This condition was in place to
increase the likelihood that participants would be familiar with the stress management programs
offered bythat poice agencyAll police officers from tlatagency were notified about my study
via email (see Appendix A). From there, all interested candidates who met the criteria for

participation were selected and interviewed.
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A total of 24 officers volunteered toate their perspectives about stress and stress
management. Of those 24 officers, 19 were male and 5 were female. In addition, the majority (79
percent) of the officers welhite. 3wereAsian, 1wasPakistanjiand 1 officeselfidentified
as Muslim.Themedian age of those interviewed was 43. The youngest participant was 30 and
the oldest was 60. Of the 24 officers interviewed, 15 held the rank of police constable, 4 held the
rank of detective constable, 1 held the rank of sergeant, and 4 held the datd&cti’e sergeant.

While each officer had a different career path, the majority of those interviewed were first
responders. The remaining participants held administrative or investigative positions. The names

of these positionwere omitted to protect ¢hidentities of the interviewees. Moreover, the

majority of officers interviewed had a pestcondary educationineof the police officers had a

college degreeseverhad an undergraduate degree;d@fmda d a Mast er 6s degree.
majority of partcipants (13) selidentified as having a Type A personaliigsed on a few traits

identified in the literature as aligning with these types. While officers were able to identify with

one of the personality types, their attributions may have been inacdueate irsufficient

experience with validated personality assessments. Officers who were unsure may have also

rated themselves favourably in order to appear socially desirable to the researcher. As such, the
data pertaining t o aprotthe crpetlyvalperrrediable.al i ty type

While many officers shared their racial backgrounds during the interview process, some
of them did notWhenofficers failed to explicitly mention their racial or cultural backgrounds, |
used my own assumptions goerceptions to complete this category. As a result, the data

pertaining to officersodé racial Dbackgrounds ma
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3.3 The Data Collection Process

I n order to collect police o#rfinteeview@ide accou
(see Appendix Bgontainng a series of questions that reflected my research questions. |
categorizedjuestionsnto groups of similar topicandl organized my topics in a logical order; |
placed all questions pertaining to stress together and all questions pertaining to stress
management together. In addition, | started each interview witlthmeatening questions (e.g.,
age) and then | moved oo more difficult questions (Berg, 2009; Doody & Noonan, 2013).

First, | asked participants about their demographic characteristics. From there, | asked officers
about their perceptions of stress and stress managerhenallowed me to build a rapporittv
each research participant.

The setting in which the study took place was also carefully taken into account.
According to Villa, Morrison, and Kenney (2002), police officers have very hectic schedules due
to the many tasks and duties they must perféion instance, police officers may work long
hours, usually in the form of shiftwarknd thosevho patrol the streets in the evenings may
spend their mornings or afternoons resting or catching up on sleep. In some departments, police
officers may also jgk up extra shifts due to personnel shortages. Knowing this, participants in
the present study were given the option to be interviewed in a boardroom within one of the
agencyo6s police stations. This optiopoersmay hayv
since they did not need to travel to meet with me. By addressing the issue of convenience, | was
able to recruit more than just a couple of research participants.

While convenience is an important issue to address, so too is the issue of comfort.

As suggested by Berg (2009) and Elmir, Schmied, Jackson, and Wilkes (2011), | decided to

conductinterviewsat a venue where participants would feel the most comfortable; the more
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comfortable participants feel, the more likely they will be to disclose ¢éxperiences. Since
police officers are in constant contact with the law enforcement agency in which they work,
some of them may have felt comfortable disclosing their personal accounts in a familiar
environment. With stigma apparent in various police wigions, however, other participants
may not have felt as willing to participate in a study conducted within their work environment.
As a result, participants in the present study were given the option to be interviewed at a police
station, a public likary or a coffee shop. These details, including those pertaining to the purpose
of the study and the measures taken to ensure confidentiality and anonymity, were outlined in the
consent form which was given to participants before each interview (see Apgandi

Once all of my data were collected, | transcribed each interview-fgongord into a
Microsoft Word document and removed any identifiers (e.g., names). | then converted the
interview transcripts into PDF documeatsduploadedhemonto NVivo, a omputerassisted
gualitative data analysis program. From there, | engaged in data analysis.

3.4 Method of Data Analysis: Qualitative Content Analysis

Like other interpretivist researchers, symbolic interactionists tend to rely on methods
derived from hermmeutics or theories of interpretation to analyze datauacdverdeeper
meanings Guba& Lincoln, 1994;Neuman, 2011; Pascale, 2011). Hermeneutics, according to
symbolic interactionists, involves andepth inquiry into text and relating its parts to wiele
(Neuman, 2011; Pascale, 2011). Since true meaning is rarely obvious on the surface, researchers
bring their own subjective experiences to the text in order to contemplate its many messages and
uncover the connections among its parts (Pascale, Poiter, 2009). By conducting a very
detailed reading of texts, symbolic interactionists believe that a deep, profound understanding of

human perception and action can be achieivedrder to acquire a deeper understanding of
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of ficerso6 pesawstedsmanagemeadetidedtorthersughly analyze my
interview transcripts using qualitative content analysis

The approacttaken in this studis different from he oneutlined inthe existing
literaturewhich havemainly focused on enumerating existing stressors and analyzing their
prevalence amondjfferent groups opolice officers usinglescriptive andhferentialstatistics
The existing literature has alseliedon statistical tests of significance to assess thetefémess
of available programs in remediating instances of felt stress among police oSioers.
researchers even examined the correlation bet
stresswhile others examined the relationship betweéniofc er s 6 demogr aphic ch
coping strategiesn doing soscholars haveeen unable to explore the hidden meanings behind
theseexisting relationships. By engaging in qualitative content analysis, however, | was able to
delve below the surfacof my data and explore tketent content or thenderlying meanings
behind officersod p@nyncaa,Beli& daran, 20020s shiob,H \sag ableu r s
to better understand why these perceptions and behaviours prevailed given current cultural
contexts and symbolic interactionist notions about impression management and the creation of
meaningWhile qualitative content analysis was performed, simple frequencies were also
generated using NVivo to determine the prevalence of particular findingation to specific
groups of police officers. By examining these frequencies, | was able to identify important
themes worthy of further discussion.

According to Altheide (1987), content analysis is used to document and understand the
communication ofmeaning. In other words, content analysis tends to serve a descriptive or
exploratory purpose; it is often used to describe similarities and differences within written texts

in order to discover theoretical conceptions that have not yet been identitieel liigrature
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(Berg, 2009). Due to its descriptive and exploratory nature, however, content analysis cannot be
used to make generalizations or causal inferences about the relationships between variables
(Bryman et al., 2012). As a criminologist and sbs@ence researcher, | did not seek to locate
the causes of police stress or use my findings to make wider generalizations about stress and
stress management. Instead, | sought to understand how police officers conceptualize stress and
perceive availablstress managemetaichniquesBased on my research goals and objectives,
content analysis facilitated the types of interpretations and conclusions | sought to make.
Content analysis is also particularly useful in analyzing interview transcripts becsuse it
flexible and reflexive in its approach (Altheide, 1987; Schilling, 2006). Through content
analysis, | was able to go back and forth between coding, analyzing, and interpreting my data.
Since the goal of my research was to uncover themes and the nsdaginigd them, the
flexibility and reflexivity associated with content analysis enhanced my ability to do so. When
openly coding my interview transcripts for the first time, for instance, important concepts
associated with stress in policing were not iehdy obvious. However, by reading;meading,
and recoding my data, | was able to uncover themes and concepts that were initially missed.
While content analysis is useful for analyzing data, there are some limitations associated
with its use According to Bryman et al. (20)2content analysis can be considered a reactive
method for analyzing interview transcripts. This is because the content of interview transcripts
may be partly influenced by the fact that the researcher knows what the transdripgsused
for. Since | interviewed participants with the intent of engaging in content analysis, the
credibility or the trustworthiness of my findings may have been threatened.
According to Tracy (2010), the credibility of the findings can also betdmed if

researchers fail to display sincerity or authenticity. This is because content analysis always
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requires some level of interpretation by the coder, especially when it comes to identifying latent
t hemes. Il n ot her wor dsesinfludnee the wpesohinterpnetatiodsandp er s
conclusions that are mada.order to achieve the highest level of credibility, | was honest about
my biases and the steps taken throughout the research process (Shenton, 2004; Tracy, 2010).
More specifically | was transparent when conducting my own research and provided readers
with a detailed description of the steps | used throughout the study. | also acknowledged my
personal biases. As a media consumer, | have read many mediated accounts of polige brutali
Consequently, | have been trained to be critical of police officers and their actions. Nevertheless,
| have learned to acknowledge these biases and try to put them aside in order to better understand
of ficersdé subject i ve reesxramgemenn lo erder tafbrtbeu miningizer e s s
the impact that my personal biases may have on the credibility of my findings, | also sent my
interview transcripts to each consenting interviewee before they were coded. This ensured that
the perceptions of eh officer were adequately articulated.

In order to avoid issues associated with coding, | decided #tegpreny codebook before
the actual coding process took place (Bryman et al., 2012). In doing so, | was able to test the
coding instructions and tteiitability of the categories for each theme. | was also able to change,
add or delete certain categories if issues associated with my codebook (ergutnalty
exclusive categories) were found. In order to ensure that the categories used in my gudy we
exhaustive and mutually exclusive, | tested my codebook on five interview transcripts. From
there, discrepancies and ambiguities in my codebook were revised. Throughout the data analysis
process, | continuously tested and revised my codebook untihbigaities and discrepancies

were resolved. Once my codebook was finalized, | then coded all of my interview transcripts.
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Since | coded my interview transcripts independently, issues associated witoohtra
reliability may havelso arisen (Bryman el., 2012. As a single coder, | may have forgotten to
code certain latent elements of my texts. At the same time, | may have mistakenly coded certain
aspects of the texts that should not have been coded. In order to minimize these inconsistencies, |
codedmy transcripts at one point in time andceed them again two weeks lat&s. such |
was able to locate and fix the mistakes that occurred throughout the initial coding stage.

3.5 The Data Analysis Process

In the initial stages of content analysissearchers examine the recurring, easily
identifiable aspects of the text, otherwise known as the manifest content (Bryman et al., 2012;
White & Marsh, 2006). According to Hannah and Lautsch (2011), Leech and Onwuegbuzie
(2011), and Schilling (2006), theamifest content provides researchers with clues as to where to
look for latent themes and patterns. | decided to look for recurring words in order to determine
which topics were most frequently discussed individually and collectively across research
partidpants. Once the manifest content was identified, | then coded my interview transcripts; |
tagged or assigned units of meaning to the information | was examining (Campbell, Quincy,
Osserman & Pedersen, 2013; De@ainby, Marshall & McCulloch, 2011). Befrcoding
could take place, however, | had to determine whether | planned to code my data inductively or
deductively. With an inductive approach, codes are developed from the raw data itself{DeCuir
Gunby et al., 2011; Fereday & Mu@ochrane, 2006). With @eductive approach, on the other
hand, codes are developed a priori from the existing literature. According to Kohan and
Mazmanian (2003), stress in police work is usually defined as operational or organizational. At
the same time, the criminal justicesssm (Anderson et al., 1995; Daniello, 2011; Duxbury &

Higgins, 2012; Finn & Tomz, 1997; Pozzulo et al., 2009), the media and/or the public (Anderson
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et al., 1995; Duxbury & Higgins, 2012), walike conflict (Duxbury & Higgins, 2012), and
commutingto andfrom work (Brown & Campbell, 1990) have also been identified in the
literature as sources of police stress. As a result, codes were developed a priori in relation to each
known source of police stress. As mentioned earlier, however, other potentiassufysoéce
stress are often left unexplored. Knowing this, | also inductively coded my interview transcripts
to determine whether or not alternative conceptualizations of police stress exist. Since
information pertaining to stress management programslicirg is currently limited, | also
employed an inductive approach in order to learn more about these available programs.

Since Imainly approached my interview transcripts inductively, | read my texts
repeatedly and broke them apart using open codinghédd, 1991; Ryan & Bernard, 2003). In
other words, | analyzed my interview transcripts minutely (e.qg., swgrdiord) so that a number
of concepts, codes, amdtegories could be created (Bowen, 2009; Burnard, 1991; DeCuir
Gunby et al., 2011; Fereday & MuCochrar, 2006). Upon reading samples of the texts a few
times, | was able to identify similar concepts, quotes, and important themes (Ryan & Bernard,
2003). Once codes were created through open coding, | then analyzed them by engaging in axial
coding;l identified relationships between open codes (DeGuinby et al., 2011). Once these
relationships were established, | was able to group concepts into similar overarching categories.
In the present study, for instance, | looked for recurring words ardgd(e.g., scheduling)
associated with stresstress managemeannd stress management programs. | then defined these
words and grouped them into broader themes and categories (e.g., organizational demands).

Once my codes were developed, | placed thdma codebook. According to DeCuir
Gunby et al. (2011), a codebook is a book that researcteateand use as a guide to help them

code their documents. In order to facilitate the data analysis process, | developed a detailed
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codebook with definitionsnclusion/exclusion criteria, and examples for each code (see
Appendix D). | also referred to my codebook constantly to ensure that | consistently coded my
transcripts. If new concepts and themes arose as | coded my transcripts, | made the necessary
changs to my codebook and-eoded my data.

According to Basit (2003), coded data may becomeatheextualized once they are
carved from their place in the original data. Therefore, | made sure to analyze quotes in relation
to the context of the original intaews so that true patterns could be identified (Basit, 2003;
Booth, 1993). According to Ozkan (2004), NVivo enables researchers to view coded segments of
their data in context without separating them from their origin, making it a suitable tool for
analyzng findings. By using NVivo, | was able to view each coded theme by participant. As a
result, | was able to better understand the context in which participants used each coded theme. |
was also able to identify similarities and differences between pdlidebcer s 6 account s
and stress management. Furthermore, by using NVivo, | was abledatextualize quotes and
collectively view all of the excerpts pertaining to each individual ¢Basit, 2003; Booth,
1993) As a result, | was able to examisimilar quotes from different participants within a
single document in order to identify and interpret latent themes. Once similar responses were
identified, | compared them against the personal characteristics (e.g., rank) of my sample. In
doing so, | vas able to detect certain relationships between these characteristics and individual
perceptions. Once my data were coded and all of my relationships were identified, | interpreted
my findings in relation to my theoretical framework (White & Marsh, 2006).

3.6 Ethical Considerations

Since | decided to interview human subjects to achieve my objectives, there were a

number of ethical considerations that | needed to take into account before my study took place.
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For instance, | needed toquire informed consent fronesearch participants (Berg, 2009;
Bolderston, 2012; NeumaB009). In order to gain informed consent from each participant, |
explained the potential risks and benefits of the study. Before | conducted interviews, | informed
all of the interested candidates about the goals girdsenstudy,the types of quesins they
would be askedandtheneed tgorovidewritten or verbal consent in order to participate. In the
consent form, participants also indicated whether or not they consented to beingeaadied
for transcription purposes. In the present study4participants signed the consent fand
23 consented to being audiecordedRather than audicecording the nottonsenting
participant, @tailed notes were taken duringstimterviewinstead

I n order to minimize edtotpartcipapeal alsoexplaimed s k o f
to the interviewees that their participation was completely voluntary (Tracy, a@diG)formed
themthat they had the right to drop out of the study at any énmrefuse to answer any question
Before the study tooglace, participants were alsad thattheywould notbe penalizel for
choosing to withdraw from the study.

| also ensured that all research participants remained anonymous (Berg, 2009;
Bolderston, 2012). In order to ensure anonymity, | assigned pseuddogachresearch
participant. Fictitious names were also used to replace the names of family members or co
workers mentioned throughout the interviews. Participants were also made aware that their
gender and/or rank might be published to highlight céfiees in perceptions across different
groups of police officerandwere informed that such information would not be disclosed if it
woul d make them more easily identifiable. | a
Serviceo t o t hencyfranrwwhemnysamplewas detivedaAs a result, | was

able to further protect the identity of the participants under study. Although these measures were
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taken to ensure that research participants remained anonymous, there was still a possibility that

interviewees could be identified based on the information they chose to disclose during the

interview. Since quotes were published in my final thesis, readers may be able to distinguish

certain participants based on the accounts mentiditeguard againghis, only quotes that did

not reveal partici phefinaltkedis.i dentity were used i
In addition to ensuring anonymity, | made sure that the personal information provided by

each participant was kept confidential (Bolderston, 2012; Tracy, 204@yght to protect the

confidentiality of all participants by keeping audio recordings and interview transcripts in a

locked drawer andavinginterview transcripts as passwepbtected PDF files on my

passworeprotected laptop. Once interviews were taied, the audio recordings were

destroyed. Participants were also informed that the data collected for this study would be

securely conserved for a minimum of five year
In this study, every precaution was also taken to minimize any risk of harm to the

interviewees (Berg, 2009; Tracy, ZI)1For instance, police officers were not asked questions

that were too sensitive. Instead, police officers were asked broad questions itheiicbuld

choose what information to disclose. Furthermore, participants were debriefed after the

interview; they were asked if they had any concerns about the present study. Even if they did not

show any overt signs of distress, all participants werenga debriefing form following each

interview (see Appendix E). This debriefing form contained the contact information of various

support/counselling services, along with my contact information and the contact information of

my supervisor in case partieipts had further inquiries after the studgk place. Finally, the

debriefing form contained the contact infor ma

Board (REB) in case participants wanted to report any ethical concerns or violations.
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Thepresentstudwas presented to the University of
was granted ethics approval before any interviews took place (see Appendix F). The police
organization of interest also approved of the study before any interviews toek Iplarder to
protect the identity of the organization and the research participants, however, the letter of
approval granted by the police organization of interest was not included in the appendices.

3.7 Chapter Summary

This research study used qualitatsemis t r uct ured i nterviews to
perceptions of stress and stress management. Criterion sampling was used to recruit a total of 24
participants from a municipal law enforcement agency in Ont@Qualitative content analysis
wasimplemened t o analyze interview transcripts so
could be uncoveredn addition, this chaptexxplored the advantages and disadvantages
associated with themethods oflata collection and analysis used in the stélgical
considerations were also taken into account. In the following chapter, | present the findings and

the major themes derivetbimin-depth interviews with police officers.
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Chapter 4.

Presentation of Findings

In this study, a number of themes were found in relation to sources of stress in policing,
coping strategies, feelings toward stress management programs, reasons for using/not using
stress management programs, andes.dliefresuitssfrons 6 | de
the present study will be displayed according to each major theme.

4.1 Sources of Stress in Policing

In this study, all 24 participants discussed their perceived sources of stress in policing.
While two participants stated that these sources of stress were necessary in order to keep them

alert and safe while doing their job, the majority of participants viewed stress as potentially

harmful to the health and wedkeing of police officers. Patsy, forinatda e, st at ed t hat
of police stress is an ongoing problem. Wedve
t hat aspect, we, as a Service, need to addres

operational and organizationamands, worltife conflict, public scrutiny, and commuting to
and from work wereeported Each of these stressors will be discussed in the following sub
sections.
4.1.1 Operationaland Organizational Demands

While all 24 participants discussed operaticarad organizational demands as sources of
stress in policing, the majority of them referenced organizational demands more frequently than
operational demands (see Appendix G, Tablsudggestinghat officers inthis study perceived
organizational demands as more stressful than operational demands. This was even explicitly and

implicitly stated by a few interviewees:
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The administrative aspect of policing is p
actually outon the street. (Hannah)

Soalotofourdayist hey say ités 90 percent boredom
basically it. (Josh)

The internal politics of policing, the interpersonal conflicts with other officers and other
supervisors, | would saig more stressful than the actual physical dangers and dealing
with belligerent people. (Victor)

Although officers tend to perceive organizational demands as stressful in comparison to
operational demands, Kohan and Mazmanian (2003) state that thesgtipascmay differ by
rank.In the present study, each ranked group (police constables, detective constables, sergeants,
detective sergeants) spoke about organizational demands more frequently than operational
demands (see Appendix G, Table&ince polie constables engage in strémtel police work
and are exposed to operational demands more frequently than officers in higheBranks&
Campbell, 1990; Paoline, 200Baoline & Terrill, 2014)police constables in the present study
chose to discussperational demands more often than higtagking officers.

(i) Common Organizational Sources of Police Stress

While organizational demands are considered the primary source of stress in policing,
particular organizational demands are deemed more siréssh others. In the present study, 16
participants indicated that scrutiny from management and lack of support from supervisors
ard/or the police organization wetige most stressful aspsdf their job:

Therebd
t

eopl e who gobtabgpete amyd rbegogqi, t itdr
what re of

asked , yet theybére the fir

You go to work and someti mes at work there
there on one hand telling you, yondw, do more radio calls, spend more time getting,

you know, what ttoMewnd aalgldo it dyenkitomgetiiog c a | |
intimately involved. Followup with these people the next day, check in on them, do a

little bit of background research, try and find owgee if you can help them find a place.

But make sure you take your lwunch hour, do
clear more radio call . Oh, and by the way, you dondét w
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and wr e more t

it il ckets. And vyo
a day to do all tha as

t youore
In addition to being scrutinized, partieipts stated that their superiors did not offer
support in response to sensitive personal issues. When going through a divorce and raising two

young children, Garrett found that his supervisor failed to show compassion or understanding:

You know,youcomé n and you say I 6m having a real
childcar e, | 6m going through a divorce or
get a nanny theno

According to Sophie, this lack of support even takes place in response toelabekl irtidents:

...and they were expected at work the next day. Like, so they came to work the next day.

So | pulled one aside, I 0m |i ke, AWhat a

beside the guy that shot t heGaghomwe!Yod 6m | i

need some ntdi hee onfafso.l ik é&|] t dA&hbrnditheydad | 6 m OK

counsellors come to the stationtéik to him but management did thought they did

nothing for those guys. Like, they just expected them there the nexttayght it was

horrible.

As mentioned in the literature, shiftwork is another welbwn organizational source of
stress in policing (Violanti & Aron1993,199, 1995. While shiftwork was mentioned as a
source of stress in the present study, 16 ppéits expanded on this point to include the stress
associated with scheduling in general. According to the majority of participants, the most
problematic aspect of working a compressed work week is the fact that their days off are often
cut short due to nmalatory court appearances. With very few days off, most officers perceived
the compressed work week schedule as a source of stress because it does not enable them to
manage relationships outside of the profession:

You know, a lot of people might think thabrking a compressed work week where

youbdbre eight days on, six days off is a
still, itdés normaltimétabledvheee, heyoyttriemds aret off @véry n o

r
k

e
e

go

weekend. You can see your frierel¥ er y second weekend i f youbo
those six days, youbre off to court three

or three days off. (Garrett)
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No, 1to6s roughly six days off. But during

court unl ess 1itdos a weekend. So before, wh e

had no days off unless it was a Saturday or Sunday. Other than that, you were in court. So

thatdos kinda hectic, you know, )through bal

While shiftwork and/or scheduling have been identified in the existing literature, so too
has office politicgBrown & Campbell, 1990)In the present study, participants described office
politics as the attempts made by certain officers to advancm\ilida organization, even if such
advancements were to be made at the expense of other colleagues. This is exemplified in the

following passage:

We al ways heard of this brotherhood, you
t hi nk t he rfighd alotaffehdfdr yoorself, a Iot of ladder climbing. So if |
can stab you in the back in order for me

As shown in Table 3, police constables referenced office politics as a source of stress more often
thanofficers in highefranking positions (see Appendix G). According to many of these police
constables, office politics is stressful because it impacts relationships between supervisors and
road officers. If supervisors climb the promotional ladder too dyitikey may lose sight of the

concerns associated with strémtel police work:

eéoo you know, supervitbeyédyembhgbea atvayof eomo

for so long and they have a desk job for so long that they are no lotiggyr forget vhat

itéds |Ii ke to be a police officer. (Charlie

Constant changes within the organization were another common source of stress in the
present study. According to the majority of participants, policies and procedures are constantly
changing within the orgaration and, as a result, officers find it difficult to keep up:

There have been changing policies, there have been changing approaches, which is always
good and necessary. ltdés just how much of

thatthesechmges are jJjust being stuffed down thei
Every other month, every three, four mont hs

getting used to the last five things that came through, right? (Karim)
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Andwhenyousean i nflux of that happening where vy
sudden, everythingbs gotta change. And it |j
system thatodods working in a squad Jlifryoua unit
getanew boss, and they all put their stamp on
you gotta work out all new bugs and kinks and by the time you get things running smooth,
they change it on you again. (Allen)

Some participants even stated that consthanhges in policies and procedures make it difficult

for them (or their colleagues) to complete necessartadgy tasks associated with their job:
A |l ot of guys get into trouble because the
doing somethingthat s ed t o be an ol d practice or an
frustration there. |l constantly answer pho
been in [this unit] for so |l ong and theyor
years, whahave | got here?06 And youdbre sort o I
policing, you know? So thatodos where it bec

With regards to stress management, officers also found it stressful when the Service made

changes to their EmplogéAssistance Progran

| was speaking with somebody with the old one. And then when they changed providers,
they did it very quickly and | eft me in
years talking to this one counsellor. He knew everythiag had been going on for some
time. It was still going on so | sort of had to check in once in a while. And now | had to

a

start with somebody new so that was frustr

what the reasons why the Service changed pravidiiorman)
According to participants, technological advancements are also stressful because they

make it difficult for officers to complete routine tasks:

|l tds a whole new program, a wbthestorayafw c o mp

the-shelf,box, box product that, | guess, is working in maybe smaller services. Umm, |
mean, it was years and years in the process trying to find this product and this is what

they came up with and itds just been mor e

would be. (Hannah)

Paperwork is stressful too because t
half so therebdés bugs to be worked ou
someone and Inéomildiekae ,w hfalike Hoghgaddt is noeusen s O .

her e
t in

friendly. Likel 6ve wor ked on a certain system for

0s

The systembs changed. l'toés |i ke, OK, I hav_

learn it again and you feel brand new. Anddds tat and you get kind of likérustrated
with it, which can be stressful. (Josh)
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In the present study, 7 participants discussed changes in technology during their interviews. The
youngest participants to mention changes in technology were 35 and 36 geditsealemaining
participants were between the ages of 42 and 50. Knowing this, it appears that older officers may
find technological advancements more stressful than younger officers. This was even explicitly
stated by Pat sy whgettingsoreladd nyore ahallengiog when g eomesfiol t 0 s
changgt he i ssue of technology. |l tds hard for wus

(i) Common Operational Sources of Police Stress

In the present study, the unpredictability associated with the job was referenced a total of
15 times between 8 participants. According to Patsy, the unpredictability of the job réfershoe
unknown in that you start your shift and heayv
be. So just the, umm, that you have to be rea
happend. The wunpredi ct a btriedsful topartioigantd becausgito b wa s
elicited a need for them to be alert at all times:

Even on a slow day when nothing major happens, | find driving around the city for 10

hours is kind of stressful in itsomwn way

duty and youdy®udme uinn f a r inaspetially wthgp ol i ce c al

heightened risk in the world today with the Nathan Cirillo shooting and with the other

officerin Quebe¢t her eds al ways kind of thtay i dea i
ti me you may be threatened by somebody t ha

| dondt know how many times | 6ve gone to a
you go to arrest the husband and she attacks you. Like, or the kids are hitting you. You
know? You just never know. So youbre al ways

The unpredictability of the job also elicited a need for police officers to be alert wheuatpff

Webre adways dmatds the one real ithegrappf our
out of someone | 6m iogpHti eWou ok dowBuopMed rhe nal
So how do you how do you shut it off? (Christopher)

Wedrduoy 24 h o urdaty right mba sitting ih thisrcofea shop. If

anything happens hereain compelled by the way of the Police Services Act to arrest a
person. So knowing that you have that sitting in the back of your mind 24 hours a day,
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when youodre going,ofron fdryiorulkog ewisti t tfi migermd s a
drivingdownt he str eet . Yiosuwd riet 6cso nhpieklel eydo utbor e nev
(Tim)

The majority of police officers in the present study also mentioned exposure toalenger
and gruesome scenes more often than any other operational demand:

Every terriblecaly oud6r e going to attend iIis going to
Permanent. Thebes no ands, Iouabsoobrthe imagess you dbsonmthe n

smells, you absorb all the auditory factors involved and it just burns in your head. Think
ofthemoste r ri bl e thing you could possibly envi
gets replaced by something equally terrible or even worse. (Christopher)

You cané6ét unsee that dead body, you canoét
the smells othose rotten bodies. | still remember the first one where | had to pick him

off the [train] tracks and | never realized but the blue glovereperforated so when |

was picking up brain matter, | could feel it through the gloves on my fingers. (Raja)

Unf ortunately, theredsiahkbotdefaofbitcefsofh
[Woodford] that have shot somebody. But the ramifications after the fact that people
dondt realize iIis that it not only affects
partner | i ke you wouldndét believe. (Josh)
As shown in Table 4, police constables spoke about exposure to aaseyelt gruesome scenes
more often than any other group of officers (see AppendiXi®)ever, participants only
perceived dangerous or gruesome situations as stressful if these situations mirrored their personal

lives or resonated with them in some way:

He had smashed in the back door. It was a door with a glass window and he broke the
glass, reached in, turned ttieadbolt. He unscrewed the light above, went in, and

sexually assaulted her and beat her so bad
being a femal e. Beat her, blood. Arnd ités
when | bought my house bun [Brinkwood] about 12 yearsagol 6 m st andi ng t he
my kitchen, ités at night, and it was I|i ke
she had the same countertop that | had, sa

then iti | had to change the countertop in my house, | painted things differently. | put a
new lock on. (Ellen)

| dealt with some mental health issues within my family, including concerns about

suicide amongst my family members, and | deal with that. | come to wdrihan | go

to a suicide call and, you know, those thi
wantitit hey add to things and you canét get ri
sometimes. (Norman)

74



Some participants went further, stating thatesype to situations that mirrored their personal

lives influenced their ability to do their job fairly and effectively. For instance, Ellen discussed
how her youngest daughter was a victim of domestic violence and how that influenced her ability
to conducbbjective investigations as a detective:

When | was in the D officé | was in the D office for four years. | asked to come out

because | coul dnot, | coul dnidt ciorud ed:ntdit g altoe
because in all my victims, | saw [myughter]. And all | wanted to do was just lay alll

kinds of charges. I, | wasndt being fair.
It bothered me so, so | saw that in myself so | took care of it. | went to the Inspector at the
stationandlsad, #ALi st en, |l 1 él need to come out
you know, |l really want to go back on the

Only one participant (Sophie) stated that she experienced PTSD after being exposed to a dead

body that did not resonavéth her in some way:
My issue was that | went to a call. | already discovered the dead body which really
messed me up. |l dondt know why because | w
this particular one really screwed me up.

Nevertheless, partigants in the present study suggest that dangerous or gruesome scenes are not

particularly stressful unless they remind them in some way of their own personal circumstances.
Half of the officers interviewed also referenced exposure to vulnerable victims,

particularly children, when discussing sources of stress in poli€imgmajority of these

references came from officers with children of their own (see Appendix G, Table 5). It is

possible that exposure to crimes involving children may be a sourcesH tirthese officers

because of the way in which those particular crimes remind them of their own kids:

| have been a homicide investigator. | 6ve
investigations were very difficult to do because, even at the tinagtédt | had my first
child and | coul dndét come into a situation

AwWhat i f that happened to my child?d6 (Aust
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4.1.2 Work-Life Conflict
In the present study, 18 participants referenced f@lconflict as asource of stress.
More specifically, officers in the present study felt like wbfk conflict was stressful because
of the pressure to choose between work and family life:
What do | do? YdoufollewnnoywaPeer) youdksow,lsuceessfules, or
do | go towards family? And | went that route, you know? At least that way | have my
Monday to Friday at [this unit] and all my weekends with my daughter. | get to tuck her
in, you know, at night. And that was a hard decision. (Christopher)
Thatwvas probably the most stressful time of 1
at work normally which can still be stressful but knowing that all this other weight is on
you about the daycare and getting your kids places and your kids still warrhal life
to play sports and everything else but you
and you canodét take them so ités a desperat
if they can take your kids and everything else. (Garrett)
Y o u aying to work around shiftwork and court time and, of course, you want to work
that extra shift now and then when you can for a little bit of extra money for the family
vacation or whatever you got planned and t
meawhi |l e youbve got a family, though. They
you to be a part of. (Norman)
Males in the present study referred to wbid conflict more often than their female
counterparts (se&ppendix G Table 6). Out of the 5 feales interviewed, only one police
constable (Megan) stated that managing work and home life was stressful. This may be due to
the fact that Megan was expecting her third child while her other two children were under the
age of five. Out of the remainingdr female participants, three were highemking officers (2
detective sergeants and 1 sergeant) who had children that were no longer dependent and one was
a police constable who did not have any children.

While balancing work and family life is a common source of stress in policing, results

from the present study show that wdifle conflict includes more than just managing
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responsibilities associated with family life. Some of the officers intervieweddditiomal
obligations outside of their work and family life:

My stresses are different than, | guess, other guys. | have assignments due, papers due,

|l i ke, O0cause I 6m in school stil |l . Il have t
mostly revolves arawd running around and getting to work on time, running around,
getting to school on time, getting stuck i

got to do and planning. (Raja)

| manage a fitness program, | have my+ea t at e | i ¢ ednnsmasic, Ilwé@kn i nv ol
full-t i me as a police ofIfdne eirnv olévie dnairdoaneyd ,c hlu
ton of things and | feel I|ike I 0m able to

biggest weakness because sometimes | get spreaahithithen | get burnt out and then
everything kind of suffers when that happens. (Victor)

A few participants in the present study also stated that their loyalty to the organization

had been tested in the past. Victor, for instance, decided to takeaifyfeam policing to

explore his passion for music. As a result, his loyalty to his colleagues was challenged:
Thereds been times where | 0ve triedbébmo tak
made to feelaslf i ke, @A Oh, y ou o ofgeh? ladkiatryau, nbothe weeken
dedi catedo or whatever. | actually took an
last year and when | returned, | went to a new station. | heard some rumours that people
t hought I wasnodot | i ke ,apofiaeofficér.rAodvit wasdotallyi ous a
lies and wrong, right?

Li ke Victor, Meganods fellow officers question

discovered she was pregnant for the third time:

| dondt meanetdhibsatt ¢ 6lnelike lguasoaslly dofnd welt vatin .

my career and just because I 6m on the fron
not incapable of investigating and thereods
childrenél 6ve been c atdldabthe time tiiaPrey huslthndgupte n s e r
has to | ook at me and | 6m pregnant.

4.1.3 Public Scrutiny
The public and/or the media are common sawégolice stress. Of the 24 officers

interviewed, 13 identified public misperceptions about policing asice®f stress:
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That s a gener al public perception that th
now! o Like, no. The majority of the time w
now, right? (Charlie)

We have a | ot o facaenstatrsaertiofgudgmerd and almost bke & 6 s

perceived expectation that the police should béeperAnd that can causdikel 6 v e

been stressed by it before. Because knowing that that expectation is out there, you always
want to meet that, right? Yabon o6t want to make mistakes bu
each situation you go into, no matter if sometimes maybe the generalipwelias

officers can suffer from this feeling that the general public expects us to be perfect. |

c atrspeak for all polie officersb ut | know t hat thatds the ge
are considered to be at the top of our gam
canodot be. No one can operate |ike that. (T

Officers in the present study also felt stredsgthe constant oversight from community
members and their ability to post distorted accounts of police conduct via social media:

Somebody will capture a portion of an eventandet 6 s say on their <cel
youdd constantliyTlies askiimmety oafr steilmhe i s c aj
time is not captured. How does thyt make m
may be doing exactly the right thindor examplethere was an interaction between an
officer and the guy who wasurying the knife which ultimately led to him getting shot.
Whil e this happens, a person has their c
heés wal king around exposing himself wit
arrive and are ying at him.(Todd)

el
h

Even i f youdre justified in usimkgwicé orce, yc
about disengaging andjust because n t he back of your mind, vy
AOK, | awpags ofthe [newspaper]. Likko wbiss tghonna go?0 So e\
youdre justified, youbdbre stildl al ways ques

Even things that happen in the States like the whole Ferguson thing lately, all the

negative press about police, you know, shooting and killing unarmed black people in the
States, you know? From my research, a lot of it is unfounded. The officers were acting
properly but it doesndt matter because in
different and it has a harmful effect that impacts all officers. So | thetkctieates stress.

(Victor)

Some participants went further, stating thablic scrutiny influenced the way in which they did

their job while working on the street:
| 6ve been confronted with islmade &dpoa ghoicei t h a
for my use of force option and | was injured because of it. And | based that decision on

the situation that was occurring in the community at the time. Umm, that was years ago,
back in the 690s. And, you know, | thevas con
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[Woodford] Police had shot several black males that summer and there was a huge uproar
and | thought, AOh, this aindét gonna happe
it di dnot ewdowkhil frofrthere.il meamywas arrested amehatnot but,
yeah, it was not the best moment of my career. (Scott)
In the present study, police officers also classified scrutiny from outsiders, including

family, friends, and the community, as a source of stress in policing. According to participants,

those outside of the profession are often quick to criticize how police officers do their job:

Youdbre coming home and youdre telling stor
AWell why didndét you do this? And ewhy didn
done this?0 And I 6m going, AYou know what ?
Come on down and see if you can do any bet
They can W do it better, you know? Like woul dndét tell an account
to do this budget bettr 6 or | woul dndét go into a restau
this bettero. You just dondét. But when it

except the police. (Charlie)

Webdbre so stressed with goi andforovha Thaynd tr yi n

dondt e v e nthenexknet aftesthe [Fallwigkpshooting | went and sat in the

command post O6cause we had to guard the co

us, giving us the finger, and I Oom |ike, wh
These particular instances of scrutiny from outsiders were perceived as stressful to the point that
many officers refused to share certain woelated experiences with friends and family

members. Others even lied about their profession when meeting opie péile offduty:

You know, i f someone says, AOh, what do vyo
know? Or Al &d&m a garbage mano or something

| dondt bring it up as a topic.lo6fmolieenprer sa
of f i c dirwork forlhe city. (Charlie)

4.1.4 Travel/Commute
Another common source of stress for police officers in the present study was the long
commute to and from work. This stressor was referenceitn®s between 10 police officers:

Let bmostaypeople |ive out in [Kettle Town],
work and you have to be there half an hour ahead of time to get dressed, to be ready,
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6cause you have to be ready for padésadanl5
hour and a half. Therebds al most three hour
alShour day. So alhbursyoadovihatever angl Sldep. (Eken)n i n e

Very few of us live close to the city. This is the furthest east divsmohlive 40 minutes
away. So by the time you track in my-#linute drive heremy 40-minute drive home,
liket h at 6hsuraay. (M2gan)
Although traveling to and from work was perceived as stressful, oftb@se to liveoutside of
the city in ordeto escape certain operational demands:
|l know most of my coll eagues donodot | ive wi
outside the ity because we work inthe citwed on 6t want t oedoee. her e v
|l t s over wdel mo o gmube bome péee venaguiet that © nothing
like work so we get as far away from it as possible. (Norman)

4.2 Officersd Coping Strategies

In thisstudy, participants described a number of strategies that they preferred to use to
cope with stresddowever, hese coping strategies did not align with thegs&blished response
categories in questions 19 and 20 of the interview guide (see AppendixvBh the qualitative
nature of this st udweregmudpédintovevbategodes pracg st r at e
active tactics and diversionary tactics. These two types of coping strategies will be discussed in
detail in the following suisections.

4.2.1 Proactive Tactics

In the present study, the majority of participants described how they used a number of
pro-active tactics or coping mechanisms to relieve stress. For the purpose of this study, pro
active tactics were defined as strategies that involve confronting stressors directly. They include
making reasonable appraisals of stressors, recognizing andrahangealthy reactions, and
trying to prevent adverse effects on the body.

Of the 24 participants interviewed, 17 stated that they engage in some form of physical

activity to help reduce tension and alleviate stress:
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But it really helps me to work outdn t hat testosterone and that

with it in the gym. When | go home, | 61 | h
Well one of the big things for me is working out. Umm, judbtteak that mould of, you

knowil dondt k n o whemical oogans ef thehurhan bolyebut ¢ know that |

feel a | ot more relaxed after | go to the
is. (Tim)

As demonstrated by the abenentioned participants, physical activity was a helpful coping
mechanim because it allowed officers to release tension in &@c@l way. As a result, officers
did not feel compelled to take their frustrations out on friends and family members.
Another preactive coping strategy for participants was spending timefesitily and
friends outside of work:
| keep going back to it: my friends were my best resources for help because they know
you, right? And they are not there because they are required to be there to speak to you.

They are there because they want to be. r(i&)a

I Wi

'l conduct myself with my
police offi

friends and
cer . At | east we donot t al

| got some advice when I first came on the job from my trainingesfficary years
agohée said, AThese are the people that vyou
these are the people that yioue with. And keep them apaxtSo | still see a lot of young
guys today the people that the guys that they work with are the guys that they party
with, the guys they go to Cuba with, and things like that. You need to separate that. You
need to have a gap besawistheviea piéweplgd hé&m
dondét socialize. (Edwin)

According to theeparticipants, confiding in friends and family brought them comfort. It was

also a positive coping mechanism for police officers because it allowed them to maintain a

balancd lifestyle. By confiding in friends and family as opposed to colleagues, officers felt like

they were better able to separate their work life from their personal life.
Lastly, many of the participants stated that they had participatemuntary stress

management programs, particularly counselling

activities. This voluntary participation can be considered aaptiwe tactic as officers are able to
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use stress management programs to confront their stressoi@nhieaatrder to prevent any
adverse effects to their own wdléing. In the present study, many participants discussed how
they voluntarily chose to speak to a counsellor in order to work through a variety of stressors:

S olt tcaa ldloe s oampa ihn ,ngxLet up ar

So I6m |Ii ke, nAl
|l y seeing a counsellor for it

stil |l current
issue down the road. (Josh)

Because of an injury | received here, | was off and | had some surgeries anddstuff an
then coping with the stress was bad. | started seeing a therapist and stuff like that. (Allen)

4.2.2 Diversionary Tactics
In this study, the majority of participants described how they used a number of

diversionary tactics or coping mechanisms to relistvessDiversionary tactics were defined as

coping mechanisms that provide immediate relief from stress. Officers often used these tactics to

escape stressors without confronting them directly.
Some participants stated that they would go out with teeworkers at the end of the

week and have the occasional héemwever, the majority of participants stated that they never

resorted to excessive alcohol or drug use to relieve stress. For the most part, substance abuse was

mainly perceived as a copingeghanism of the past:
Ther eds rheaded kiddiofsnertality that there used to be some 20, 30 years ago
where it was just a bunch of overweight bike guys that went out drinking every night and
just did whatever theyTmyant. Thatdés kind o
éeéyoubdbd hear the war st es fr
now, at the end of you schedu
shift after day shift, wedr e sd.

om the old g
|l ed week tha
KAllengonna go

When | first started the job, you know, the binge drinking was ridiculous. Ridiculous.
Andthedrinking peri od. Andl tdhandtl IKkohowdt seseeit at
anymore. (Scott)

Others recognized the harmful effects of alcals® as a coping mechanism:
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My brotherds an -ill xwdho |l arc, almo-mthw Wasdnermy f at
alcoholic. You know? You just see what it
makes it worse. So | realized that. (Joe)

When discgsing alcohol as a coping mechanism of the past, many officers alluded to the
fact that social expectations have also changed; smoking and drinking are no longer viewed as
acceptable social practices. Health and wellness have also been prioritized is. Stierefore,
participants believe that newer recruits are a lot more health conscious than they were in the past:
You know what, the young kids that are com
Theyodore coming i n wi tdiallytdiffezentit tba ygob rl s nrcdit bopai
out drinking like they used to. (Ellen)
| think webdre more awastiet 66 BbD. WAd¥YUND&S h
dondof you watch TV, you see the commerci al
commercial anywhere. Even for alcohidte for beer. The beer commercials during the
hockey games or the sporting events, they always say, you know, be responsible; drink
responsibly. And there are even some of thednmking, anttsmoking campaignthat
are out there. Theyodore very strong. So the
Unlike alcohol use, humour was perceived as a common coping mechanism. In the
present study, 9 participants referenced the use of humour to cope with stress. The rhajority o
participants that referenced humour as a coping mechanism were police constables (see

Appendix G,Table 7). According to these participants, humour provides officers with immediate

relief and helps them cope with unpleasant encounters on the street:

Welll didndét realize she had an IV in becaus
pull ed the IV so then therebs blood spurt.
and I é6m | i ke, AYeah, you need toegas get th
already dead?0 So here we are doing first
was quite hilarious. But for myYduusband, h
touched a dead body; andBfou6r e so mor bi d. Howb6és that f
tal k somet i mi

Ilthi nk i f people could hear u
0 I

bunch of people. Butitisi t 6s j ust the on
chest. (Edwin)

s
y way some peo

Most people on my Service have been conditioned to deal wids siydaughing it off. |
dondét know if thatds successful. We tend t
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we say, anyone thatodés coming i n thatods not
t hat somet hingds wr onthelpgiabith(Aust) but | dm pr e

In addition to humour, 9 participants mentioned that they used avoidance to help them

cope with stress. Avoidance was displayed in three ways. Firstly, some of the participants stated

that they would seclude themselves from frieadd family or suffer in silence:
Well after learning how to walk again, | secluded myself. | became angry, | bédame
didndét know how to cope. atriageaneatthattane lwas end e
like 12 years in and we were like the idealiple. (Christopher)
| shut down, not properly probably, but | shut down. | get quiet. And | just work through

and hopefully a couple of nights of proper sleep and it might dissipate or at least not
become so important to me. (Austin)

Others would avoidddressing the stressors directly and, instead, find ways to distract

themselves from the issues at hand:

|l m very much a distraction kind of person
saw a | ot of horrific tfactivitglkewatthtaenoviebod | | tr
yourwhol e mind is within that movie. Youodre

(Sophie)
Some participants even mentioned how they avoided watching the news or any crime dramas:

Li ke | donot wa twaht cthheed ntehwes .n elw sh aivne nwoet! | oV
read the newspaper anymore, you know? (Joe)

|l tds the same reason | dondt watch police
novels or anything |like that. | Wa@man) away
This is a very negative environment | ately
and | dondét want to talk about whatdéds happ

more stress. (Megan)
4.2.3 Individual Differences in CopingMechanisms

In the present study, male and female officers referencedqbinge tatics more often
than diversionaryactics (see Appendix G, Table 8)ale officers howeveryeferenced the use
of diversionarytactics more often than their female coungetg. More specifically, four male

officers (Christopher, Tim, Allen, and Austin) stated that they would seclude themselves from
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others or suffer in silence to cope with stretdle none of the female officergported seclusion
or silence as a coping nfemism. Furthermore, three male officers (Charlie, Joe, and Norman)
andone female officer (Megan) stated that they refuse to watch the news or crime shows. Three
male officers (Raja, Norman, and Allen) and one female officer (Sophie) also play videogames
and/or watch TV to cope with stressful encounters. Lastly, seven male officers (Garrett, Joe, Leo,
Josh, Edwin, Austin, and Ronnie) and two female officers (Ellen and Megan) referenced the use
of humour to cope with stress.
Caucasian officers and officeir®m other racial backgrounds referenced-active
tadics more often than diversiona@ctics (see Appendix G, Table 9). However, Caucasian
officers referaced the use of diversiona@ctics more often than racial minority officers. More
specifically,three Caucasian officers (Joe, Norman, and Megan) and one Asian officer (Charlie)
indicated that they avoid watching the news to cope with stress. Furthermore, three Caucasian
officers (Norman, Allen, and Sophiahd one Pakistawifficer (Raja) stated #t they play
videogames and/or watch TV to cope with stress. In addition, three Caucasian officers (Tim,
Allen, and Austin) and one Asian officer (Christopher) reported that they seclude themselves or
suffer in silence to cope with stress. Lastly, ninedaaian officers (Garrett, Ellen, Joe, Leo,
Josh, Megan, Edwin, Austin, and Ronnie) reported that they would use humour to cope with
trauma. None of the racial minority officers, however, reported humour as a coping mechanism.
Four Type A officers (Patsy, Ellen, Charlie, and Edwin) stated that they ate healthy foods
compared to one Type B officer (Nathan). Furthermore, ten Type A officers (Patsy, Raja, Ellen,
Charlie, Joe, Tim, Hannah, Leo, Josh, and Edwin) and seven Type &®ffihristopher,
Garrett, Karim, Allen, Victor, Sophie, and Nathan) stated that they engage in physical activity to

cope with stress. However, ten Type B officers and eight Type A officers stated that they

85



participated i n c¢ oun.Datlflthe rergainwng partictpdnes we didnoti c e 6 s
use counselling, five of them were Type A officers and one was a Type B o$ieeeAppendix

G, Table10). Th@ype A officers who did not use the Se
to use their own sources to alleviate stress (to be discussed later in the ch@ptsrfinding is

consistent with the existing literature which states that Type A officers are more likely than Type

B officers to try something new to counter stress (Kirmeyer & Diamd@8B)1Sincequestion

18 pertaining tgersonality typésee Appendix Bilid not align with the theoretical framework

used in this studythis finding was not analyzed further. As such, additional research is needed to
examine the relationship betweenpersol i ty type and officersodé per
management.

4.3 Officersd Perceptions of Stress Managemen

Throughout the interview process, officers described their perceptions of stress
management programsacluding counsellingviak he Servi ceds Empl oyee As
(EAPs), wellness programs, critical incident stress debriefing (CISD) programs, and peer support
programs. In addition, officexescribedheir idealstress managemeptograms. These
perceptions will be discusdeén great detail in the following stgections.
4.3.1 Counselling via Employee Assistance Programs (EAPS)

In the presentstudf,e el i ngs about counsellinglinevi a t he
of the 24 participants interviewed stated that the EAP was a helpful tool in getting them in touch
with a counsellor. Since they were able to access counsellors through the EAP, officers were able
to set up additional appointments if they felt the need foa -Wip wa.neTh-eps ofwene
seen as preventative measures through which officers could consult with counsellors before their

stressors began to adversely affect them:
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I mi ght only go once every two Yyeams,. So i
| cal |l -uipto.a lAitmumgéht go to two or three sess
for so |l ong, 1t0s |ike talking to a friend
|l went and saw a counsell or f olwasfeelingtt | e w
better. So it was |ike, AOK, |l etds take a
started feeling roughgain, richt awayl was backil i ke, ALiI st en, l 6m st

agai n. Let s get back thatwaytyou.knoB,aoamomto upl e
or two, maybe three months of weekly omeekly and then | would go off for a few
months and then go back again if | needed. (Norman)

The door is open tme to go back whenever lwamta | 6| | probably do t
and again lumo.ed ahaivteunyeet toupo@® Mbatckl foant:
that coming. (Nathan)
Some officers went further, stating that the EAP was helpful because it connected them to a
counsellor that understood their profession, cujtanel experiences:
He had a gra&t background and he got it dlie got me. He had a background in the
military doing counselling with the militarfpr 17 years in combat zones lse got
anything | could throw at himral he had great insight. He and | hagte@at rapport
together and he helped me out with a lot. (Norman)
Other participants stated that, although they were open to seemmsellor, they did
not perceiveahe EAP as a helpful tool. According to certain participants, the EAP only connects
of ficers to counsellors with Masterds degrees
To participants, these counsellors charge less for their services atiteegtore, undequalified
to address officersodé unique needs:
| tried to use the EAP. | was in family counselling with my wife. The guy they sent us to,
he was an idiot. They go for the best for
i t 0 slwaysahte best help. (Allen)
And | understand the people that they have for us are MgsRsychology Mastés, and
t hat s what theyow.sr olvéh de tursi iatidreedftheni gthwo n t |

and none of them really helped. | could do siaene thing if | wanted to sit down and talk
to a friend. (Austin)

Since counsellors were perceived as ustialified, officers felt that they did not receive the

best support or advice:
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And | initially went to t kstwotanditeashourible t hat 6
Like every time | came home from a session, | felt ten times worse. Umm, and | felt like

it was maybe because they werenodt properly
PTSD. (Sophie)

éshe just kawdr e fb sthh dapdiuiild¥ton, 6t get al ong t
recommendation to you isto sepatate And t hen | asked, AWell w
AOh, theyodll deal with it and if they dono
was it. (Garrett)

In the present study, 6 ofteef f i cer s i nterviewed felt that
EAP was inadequate because it only served as atsharisolution:

| meanit was helpful but it just i tnots longterm solution. Likeve dondét have

enough coverage to make it feasible tabengterm solution. We have decent coverage.

Decent. But not as much as I think we should have. Likank we geti well this was a

long time agd so | think atthattimewe got#0 0 a year. So6thatds b

sessions. (Megan)

So then yowgo, you talk about your feelings, and then | think they max it out at four

sessions. And then the only way theyo6l |l ad
need a few more. Itgpends on the counsellor. Likdnen | went with my mother, it was
for sessions, thatés it, youbre cut off. An

to cut it off. Like with the PaTg®D ni tI wla sdnlé
findithelpfuls o é ( Sophi e)

Others felt that the EAP process was l@mthy or too much of a hassle. According to officers

in the present study, they had to wait a while to be put in contact with a counsellor:
You call the number, you get put on hold, you get put into a queue where somebody has
to cal |l youtllkedankgputon & guisideddtlimecasd listening to the song
Asuicide is painlessod, you know, so to spe
and waiting, and waiting, and you want to
themto callyolb a c k . Il tds not instantaneous. (Joe)
But i tds nloitk &,h ey csua nken cavs, I went and got a
go ahead and reimburse me. You have to jump through three or four different loopholes
to finally end up.(TiMmM a psychiatristds of fi
(i) Officersé | deal Counselling Services

When asked about counselling via the Servi

would like to have more qualified counsellors to choose from. According to participants, these

88



individuals do nohecessarily need a PhD to be qualified. Some officers stated that they would
consider experience in the field as a sufficient qualification to help officers:
|l i ke, probably, someone tha

openly about everything b
|l wondt have to maybe kee

|l would really
thenlcould al k t o yo
he

u
subcul tur e. T n

Personally, from my experience now and dealing with three separate counsellors, | would
get somebody with BhD psychology level. (Austin)
Others wanted to see the EAP process simplified. According to participants, one way this could
be done is by making counselling services more readily available; officers should not have to
wait a couple of days before thengable to set up an appointment with a counsellor:

It would be great to have a counsellor available at the station all the time because you go

to such a crazy call, you come back to the
back to wor lophtt)o morrowo. (S
So you have an officer whobés just been thr

somebody supporting themtherei ght now. Youdve got someboc
doing that. (Norman)

Some officers even stated that counselling should be built into their schedules-asnptre
measure against stress. Currently, EAPs are designed to assist officers after a traumatic incident
has occurreBlau, 1994; Brown & Campbell, 1994; Danielk)11; Madonna & Kelly, 2002)
While participants felt this reactive aspect is necessary, some also felt that counselling should
have a preactive component so that officers can vent about their frustrations and learn particular
coping mechanisms to helpetin counter similar stressors in the future:
When | started this job | was 22 or 23 and | tstlyethoughti | guess from growing up
watching cop shows or wtever it was and movidsthat police officers sat down
regul arly with a pwhegreitcare &gnibsttthoughtdydvouldét kno
say stuf fou ihkeev,e AMtGK,goy see the psychol ogi st

was. | didndét realize that, no you only go
preemptive measure to comldayeabh, I think it would be good. (Josh)

89



We need to maybe have an ogdpaity to sit down with someone of&-oneand just

check in and make sure things are [i¥€ you see on TV, right? Likgou sit down with

a psychologist once a year and just check thlghink they should do that. (Megan)
4.3.2 Wellness Programs

In the present study, all 24 participants had participated in mandatory wellness activities,
particularly the yearly wellness lectures. However, 9 of these participants felt that the wellness

program offered by the police agency was a ]

lectures are a waste of time becausy hform officers about commaense information:

éwhatever her name is at the <cohitdndtgle, sheo
about, AThis is what you should eat and vyo
Wow, thatodos really helpful (Hannah)

|l tos al ways the big joke that itodés a great

d o ri dthink thelast year when | went they were focusing a bit more on PTSD and that.
This is what it is. It was very analytical, very textbook, in my opinion, very useless.
(Norman)
According to participants, officers are well educated in wellness, especially the yoerrgés.
As a result, participants did not see the valueiiterating this commosense information
during wellness lectures. Others felt like the wellness program was unrealistic for some officers,
particularly road officers. This is because roditefs are often too busy to take part in wellness
activities or apply any of the helpful tips about eating right, sleeping well, and exercising:
But on the road, the majority of the guys never get a lunch hour here. Umm, you know,

youbre nevércaaati yguwwvebkl eating quick and w
know, | remember a couple years ago when they were giving the lecture on sleep, they

say, ATry to take a nap during the day tim
totakeanap?Ewerbody i s | ooking at the guy going,
nap timeo. You know? 16l put a blanket on
theydédre talking about how refreshed youdll
youdo®t even get a lunch hour. (Garrett)

And | think itdés a joke to be honest. Beca
supposed to sleep when yo uboveetimeyibyokhaveg 10 h
courtiand youdre not ddnlcouted if ypuowork, say you works e d

your 8 hour night shift, you getindthenhours o
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youhavéd so youd6re finishing at say 8 or 9 in t
court for 10. WeSinthenftermaom amd tleeh yow have totcome im t

and do your shift again. When are you supposed to eat healthy and all of that because

how are you supposed to prepare yb&ler meal s
alone eat properly. Likkow ae you even supposed to schedule your meal times in there,
healthy or not healthy? And then how are vy
(Megan)

Some officers stated that the wellness programs are a means through which the Service
can NAcaowvxed. ilts ot her words, some officers felt
to make officers feel like the Service is fgactively doing something to help alleviate stress:
Now on our yearly use of force requirement, they brought in a PTSD caemipdut |
t hi nkilt hpaetréssonal |l y think thatés more of a r
number of suicides on the Service last year. (Joe)
And i tadepedple that are standinguga yi ng, AYou know what ?
these organizeons, all these groups to help you out and this is what we befigthes is
what wedoMopupdhiundggondt believe in it. Youodl
if something goes wrong, you can stsend bef
things in place. We dondét know what went w
According to participants, the police organization primarily engages in lip service; it appeases its
members by offering &liness programs and making officéesl like the issue of stressheang

adequately addressed. Thoweveapistgservetzexdmmonityd s mai n

Theyodore focusing mor e o,wouldbeatgoothway of puttingv i c e
it. You know, all of our interactioniswe are customer servicepresentatives just like

the guy that sells you your fries at McDon
itéds working hard on teaching us, l. think,
(Norman)

Wedre a service. iWek atrheatad ss ewhvatc et.h eSyo tlr yt ha
communityis positive customer experience, you know? Umimich in a way is a littlé

it doesnodauseayfsee seames eprovi ding a service bt
an enf or ce me n tnd dihard, meallly, to gi¥ecusiormed servite ito stwody

t hat you Kk no vhavg to tale aveay thewr rightgand feedoms. (Joe)
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(i) Officersodo I deal Wellness Progr ams

In the present studp, f f i cer s 6 i d e awentlveyohdoffermgscemmmm o gr a ms
sense informatioabout maintaining a healthy diet and a consistent exercise regime. Instead of
offering wellness lectures, officers felt that wellness activities (e.g., yoga classes) should be

made available on an ongoing basis in each station so that officers would beadress them

more readily:
Evenprobably a couple of years ago,thend | candét think of her
the coll ege, sheods asheactuallyltookaaryqga thaeher trairmngpe i s

program. And where are they teachingd You know? Li ke theyore |
forward to the members. Likeghy not have this type of thing for the members of the
Service at different divisions or wherever? (Hannah)

Even when wellness lectures are mandatory, participants felt that off&cepposed to nurses
and other professionals outside of policing should administer them:
People want it. They want somebody up there who is genuine, who has been there, and
they want to hear it from them t hbasket ALooK
case but | could very wel/l have beend. You
Six interviewees also stated that the wellness program should focus more on training as
opposed to lecturing; officers should be informed on how to recognize stress within themselves
and witin their colleagues. From there, officers should be trained on how to go about addressing
this stress, whether it be seeking assistance from a counsellor or making fellow officers aware of
certain behavioural changes that they might not be able to reeogni
But at the same time, | think it comes down to the training of how do we show everybody
else how to recognize it within others and bring that to the forefront? How to approach
them, you know? Thatoés the whol ebuttaha ng. No
sign of strength. (Joe)
Nobody teaches us what to do. We know how to help a stranger. You know? You go, you
help them. Wast case scenarioy ou know what, if 1 6dm concern
yourself, you know, | &hkrof myaar ang take goutothe ow y o u

hospital and let the professionals deal with this. We have those, you know, vergutlear
t hings. I f A, B, and C are here, then webobr
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rerywotUmmyr ewhémewedher é@é:

hospital. I f they
ot he s just different. (Nor ma

r, though, it

o O

S
h
Lastly, a few officers stated that their ideal wellness program would include more
incentives. This would encourage officers to participate, eithexbgcising more, eiaiy
healthierfoods, or taking care of their own health and vieling in general:
If they were able to strike a corporate naith [a gym] proactively, likgoroactively go
out andi' like we have a corporate rate which is the same as the regular rate isvhi
what | pay, but if they were able to proactively bring the price down, | can guarantee you
more people would join, use their programs as well. (Raja)
éoo whatodés wrong with having even more i nce
pinthing,rgpht 2 Whyoés it only four hour$? Right?
people should be a little bit more apt to do it for free, right? But in an ideal world, you
know, |l ike thatés only in an ideal worl d,
initiatives that way or even like contests. (Tyler)
4.3.3 Critical Incident Stress Debriefing (CISD) Programs
Il n the present study, 16 police officers s
program. In doing so, some officers stated that the criticadent debriahgs they participated
in were helpful, while others were not. According to Josh, the best degthef participated in
was run by a psychologist and a peer who had gone through a similar critical incident. These
individuals helped him regnize the emotions he would likely experience after the incident:
The two that ran it actually had been thro
corporate psychologist so she can analyze whatever but the officer who was the peer
officer involved had ben through traumatic events herself and listening to her talk and
the emotions that she went through were very sintdlavhat | was going throughmd |
was told when it happened, AThis is how yo
According to officers in the presesiudy, the worst critical incident debriiregs were

ones that focused on criticising the actions taken by officers involved in particular incidents:

It was really bad because it was more about scrutinizing, scrutinizing the officers on what

theycouldhavel one ri ght i nstead of focusing on wt
we didndot Kkill a person. Howés that for, h
being fired off and | ran in front of a gu
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aboutt hat ? No. I nstead, they would go into de
radio? Why didnét you put it on the radio

Usually what these debriefs ar¢hey pick apart what went wrong, what should have
happened. And itods | i ke kind of pointing f

Officers also stated that the worst debnigé were ones that involved talking about the incident

on a factual level; officers simply discussed exactly what took place and nothingmstead of
actively participating, officers kept to themselves and listened to the facili@aosequently,

officers were only able to bring certain issues to the surface without actually addressing them or
sharing particular tipsrohow to cope with the incident

Thereds a protocol i n place here that when

have tocomeinwe have a debriefing with a corpora

to attend but not to participate in. So | came in for that and | had no claugdaking

about it in front of my colleagues, the guys on my shift, people who were there. And | felt

really weird because every guy on my shift never been through it excéptvias the

first one to shoot anyone eafthesgniosghysthdre t hat

andnooneelsehashal dondt want t o budlzagthathegoentoo ppor t u

them. (Josh)

You just sit down with | etbés say two peopl

everybody that was involve&o there vould be 8 to 10 people in the room at one time.

So youbre not gonna get anybody to open up
According to Blau (1994) and Daniello (2011), CISD programs are designed to encourage
participants to discuss the events that took place alithgheir thoughts and feelings about
what transpired. In response, CISD teams are required to be supportive and empathetic. They are
also encouraged to provide officers with information and suggestions on how to reduce the
impact of stress. This aspexftthe debriefing process, however, wasalataysfully conducted
according to participants in the present study.

Officers perceived debrifgs as shorterm solutions since they were not offered any

follow-up support oncthe debrieihgs wereover:
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It was better than nothing. But that was #nd of it. It was almost likeit was like,

AOK, well we did debrief eal nbw eseygbod
Likenow here it 1is, three years | gdserday an
anditstillil dondét have PTSD over it but itds
(Megan)

In the present study, 13 participants stated that critical incident debriefing sessions could

help officers cope with stress; however, theyiamglemented inconsistently. At times, officers
felt they could have benefited from a delingfsessiorut one was not offered:

Like | think itbdés interesting in the Se
crimes, because of the nature of your wgndu have to go see the Service psychologist

or psyclhatristi one of the twd every six months where, being, before when | worked

in the division and dealt with the child abuse and sexual assaults, there was no
requirement and in the division | was pablly seeing more of it than out of the sex

crimes unit. (Joe)

Imeani t s not every day you walk into a s

rvi

i tu

right? Or youdre working on somebody who h

tryingtosavetaem t ype of t hiiangltheyfivedouta phene auinber n o
and say, fAHere you goo. Therebds no sort

Other participants stated that delings only take placef officers request them
One of them was done thrdays after the incident, maybe four. And it was done because
somebody said, AArendét we doing a criti
went, AOh, shit. | guess we shouldod. An
dispatchers and evergbly else to talk about it. (Norman)
(i) Officersdé | deal Cl SD Progr ams
A few officers stated that mental health professionals and/or officers who have
experienced critical incidents in the past should administer CISD programs. According to

participants, gpervisos should not be running debriefing sessibesause officers may not have

the best relationships with them. Furthermore, supervisors are not trained to be sensitive to the

of

c al
d t

feelings and frustrations that officers may be going through after a critical incident has occurred:

| find whendiildtbes gwmer vimmner s doing it [
not have the right kind of relationship with them. Your immediate supervisor$ may
some of them are really friend]liybecase® me
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they have to be magers. So you may or may not have a positive relationship with them.

And when they sit down in a group and do a debrief, it does not go well. On the other
hand, when itbés a professional whodés done
closedoffbr a while. Youdre not gonna open up r
they set aside 8 hours or 4 hours or whatever and let us talk and we all open up. Those are
good debriefs, right? (Raja)

| know one in particular who was involved in a shootstgyt and killed someone and he

had somebody there, peer support person, Ww
al so shot and killed someone. Umm, and | b
help massively. (Nathan)

According to certain partipants, debriefing sessiomse mandatory for officers in particular
units. However, officers working on the street encounter horrific instances just as often as
individuals in specialized units. Consequently, a few officers stateththatvould like tasee
debriefing sessiorspplied more frequently:

So I think in a way, theyoére |l ooking at ju
at anybody who deals with it. (Joe)

Maybe the [Hinton] Policenodel is something to I&oat because they will actisli

they have the squad or the uinivhatever you want to callitof peer support workers

that will geta list of calls overthelastl don 6t k howreor however it wosks 2 4
with the[Hinton] Policebe c aus e t h ey 6 ri theywihraviel the calls.IS@a n u s

they will actually have calls that they <ca
should actwually go to the officers and t al
baby or somebody died, or it was a suicide, oritavash omi ci ded. So t heyd
the |Iist of calls, and theydéll|l actually go
call o6 and you can print out, you can now a
of the call and go and debriefthet | s your sel f and see whatos

4.3.4 Peer Support Programs
In the present study, feelings about peer support programs were Fiwegarticipants
stated that peer support programs allow officers to share their frustrations with other officers
who understand the culture and the types of situations they encounter:
A peer group is not a bad thing in the sense that, once you reach atdewefiar
because a lot of peoplave gone through similarthings t 6 s easi er to tal k

hard to talk about it with, even with frie
happen here in this |job beacmduts ewdrhke yi rmd otnhdit s
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environment. But with your own peers, for sure. They understand the environment. They
definitely understand. (Edwin)

On the other hand, 9 participants stated that they would be more hesitant to reach out to peer
counsellors, espally if they have never met them before. At the same time, others stated that
they would be reluctant to use peer support programs out of fear that participants may divulge
their issues to colleagues in the field, putting their anonymity and confidigrditatisk:
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A couple of officers also stated that peer support officers only volunteer to assist peers so that
they can receive a promotion in the future. Knowing this, officers felt reluctant to participate:

And | thin a hely fpund rMology wasadeakng witk id i t

k
because K n some of the other
going to tal t i s guy O6cause heods
reasoni;iseirtviisngsoel f( Garrett)

i t hat S
[ ow f om
k o th a

| fed l i ke theyodre that | i st because

good to be on the list. (Megan)
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Out of all the programs discussed in the present study, officers had less to say about peer

support programs. This may be due to the fact that peer support programs are no longer offered

the Woodford Police Service: i But from

by

changed in how that works and how it operates.dtiue be peer counliag priorb ut now i
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out sourcedo (Joe). Consequently, officers may
the past, making it difficult for them to come up with possible amendments to similaygseser
programs. Nevertheless, 5 of the partioisanterviewed agreed that their ideal peer support
program would need to involve the assurance of anonymity:
eéor e v dkeaweb ehat room something along those linésvhere you ould log
on as, whatever, likeotdog boy or whatever the heckst And you can just sit there and
chat with people on a regular basis about,
going through. But first and foremost, it would have to be anonymous. (Tim)
How about an app, right? Like a free downloadable applifoffecers. You have a
specific login, right? You have an anonymo
derogatory conversations that occur here. This is strictly for things to help people with

real problems, right? (Tyler)

4. 4 Of fi c e rUsig/N& &sang Stress Mdnagement Programs

During each social interaction with the researcher, police officers provided a number of
reasons for which they have chosen to use and/or not use existing stress management programs
offered by the organizatioof interest. These reasons are discussed in great detail in the
following subsections.

4.4.1 Reasons for Using Stress Management Programs

Participants used stress management programs, particularly counselling via the EAP, to
relieve stressors associatehapersonal circumstances.§, divorce) and/or operational
demands (see Appendix G, Table 11). Only one participant, Victor, explicitly mentioned how he
sought counselling to deal with the stress caused by operational and organizational demands.

A few officers attributed their reason for seeking help to others. Some officers were
encouraged to seek help from friends or family members, while others were encouraged to seek
help from their ceworkers or physicians:

| was at home and | wdsthe first few weeks afterl wasndét sl endping ver:
went and saw my own doctor. | told my own doctor what happened. He told me that |
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should be reaching out to my Employee Assistance Program if | felt comfortable doing
that so | did. (Josh)

[My colleague] gavene the number for the lady she had dealt with, the same therapist
that she had been to for her own issues, family issues. It took about three months before |
would finally go. (Nathan)

Before deciding whether or not to participate in stress management programs, hawever,

number ofofficerswouldt e st t hei r csidtheédaalf offcersdecaivedaac t i o n

favourable response, theyuld acceptheirc o | | e sugpareasdseekssistance. If they

received a negative response, officers would play off the encountehéghtedly:

And i f theyodére |i ke, AYeah, | 6ve been thin
seriouso. But if theydre bikayi iwwAat in8addyg
just making a joke mand and you can back a

4.4.2 Reasons for Not Using Stress Management Programs
In the present study, half of the interviewees found that they had trouble recognizing that
they were stressatght away. For these participants, the realization that they were stressed came
once they recognized changes in their behaviour over time (e.g., crying) or wivenkeos or
family members brought it to their attention:
You donf)f[ reatitk
S| t

youor e tting
changes. (Raja)

t ; ©irdils/du pudl over ratle estreet and
re

ei
he crying. You donot rea

One of the most i mportant things about it i
thetime until you have an opportunity to step away. Things like questioning your
judgment or just, you know, feeling deflated or exhausted and overwhelmed but the only

thing youdre doing is sitting on your couc
prefer just to sit there. Not understanding the warning signs is one of the most debilitating
things when it comes to the Service as a Ww

through. (Tim)

| think that the difficulty may be in the fact that one individuad o e s n 6t recogni z
away that they currently are under a great déatress sometimes. | mehfall into that

someti mes, right? You just dondt reali ze,
board has been closeehri enlde, jyvetudosaybagn
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lately0. You know? And you sort of stop and youbd
You know? (Tyler)

Knowing this, it is possible that some police officers in the present study may not have used
various stress magament programs (or were reluctant to use them at first) because they were
not always aware that they were stressed.

In the present study, 10 of the officers interviewed stated that they do not engage in some
of the stress management programs offeredéyservice out of fear of damaging their careers:

And al so youbére concerned because at a cer
recommendations | i ke you dondt work anymor
for that. Youdr e c on wdadyrimpacdyoub@reeax forgshe nexth at wi
20, 25 years. You will not go anywhere. If you ever have your gun taken away because
youbdbre stressed, you wil/|l not g o-uptsquadf he SW
you will not go to homicide, youwillnotgpo anywher e thatoés good
You will not go to canine if dogs are your thing. You will not. Because they will have

another 20 applicants whose gun was never taken away. (Raja)

|l tds just not somet hing ysresstdasuperioi ke i f yo
coll eague, therebébs a chance that you coul d
immediately, have your firearm taken away from you, and immediately put on stress

leave. (Tim)

Tenparticipants also stated that they did not participate in any of the voluntary stress
management programs because they did not feel the need to. Some of these participants stated
that they failed to use any of the voluntary stress management progracwuliselling because
they preferred to use their own stress management tools, resources, and/or strategies:

Sol, Isitdownandiflhave stressbtrand t her eds aliways tndosr ewotrhk
whatever at work is bothering me, the 5 thingsortherdi ngs or the 2 thin
school, what are the 3 things or the 4 things bothering me at school; or personal life,

umm, you know, be it finances,grou know, your car needs rep
adding up. And | havenét paid attention to
those things. Maybe set an appointment for my car, set an appointment for, you know,

my dentiishateovaeuseéet may be thatédés on my min
start accumulating over time, the small things that | put on the backburner, you know?
AYeah, l 61 1 call the dentist next weeko o
andthenaxt week never comes. So now | find i
| have a definitive plan. | know what needs to be done. (Raja)

r
t
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| have a really, really strong relationship with my wife and with some friends outside of
work. And lactuallhave a really close friend whooés a
sit down and we just kind of, you know, have a chat. (Edwin)

Othersnever felt likethey required intervention:

|l never thought | needed to t akhethaupghat st ep
process. | think, | think if was in an acute situation ndhat | would probably make a
phone call. (Patsy)

You cané6t seek help for everything but if

assaults, or disfigurationisl e t yasfam#yanember of yours committed suicide and

then you had to go to a suicide call in the same mavglty ou6ve been t o mar
suicides but tThajtéwost ghavnwandtr ilggeéranyt hi ng |
normalized all the normalsandigam 6t f ound myGoldion & i omfd fod h smy
lguess or someone | i ke me who hasndét used it,
there if | need to use it. And | havenodét h

As mentioned earlier, participants in the preserdysstatedthat shifts are slowly taking
place within the police culturélowever, certain officersuggestd that stigmas still associated

with stress and seeking help:

Al most everybody that | talk to, | thear th
headquarters and say I 6m here to see the p
Once in a blue moon someone will mention PTSD or $olmé ng and | 61 | hear
sayl i ke, AOh, yeah. Trhiaetndds hraesa |tlhgaBtihavernrtidbsl er.e
whenyousegtat t heyodr e, |l guess, supporting peo
tell them. 1tés just, you still feel 1ike

He said that and this is through his wife afterthefadt hat he di dndét get
he was teased and thingsdithat about needing help from his peers. (Christopher)

Thereds one guy who did reach out and tal Kk
hasnot withosrfdc &years sincethérs or ry, no, 6 years. He 0 s
hebdés nowea angoernttgaor something. And peopl e s
well put together, | wonder what happened?
(Raja)

Based on the abovwaentioned accounts, it is possible that participants in the present study may

have also failed to voluntarily use various stress management programs due to the stigma
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associated with their use. Certain officers even suggested that stagyaasignificant factor in

preventing them from using stress management programs:

I dondt know what | would do. Umm, I haven
dondédt know what | would doalBeomachd asydal,on
consideritastigmabut t hereb6s that, AOh, what woul d

| used the independent counsellor and at that time, we did have to refer through the
Service whichsuckednd | actwually ran into somebody
And that was the |l ast time | went O0cause i

If I had gone when | was in the previous environment, | would have, | think, been

worried aboutsy ma. That may have been a reason wh
umm, for sure. |l thinkithptobabltgpbwblulydnhbe
wanted to give anybody another reason to dislike me or think poorly of me. | think at the
time,therewa pr obably enough rumours beilng spr esc
just needed to get out of that atmosphere. (Victor)

4.5 Officersdéd ldeal Stress Management I nitiat

In addition to describing how existing stress management programs could beeathpr
officers in the present study constructed their very own stress management initishaves.
officers in the existing literature, participants in the present study believe that organizational
demands are the primary sowsoé stress in policingBrown & Campbell, 1990; Kohan &
Mazmanan, 2003; Violanti & Aron, 1993, 1994995). Consequently, the majority of
participantg16) stated that they would like to see the Woodford Police Service addesss
organizational demands. In the present studwyriigipants stated that the police organization
should focus on hiring mature recruits with more education and/or life experience. According to
participants, hiring an educated workforce wi
but will alsoencourage officers to overcome stigma, start talking about stress, and not feel
ashamed to seek help if they need it:

The more knowledge you get, the more cultured you are, the more understanding you are

of other cultures, issues, and problems. If yoe hibunch of people that are very narrow
and don 0 dthebiygeespestiura andsuchen, yeah, youdre gor
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harder time with people seeking help and talking to each other and such. But if you notice
with hiring a more educated workforcekal ng about stress wondt b

| think we need to hire sort of more adlike people or people who cénwve need to put
a focus on people making good decisions for themselves. (Todd)

A few officers also stated that their schedules shoeldltered. Although officers

acknowledge that shiftwork isevitable a few of them stated that the schedule could be

modified to include court duties during paidnking days as opposeddays off:
| think that the Service needs teaguate their shifschedulesrad that would make a huge
difference in a lot of peopl&evendays of woking 10hour days istoo muclmad | 6 v e
been doing it for 13 year giftbeybrought 6s t oo mu
something in that would control the amountafrk hours, something also to cooit
your cour t ity becauseyadotiod pe@ple despise court because it just
completely ruins that whole day. (Josh)
| talked to a buddy of mine whoés with ano
or 10 weeks he has one dawll of his court matters for traffic court are all in that one
day. They schedule it that way so he has his court day. (Norman)

According to participants, modified schedules would help officers better managdiferork

conflict. One officer even suggested that the Service implement a rotation in which officers

could alternate between strdetel work and administrative work. This would ensure that

officers get a break from the schedule and the stress associated with workingtoeethe
| think with theg young people, | think theeixpectations are more of the job but | think
that i f they dondt get a break occasionall
in a while or the police college or headquarters or a squadatkeegoing to find that they
are going to have a lot of stressated problems. (Garrett)
In addition to addressing organizational demands, many participants stated that they

would like to see additional changes to the police culture so that offietrmdee comfortable

speaking about stress and seeking help. In order for stress and stress management to become less

taboo, 10 participants stated that police officers need to get the ball rolling so that negative
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attitudes can change over time. Some eséhofficers stated that they (or their colleagues) have
already initiated the process, hoping that other officers will begin to do the same:

Cops are killing themselves all the time b
break the ice and, you knoand start, you know, at least trying to get som&odkers

starting to talk about the fact that some of the stresses that we deal with are just so
overwhelming to the point where officers just feel lost, lost to the point where they

commit suicide. (Tim)

| know a few cops lately that have been publicly posting things on Facebook about their
struggles and sharing itibpehiygkankdat @a$ kgo
too. (Victor)

A few officers also stated that supervisors should beettaim how to recognize warning
signs associated with stress and how to address officers who display these warning signs:

[Supervisors] need to recognize some of the warning signs that they can see in the people
that are below them and that has to starhftbe top and work iteay all the way down.
Umm, andonce officers, Sergeantand Staff Sergeants and sgplkend more time being
trained in, you know, noticing these warning signs in officers that are going thirough

whether they are taking extended sick y s, or t heydre coming in
inexplicably gone for a week or two, or whatever.iPsople need to perk their ears up
and start | ooking around and saying, AWai't

and is there anythingght we can sit them down and help
So itdéds i mportant to get the front | ine su
and monitor it. |l 6m not saying drag a guy
t oday ? 0 Bitortit and talk tb peopte and get to know your people. (Scott)

In addition to training, participants also stated that encouragement from supervisors is necessary

in order to further erode the stigma associated with stress and seeking help. Pariicthants

present study believe that supervisors need to encourage discussions about stress. They also need

to act as role models so that officers become more willing to seek help:
So inherently thereds an inherenthighenount o
rank. Having those higher rank structured people break dewain barriers and have
them sort oproliferate a perception that; one, weakness is not assigned to people that are
currently feeling a gr eat edife@ice.yler)st ress t
The higherups should talk to the constables at any level just about stressful situations

like,ilt 6s OK i f Dhustmesses ygoeatups more of
you have lectures like that or situations come up, you find that guys are more willing to
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talk about i1t but i f theydre so rare, then
talking aboutitt he more i tds acceptable, the more vy
(Sophie)

Other officers went further by indirectly suggesting that a change in culture can take
place through informal tactics. According to these participarftaymal tactics casimply
includecolloquial discussions among colleagues:

| would rather we engage in that type of behaviour, interaction, on an informal basis. And

it does happen, obviouslgn an informal basis, whether it be a beer after work at the end

of the weekofta s hi ft or you just bump into a coll
weeks: AHi, howbdbs it going?0 And you have
up and we create processes for everything and procedures for everything and obviously
this jobis incredibly top heavy with procedure and protocols and stuff. (Nathan)

While additional stress management programs or initiatives were deemed necessary, 18
participants stated that the emphasis should be placed on responsibilizing officers to take care
themselves. According to these participants, additional stress management initiatives may not be
helpful because, at the end of the day, officers must want to seek help:

Every time that you do your yearly training, they come and they talk about iheyd t

have posters up and they have everything

g
t

healthy and hey candét force people to
on?o

t e
times, cops d t |li ke being told what o]

And those thing ar e t hcemedfl dedide t0 seacluqut abde them or not.

Thereds a gym there.onMNowdrfeds deo ngym gaot tehveare
not hing o do with the gym, thatods more to
exampsl el iiktke, you know, therebs two peopl e v
them after a month | ost 10 pounds, the oth
exercise bike. ltdéds who decides to use it,

| could use an analogy, you knowydu think about, like, a homeless pergand

thereds a | ot of resources in a city |ike
from my experiences, thereds a | ot of peop
of those resourcessotheyhoose t o be homel ess. I think t
available for officers but | think thereods
though they know that they exist. So I do

tackle isues like stress and to avoid being in that situation in the first place. (Victor)
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4.6 Chapter Summary

Officers in this study perceived organizational demands as more stressful than
operational demandBarticipantsalso preferred tengage in @ombinaion of pro-active and
diversionary tactics to cope with stress, regardless of their perceptions of available stress
management programg/hile perceptions of stress management programs were mixed, the
majority of participants agreed that available programyg providel temporary, shofterm
relief. Officers only used stress management programs if they were encouraged to seek help from
friends, family members, eworkers or physicians. This is because participants often had a
difficult time recognizing whethey were stressed. In order to help officers adlvstress,
participants st&id that police organizatioshiouldbetter address certain organizational demands
including shiftwork schedules and mandatoryadty court appearancds. the following
chapter, the findings from this study will be analyzed and interpreted using the symbolic

interactionist framework.
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Chapter 5:

Discussion & Analysis

In this chapter, | interpret my findings in light of the symbolic interactidrashework
outlined in Chapter 2nd assedsowthese findinge an be used to better
perceptions of stress and stress managernmetiite following sections, discuss the processes

through which officers construitr e adnd engage in impression management. | then analyze

un

of ficersd6é perceptions of st flicademctianistperspdctive s s ma
andconclude with a discussion on impression management and stigma.
5.1 Officersd Caonstruction of HAReal ity

As mentioned in Chapter 2, stressors (e.g., operational and organizational demands),
stress management programs, #rapolice culturee x i st i n the real worl d
the real world fAout thereo, hoothervandinterppef f i cer s

their surroundings, resulting in variationsnoéaning(Pascale, 20115ince people behave based
on what they believe and not on what is objectively tihis,study is primarily concerned with
analyzingvariations in meaning and hawis meaning is constructed.

Police officers develop social scripts through verbal communication or vocal gestures;
they use language to share stories about their experiences on the job. Through storytelling,

officers are able to engage in symbolic inttian; they are able to develop, transmit, and retain

significant symbols or gestures of mutual understanding (Mead, 1972). Once they are sworn into

the profession, police officers develop a repertoire of stories, significant symbols, and social
scripts whch they use to shape their perceptions and guide their behaviours. By referring to this
repertoire of social scripts, officers are able to adequately conduct themselves in ways deemed

appropriate by the dominant police culture when communicating witméaga and/or the
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public, other colleagues, and supervisors. As they perform their daily routines, police officers
also share stories and develop a repertoire of mutual understanding regarding stress and stress
management. This repertoire of mutual undeiditag, as shown by participants in the previous
chapter, suggests that fearlessnessaechismaare commendable characteristics for officers to
display Overtly displaying signs of stress and/or discussing the need to seek help, on the other
hand, are casidered deviant acts; officers who express their emotions are considered weak and
are, therefore, stigmatized (Goffman, 1965). Altogether, this repertoire of mutual understanding
contributes to the developmenti oérodficeesdalii
of norms and values which are influenced by the attitudes, behaviours, and expectations of others
(Mead, 1972). The fAmed exercises societal con
ultimately influencing the way in whichely choose to talk about stress and stress management.
Whil e some officers may express individualism
individualized aspect of the self, the majority of officers in the present study gravitated toward
t h e finoedahiy offen chose to comply with the norms and expectations endorsed by their
social selves. By gravitating toward the fimeo
individual character (e.g., str@¢savoid stigmatization, and preserve threputatiors as heroic,
courageous police officers (Goffman, 1965).

By developing, transmitting, and retaining significant symbols through storytelling,
officers are also able to engage in #taking; they are able to interpret the reactions obttters
in the stories as well as the reactions of the storyteller and his or her audience members. In doing
so, officers are able to use those reactions to shape their perceptions as well as their own
responses in similar situations (Blumer, 1969; Mead2)l.9Participants in the present study

constantly engaged in retaking by referring to countless stories in their repertoire when
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developing their perceptions of stress and stress management throughout the interview process.
Forinstancetheyreferred ¢ stories they heard in which supervisors praised officers who
displayedfearlessnesand reprimanded those who displayed overt signs of distress (e.g., crying)
by taking their guns away or putting them on restricted duties after a dangerous or traumatic
incidentoccurred When they encountered similar dangerous or traumatic incidents while
performing their roles, officers would refer to their associated repertoire of stories, put
themselves in their supervi sor 0sposgienbefarei on, an
constructing their course of action. Using the stories they heard as a frame of reference, officers
anticipated that their supervisors would respond negatively to overt displays of distress just like
other supervisors did in the storiéey heard. By engaging in relaking and interpreting their

actions in relation to the actions of their supervisors, officers refused to overtly display signs of
distress in front of their supervisors out of fear of destroying their careers as sonie of the
colleagues have done. Officers also took on the role of their colleagues in order to best construct
their course of action in other social situatidPeticipants would refer to their repertoire of

stories involving officers being criticized by othdficers before deciding whether or not to

disclose certain fears and/or participate in certain stress management programs. Officers would
put themselves in the position of their peers and act toward themselves from that position before
constructing their@urse of action. By referring to their repertoire of police stories, officers
anticipated that their peers would make fun of them or talk about them behind their backs for
admitting that they have been adversely affected by partistitauli. In order toavoid a similar

fate as those who have been stigmatized in the past, officers refrained from sharing any personal
feelings that would have caused colleagues to question their strength as well as their ability to be

an effective police officer.
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Although oficers are capable of acting toward themselves from the position of others in
order to appropriately construct their own lines of action, they are not always able to take on the
role of the other to empathize with the lines of action taken by their cofleaplice
constablesfor instance, stated that senranking officers scrutinize lowearanking officers
because they lose sight of the challenges and stressors associated wilivsirpetice work.
From a symbolic interactionist perspective, itegs as thoughsenioran ki ng of fi cer s @
perceptions of stress are inconsistentwithlewetrn ki ng of fi cersdé percept.i
seniorranking officers fail to put themselvesinloweran ki ng of fi cersd posit]
enough, however, th@pposite may also be true. Police constables may perceive the scrutiny
they receive from supervisors as stressful wi
position to truly understand why this scrutiny is occurring in the first placeoling to
participantsthe police organization in question is primarily concerned with appeasing the public
and adequately seormg the community. Knowing this, it is possible that sengmking officers
are being pressured by their own supervisors, the paidor the media to make sure that
streetlevel police officers abide by certain expectations set out by the community.

Perceptions and social scripts are not static but susceptible to change (Blumer, 1966;
Mead, 1972). This is because individuals anestantlyred e f i ni ng each ot her 6s
interaction; they are always adjusting their definitions based on the responses they receive from
others (Blumer, 1969; Mead, 1972). Officerghis study altered their perceptions of stress and
stress mamgement using a similar tactkor instance, officers mentioned how they used subtle
vocal gestures, particularly humour, to asses
cultural norms and dominant perspectives associated with stress asdsireagemensome

officers challengeavidely acceptedhotions, including various taboos about counselling. By
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doing sotheywere able to determine whether or not social scripts about stress and stress
management have changed. Throughout the interveewmse officers recalled how they would

drop subtle hints to their colleagues about their desire to seek professional assistance while
others would cautiously encourage their peers to seek assistance following a traumatic incident.
From there, officerswould s sess their coll eaguesd reactions
the subtle cue, officers would retract their statement and play it off as a joke. If colleagues
accepted the subtle cue, however, officers would make note of it in their repertbadjast

their perceptions of stress and stress management. Some of them would even alter their course of
action.Participants sometimes received positive responses from colleagues (e.g., words of
encouragement to seek counselling) after delivering sabés that they were in distress.
Participantswould then uséhese positive responses to alter their perceptions of stress and seek
assistance.

Whil e they may change over time via soci al
construction of stress and stress management may also vary depending on where they are
situated within the organization or the subcultural group they belong tording to Becker
(1973) and Cohen (1955), subcultural groups emerge because they provide members with
specific means through which to deal with the world that have not been provided by the
dominant culture. As such, subcultural groups tend to consistrabers with similar
experiences, preconceptions, stereotypes, values, and frames of reference. In the present study, a
number of subcultural groups have been identifldek most prominent subcultural groups were
those based on rank; police constables lggdrio one subcultural group and semanking
of ficers belonged to a different subcultural

perceptions of stress and stress management vaaeohstance, police constables used
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operational stressors tonstruct their perceptions of stress more often than seamking
officers. From a symbolic interactionist perspective, this is not surprising. Police constables used
operational stressors more often in their construction of stress because thoses@essbrs
they most often encounter and discuss with other police constables. By discussing operational
stressors with other police constables in their subcultural group;lstveépolice officers are
able to share particular coping mechanisms thié¢haddress their own specific needs. In other
words, they are able to adequately relieve stress associated with operational demands by
developing coping mechanisms that have not been prescribed by the dominant police culture.
These particular coping memfisms, as seen in the previous chapter, include humour (e.g., laugh
it off) and spending time with friends outside of the police organizatismentioned in
Chapter 2, the dominant police culture, otherwise known as the traditional occupational police
culture, prescribes general strategies (e.g., suspiciousness and maintaining the edge) to help
officers reduce the uncertainty associated with their job (Cockcroft, 2013; Loftus, 2010; Paoline,
2003; Paoline et al., 2000; Reiner, 1992). It is for this reasoumber of participants in the
present study remained suspicious of various stress management programs, particularly peer
support programs; officers believed that peer
with other members across the Servitlee dominant police culture, however, does not
explicitly provide officers with particular techniques for engaging in stress management since
stress itself is considered taboo. It is for this reason that police constables turn to their subcultural
groupto learn how to best cope with stress.

Like police constables, senioainking officers turn to their subcultural group of senior
ranking officers in order to construct their own perceptions of stress. By interacting with other

officers in their subcultutaroup, seniorranking officers learn to construct their perceptions of
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stress using the management cop culture. As mentioned in Chapter 2, the management cop
culture focuses on loAggrm concerns (e.g., crime control, citizen responsiveness) in ref@ation
political, social, and economic factdiReusslanni, 1983). By interacting with other officers in
their subcultural group using the management cop culture as their frame of reference, senior
ranking officers develop perceptions of stress that arereiiftérom those created by police
constablesSeniorranking officers tend to lose sight of theessors associated with strémtel
police workandfail to use operational demands when constructing their perceptions of stress.
These findings, howeverrenot surprising since senitanking officers are less likely than
streetlevel police officers to encounter operational demands on th@jolwn & Campbell,
1990; Paoline, 2003 aocline & Terrill, 2014 Rather than focus on tldkemands associated with
streetlevel police work, senieranking officers learn from other officers in their subcultural
group toconcern themselves with organizational demands, including the political, social, and
economic pressures to create vdioemoney servicegCockcroft 2013;Davies, 2000; Reuss
lanni, 1983). These pressures may also explain why counsglliols h Mast er 6s degr e«
administer stress management programs, particdadyu ns el | i ng vi,as t he Seryv
opposed to psychologists with added credentMEnayement and senioranking officers may
be more concerned with saving money -Bengoppose
due to the management cop culture and the political and social pressures associated with
organizational restructuring.

Of ficersd6 perceptions of stressFemadenagement
officers and racial minority officers were less likely than male officers and Caucasian officers to
perceive avoidant coping strategies as appropriate means through wigiliévi® stress. This

may be due to the fact that race and geibdesed subcultures condition their members to work
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harder in order to be accepted in a profession dominated by Caucasiarimaildsr to prove

their worth as a police officer, females andiahminorities may choose to endure particular
stressors rather than avoid them. Since the current sample of research participants consisted
mainly of male officers, however, additional research is needed to further explore variations of
perceived stressand stress management within gender andased subcultures.

5.2 Impression Managememtdthe Performance

As mentioned in the previous section, officers develop, learn, and transmit social scripts
through social interactions. According to Goffman @Q®&ocial interactions are equivalent to
theatrical performances. During each social interaction, there is an actor and an audience in
which a performance is being directed to. Lik
social interactions carlso be considered theatrical performances. In policing, for instance,
officers act out their role in front of a number of different audiences, including other officers and
colleagues, supervisors, and members of the public. Regardless of the actorsaaddtice
members involved, theatrical performances always take place in the front region where officers
are onduty, in uniform, or on the clock. While in the front stage, officers use certain fronts,
particularly settings and personal fronts, in ordeadequately and convincingly deliver their
performances (Goffman, 1969). As mentioned in Chapter 2, settings refer to the geographical
layout and various props used for the performaAcgetting tendso stay pugeographically
speakig so that those whose a particular setting as part of their performance cannot begin their
act until they have brought themselves to the appropriate locBgosonal fronts, on the other
hand, refer to the items of expressive equipment that are attributed to the perfochexrs
clothing, rank, age, and gender. These fronts, according to Goffman (1969), define the situation

for those who observe the performance. When audience members see a male officer in uniform
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(e.g., personal front) at the police station (e.g., ggttior instance, they can already anticipate

the type of performance that is about to take place. Audience members may anticipate that these
male officers will refrain from talking about their roles (e.qg., father) outside of the profession.
They may als@nticipate that these male officers will be brave, strong, and courageous at all

ti mes. According to Goffman (1969), however,
wi t h o0 n e Gecetimyaraegpecied to Heugh andorave at all timessomeof the

officers in the present study hadlifficult time recognizing when they wes&essed. As saan

the previous chaptetheseofficersonly recognzed that they were stressed afterydetected

changes in their behavio(g.g., cryinglupon steppindpack from their roleln these particular
instances, officers effectively used their settings and their personal fronts while in the front stage
to mask the manner in which they were truly feeling inside.

In addition to fronts, social scrpplay an important role in setting the stage for particular
performances. In the front region, officers engage in storytelling; they generate, transmit, and
transform social scripts associated with the police officer role (Goffman, 1969). It is inrthe fro
regionwhere officers engage in impression management; they succumb to the social scripts (e.g.,
act tough, brave, and fearless) ascribed by the dominant police culture and its various subcultures
during their performances with audience members. Thmutghese performances, officers do
not overtly display perceptions and behaviours that may cause audience members to doubt their
strength and courage. As a result, officers are able to present an idealized view of themselves to
their audience members. @frs inthis study, for instance, managed impressions and presented
idealized views of themselves when performing in the front stage. In order to be considered
Anor mal 0 as opposed to Adevianto, offircers re

officers. Some of them even failed to disclose the fact that they were seeking professional
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assistance to cope with stress. By keeping these facts to themselves, officers are able to influence
the perceptions that their colleagues create of them; tloey ather officers to view them as
brave, strong, and courageous, as opposed to
threatening situatia During front stage performances, officers also create an impression of
legitimacy in order to convincgly deliver their role; they foster the impression that the routine
they are performing is their only routine or their most important routine (Goffman, 1969). In the
present study, for instance, participants would refrain from sharing details abouetheinrg
lives with their partners. Others would work extra pay duties during days in which they were
supposed to be offuty. Consequently, officers were able to foster an impression of legitimacy;
they were able to demonstrate to their partners andsiygarvisors that they are solely
committed to the police organization in which they work.

While maintaining appearances is important, police officers are able to step out of
character, let their guard down, and release any supressed emotions or bghewouthey are
backstage or ofiduty (Goffman, 1969). For police officers, the batkge encompasses any
location that is outside of the policing context, whether it be at the cottage or at the family home.
In other words, officers are considered baelge when they are not working or when they are
with friends and family members outside of the police organization.

Given what is known about performances and impression management, symbolic
interactionism will be used in the following sectionto intetpreand expl ain offi ce
of stress and stress management, as well as o

5.3 Officersd Perceptions: A Symbolic Interac

As mentioned in the previous chapter, officers perceived shiftworkvaridlife conflict

as stressful. These findings are unsurprising given that police organizations have increasingly
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become fgr ee (Pgtersom&Uthnoo, A0LI). Aatading to Coser (1974y,r e e d y
institutionso ar e o rreggaume onzingividuasrteswedkdn gheir tiesxvighr t s U
other groups that might conflict with their own demaaddtest their members in order to

determine whether or not they are loyal to the police organizai®shown in the previous

chapter, friends, famyl and other social institutions have their own demands, which may
conflict with the organizationdés ability to t
most of their time within the profession via shiftwork andaity court appearances, p@aic

organizations are more likely to obtain absolute loyalty from their mentbieise officers are

required to work long hours and are sometimes expected to work during days off due to

mandatory court appearances, however, officers are left spendingttletyntie backstage with

their families and friends. Consequently, tieeyl upspending most of their time acting or

managing impressions in the front stage. This type of acting can be exhausting since it does not
provide officers with an opportunity telax, let their guard down, and be themselves.

Scrutiny and lack of support from management may also be directly related to the fact
that police organizations have becornmgheiigreedy
present study, some officers were scrutinized for not doing enough work (e.g., did not write
enough tickets) while others were offered little support when demonstrating a lack of total
commitment to the job due to responsibilities associated wilithcalne. It is possible that such
scrutiny and lack of support occurs within police organizations so that officers weaken their ties
with other institutions and remain totally committed to the profession. Furthermore, such
scrutiny may be perceived as ss#il because it reminds officers of their need to foster an
impression deemed appropriate by the police culture; officers are expected to be superhuman and

therefore able to complete a number of tasks without being affectdelsgfulor taxingstimuli.
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By scrutinizing of-fankmgoffisels are able to gnsureathateaheir seni or
subordinates are living up to the expectations set out in the social scripts of the organization. In
response, officers constantly feel the need to manage ingressid live up to these
expectations in order to avoid such scrutiny in the future.

Officers also perceived scrutiny from outsiders, including the media and the public, as a
source of stress. From a symbolic interactionist perspective, this is unsgrphiscording to
Goffman (1969), individuals from the outside region are typically segregated from performances
in progress. This allows the actors and the audience members to preserve their interactions, along
with theinstitutionsin which these interaions take place. Nevertheless, it is possible for
outsiders to make their way into the front stage during a performance in progress. This was
particularly evident in officerso6é testimonies
passersdy wouldsometimes make their way into front stage performances involving officers and
armed or dangerous individuals. These bystanders would often take videos of these performances
and upload them onto social media, allowing other outsiders to virtually obserfrerthstage
performance. When outsiders make their way into the front stage performances intended for a
different audience, however, they risk altering their perceptions of the actors in question
(Goffman, 1969). In a world governed by social media,dhisady appears to be happening.
Community members view snapshots of altercations in progress between an officer and a
dangerous individual online and start to assume that all officers abuse their power. In response,
police officers perceive these situats as stressful because they are no longer able to influence
the types of perceptions that community members create of them. Even if officers are able to
effectively deliver their role and present an idealized view of themselves during these

performancesputsiders are unable to capture and/or view these performances in their entirety.
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As a result, outsiders may misconstrue these performances and develddedipguceptions
that the officerslid not intend to convey.

Like officers in Browna n d C a n(p9B0& dtudy) pmrticipants in the present study
perceivedconstant changes within the organization, particularly technological advancements and
changes to the computer programs used to facilitate paperwork, as sources of stress. This may be
due to the facthat these changes add to the cumbersome and already extensive roles,
expectations, and social scripts officers must live up to. As mentioned in the previous chapter,
older officers typically perceived technological advancements as stressful moréaften t
younger officers. This particular finding is unsurprising. Older officers may have a larger
repertoire of social scripts that they have accumulated over time compared to younger officers
who have had less experience in tteddfi It ispossible that aler officers find it more difficult to
incorporate these changes into their repertoire while juggling multiple social scripts at one given
time.

Consistent with Brown and Campbell s (1990
also perceived as a soarof stress for some officei&ccording to participants in the present
study, commuting to and from work was stressful because many police officers live at least 40
minutes away from the station in which they work. By traveling great distaneesl tboom
work, officers in urban areas are often stuck in limbo betweefriahestage and the baskage.
Although officers are not necessarily required to engage in impression management during their
commute home from work, they are still not able to let theard down since they have not yet
entered their backtage realm of relaxation.

Since the back region allows individuals to drop their front, step out of character, and

refrain from engaging in impression management (Goffman, 1969), it is unsurpreing th
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officers found comfort in various coping strategies located outside of the police organization.
While some officers admitted to using various stress management programs offered by the police
organization, the majority of them preferred to use a conibmat prcactive (e.g., engage in
physical activity at an outside gym, spend time with friends and family members) and
diversionary tactics (e.g., seclude themselves from others, watch movies, and avoid the news) to
relieve stress. Regardless of theilligpto assist officers in addressing and confronting stress
directly, these coping mechanisms offered some form of relief because they allowed officers to
separate themselves from the front stage. It is for this reason the majority of officers interviewed
stated that they refuse to spend time with officers outside of work. Wherstagek officers

prefer to remain bacgétage. They do not want their front stage experiences to taint their realm of
relaxation. To police officers, their bastage is their $a haven; they can share certain
thoughts, feelings, emotions, and behaviours
spouses, family members) that they would not think to share with other colleagues (Goffman,
1965). When backtage, officers are s able to use the coping mechanisms that bring them the
most comfort without having to worry about managing impressions or delivering performances.
When using stress management programs offered by the police organization, on the other hand,
officers are nable to let their guard down; they must participate in these programs while
maintaining the impression that they are tough, brave, and emotionless. This was apparent in the
present study since a number of participants refused to actively participateim gegrams

(e.g., CISD programs amgeliness programs), while others joked about these programs when

they were in the presencetbkir colleaguesEven when officers perceived stress management

programs favourablypanyof them still chose to engage in coping strategies found within the
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backregion suggestinghat officersvalue theireputations and their social identitigsg., the
i m & avertheir personal beliefs anttheirindividual identitiege.g., thei | @&offman, 1969).
Althoughthebaclst age i s supposed to be officersodo s
an arena for engaging in impression management (Goffman, 1969). This is because, despite
of ficersod best efforts, t htberbackstage. Whenisatkage <c an
stage, for instance, officers sometimes encountered scrutiny from their friends, family, and
community members. Others found that certain aspects of theistaggkwould remind them of
particular dangerous or gruesome scehasthey encountered in the front stage. These instances
were perceived as stressful because they tain
feel relaxed and let their guard down. As such, officers would engage in additional cautionary
measues to better separate their front stage from their biage. Officers, for instance, would
lie about their profession when meeting new friends. Others would make changes to their back
stage (e.g., renovate their house) or create a completely newthgel(e.g., move outside of the
city) so that they would not be reminded of the traumatic or distressing stimuli associated with
the front stage. Officers who were able to successfully separate their front stage from their back
stage were also better albidemanage stress and cope with stressful circumstances.
While many officers were able to preserve their bstelge, some were not. For some
officers in the present study, a batkge did not exist; they were constantly delivering
performances and managiimpressions. In other words, officers were alwaysloty and never
able to step out of character even when they were no longer in uniform. As mentioned in the
previous chapter, officers are legally required to act in an emergency to protect therghfety a
security of the community at all times, even when they arduif. Consequently, some police

officers felt like they were always on guard; they were always playing the role of the police
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officer, regardless of whether or not they weagking. As suchthese officers were less capable
of managing stress; they had no outlet in which they could let their guard down, relax, and be
themselves. For these officers, their careers formed their entire identity; their reguaation

their social identitie¢e.g,i me 60 ) ¢ o mpdweredehkiyindividua idegntitig®.g.,i | 0 )
(Mead, 1972). As a result, their persoiintitiesceased to exist.

5.4 Impression Management atigma

According tocertain participantsstigmacontinues to bassociated witipadlice stress and
seeking helpSome patrticipants even explicitly stated that stigma prevented them from using
various stress management progranie majority of partiggants, however, stated that cultural
shifts are currently taking place in policirafficers are no longer drinking in excess to cope with
stressand avoid stigmatizatiomrinking alcohol to cope with stress is now, therefore,
considered deviant; officers who drink alcohol in excess to cope with stress are breaching the
social scripts andccietal norms pertaining to stress manageni@espite tins apparent cultural
shift,]| at ent el ement s suggesthat stigncaesrstdadsoctatedswitstressini e s
policing.

There is still an element of stigma associated with stress and stress management since
officers continue to engage in impression management when they are in the front stage. As seen
in the previous chapter, the majority of participants stated that oficenrgsponsible for their
own health and welbeing; officers must take care of themselves and seek help when they need
it. Although participants in the present study recognize and acknowledge this responsibility,
many of them fail to actively participaite programs offered by the police organization. Even
when programs are mandatory, officers treat themfgskad when they are in the presence of

other officers. By acknowledging that they must take responsibility for their own health and
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well-being, offcers also indirectly attribute blame toward those who fail to do so. Therefore,
police officers who fail to take care of themselves are considered at fault for their own suffering,
suggesting that an element of stigma still exists with regards to stesgreass management.

Stigma is still attributed to stress and stress management in policing since officers fail to
discuss how they truly feel with their colleagues and supervisors. Rather than talk about their
stressful experiences with colleagues i fitont stage, some of them preferred to acknowledge
stress and its detrimental effects via social media; officers would share personal experiences on
Facebook about the topic in question. This suggests that officers are still not completely
comfortable egressing their feelings in the front stage; their reputations and their social
identities are more important to uphold than their individual identities (Mead, 1972). By sharing
their true feelings and certailnm)asvpeactssocafalt hn
however, officers are able to test the reactions of others while staying within their safe haven or
their comfort zone. Other officers even chose to manage impressions within treeaupgck
context of the interview. When communicatingh the researcher, for instance, a number of
officers would construct their perceptions of stress by referring to the stories and experiences of
other officers. Instead of sharing their own personal experiences, participants were able to save
face in foont of the researcher; they were able to avoid feeling stigmatized or judged by the
researcher for admitting that they have been affected by stressful stimuli.

The way in which officers catruct their perceptions @blice organizatiosalso
provides sme indication that stigma continues to be associated with stress in policing. A number
of participants in the present study stated that police organizations overtly promote their stress
management programs and inform officers of their existenoglerton c over t heir ass.

offering these programpplice organizations create this image that they care about their officers
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and that officers should not be ashamed to seek help if they need it. As seen in the previous
chapter, however, these programs arteagequately designed to relieve the stress experienced
by police officers. Many of these programs, for instance, are designed to provide temporary,
shortterm relief while others require lengthy processes before help can be received. Like police
officers,police organizations engage in impression management; they actively promote and offer
a variety of programs to make officers believe that they are adequately addressing the issue of
stress. Nevertheless, by creating loopholes and making it difficultfioers to seek the help
they needpoliceorganizatios indirectly attacla negative connotation to stress andsstre
management. In doing spolice organizatiosfurther reirforce cultural expectations and social
scripts associated withachisme strengh, andbravery They also reinforcthis idea that stress
is a taboo topic and that officers should continue to cope with stress independently.

Since certain latent elements of the interview transcripts suggest that stigma may not be
declining within thepolice organizationit is possble that participants may haaeknowledged
the decline in substance abuse in policing in order to protect police officers. Rather than provide
some insight into their actual perspectives about stigma and stress in polftcgys may have
provided a perspective that would better protect their image. Others may have provided these
testimonies in order to appear socially desirable to the researcher. This is particularly plausible
since the literature continues to acknowjedlcohol consumption asraeans thragh which
officersrelieve stress and evade stigmatiza{l@hopko et al., 2013; Lantermanal., 2010;
Paton et al., 2009). Even if substance abuse is declining among police officers, the way in which
participants construct their social interactions and their perceptions of the police organization
suggests that there is still an element gisaassociated witlstress and stress management in

policing.
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5.5 Chapter Summary

In this chapter, | interpreted my findings in light of the symbolic interactionist framework
andconcluded hat of ficers gravitate t oeaptiohsdafhe @A medo
stress and stress management in order to avoid stigmatizatioresax/ertheir reputationfn
the final chapter, | consider the broadest academic and policy implications of these findings and
probe the strengths and weaknesses of panticaleclusions through a consideration of the uses

and limitations of the data on which this study was based.
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Chapter 6:

Conclusion

In this chapter, | review the purpose and significandb@present studyrom there, |
discuss th@verarching policyand practicaimplications of the findings and consider which
claims | have more and less confidence in due to the nature of the data | was able to collect. The
chapter then concludes with t hédredoansfgrfutsre st r en
research

6.1 The Scholarly Significance of the Present Study

According to the literature, police officers tend to have one of the most stressful jobs in
existence (Brown & Campbell, 1994; Paton et al., 2009). In addition to rassors, police
officers maybe exposed tanpredictable andotentially lifethreatening circumstances (Brown
& Campbell, 1994). As a result of this exposure, police officers may also become vulnerable to
physical or mental illnesses (Ainsworth, 20820wn & Campbell, 1994; Madonna & Kelly,
2002).Despite this vulnerabilitypolice officergendto avoidseelng help due to the stigma
associated with available prograarsdinsteadmay decide to selinedicate through the use of
alcohol and drugs (Lante@an et al., 2010; Paton et al., 200®)bstance abuse can lead to
absenteeism, early retirement, and an overall decrease in work performance (Ainsworth, 2002;
Brown & Campbell, 1994; Madonna & Kelly, 2002; Paton et al., 2009). In extreme cases, police
officers may commit suicide to alleviate wendated stress (Baker, 2010; Paton et al., 2009).

Research pertaining to stress in police work remains incompleterding to Abdollahi
(2002), the current state of knowledge on stress in policing lacks a theoretical foundation
researchers mainly focus on enumeratimgfrequency of existing stressors and accentuating the

rel ationships bet we e rchatadieessisnr levelsofparceived stresétn d o f f
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the same time, researchers within the field tend to embrace the conceptuaidiamiepolice
culture to describe f f | copng strétegieS o me r esear chers even compa
outcomes following thie participation in various programs in order to assess the effectiveness of
interventionsDue to this limited focughe literature hafailed to apply criminological or
sociological theories to explain the proestirough which officers develop thgierceptions of
stress and stress managemastwell as their desired coping strategi@saddress this gap, |
examinglof f i cer s 0 spressancespess mamgement from a symbolic interactionist
perspective.

By applying the symbolic interactiat framework,| was able to contribute to the
literature byexaminng the processsthrough which officers interact with others (and
themselves) to guide their behaviours and construct their perceptions. In ddidgsoyered
that police officers sharstories, use vocal gestures, and engage iriakieg in order to
formulate a repertoire of mutual understanding about stress and stress management. This
repertoire, which classifies overt signs of stress as deviant, contributes to the development of
off i cer s 6 A me lasteadrof cenplyingavith the mdividualized aspect of the self (e.qg.,
Al o), the majority of officers gravitate towa
stress and their coping strategsesthat they canonceakheir blemishes of individual character
(e.g., stress), avoid stigmatization, and preserve their repéBoffman, 1965).

Traditionally, symbolic interactionism has been used to examine social interactions
between deviants in society, such as marijuana (Becker, 1953) and gang membgt®hen,
1955) By employing the symbolic interactionist framework to examine an unusual population
like the policethis study was able tancover new themes pertainingitoman interaction,

identity management, and the creation of mearsgmbolic interactionismfor instance, states
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thathuman beings manage impressions in the front stage and stapcbatacter in the back
stage(Goffman, 1969)Findings from the present study, however, suggest that this is not always
possible. For some individuals, a bat&ge does not exiahd br others, the front stage imposes
on the baclstage, requiring indiduals to manage impressions at all times. Without a stage,
human beings are unable to let their guard down, potentially hindering their ability to manage
stress. The symbolic interactionist framework also states that subcultures form in retaliation t
the dominant culturendividuals sever ties with the dominagroupin order to acquire status in
thesubcultural grougCohen, 1955)As seen in the present study, however, this is not always
the caseln addition to maintaining their identity withthe dominant culturendividuals may

form subcultural groups to cope with their environments. By forming subcultural groups based
on similar characteristics such as gender, race, andpalnte officersare able to better
understand their roles and deyjyeappropriate means through which to engage in particular
coping strategies that have not been adequately established within the dominant culture.

6.2 The PracticalSignificanceof the Present Study

According to the literature, there are a number oEsties in policing including
operational and organizational demands (Brown et al., 1999; Brown & Campbell, 1990; Kohan
& Mazmanan, 2003; Violanti & Aron, 1993, 1994995), the criminal justice system (Anderson
et al., 1995; Daniello, 2011; Duxbury & Hig, 2012; Finn & Tomz, 1997; Pozzulo et al.,
2009), the media and/or the public (Anderson et al., 1995; Duxbury & Higgins, 2012)lifeork
conflict (Duxbury & Higgins, 2012), and commuting to and from work (Brown & Campbell,
1990). Interestingly, stredmsed research has mainly focused on identifying various types of

operational and organizational demands, placing less emphasis on other sources of police stress.
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Consequently, the present study sought to acgq
accaunts of stress to determine whether or not alternative sources of police stress exist.
While some sources of police stress have been identified, programs tend to address
operational demands (Brown & Campbell, 1994; Goldstein, 2006; Madonna & Kelly, 2002).
This is particularly problematic since officers perceive organizational demapdsdasninantly
stressfulKohan & Mazmanian, 2003; Lanterman et al., 2010; Paton et al., 2009; Pozzulo et al.,
2009).In addition the literature fails to considaow police officers perceive existing stress
management programnibhis study sought to better understand existing stress management
programs to determine whether or not they are
accounts of stress.
In examining the issuef stress in police work, many researchers have proposed a series
of recommendations based on their findings. Duxbury and Higgins (2012), for instance,
suggested that Canadian police organizations increase the level of flexibility and control that
officers have over their work hours. While this recommendation is legitimate, it does not
originate from officers themselveBhe present study sought to better understand the ways in
which police officers would design their own stress management programsiitcodeéeelop
recommendati ons based on officerso6é perspectiyv
In this study, the majority of participants agreed that organizational demands, particularly
shiftwork and offduty court appearances, are the most prominent stressors ingpbkcause
they requie police officers tananage appearancdsis suggests thailice organizations
should consider addressing their shiftwork schedules and mandatalytpifourt appearances.
With a restructured shiftwork schedule, officers would be better able to separate their front stage

from their backstage; they would haveore time to exercise, eat right, and rest during days off.
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A number of participants also stated that stress management programs are not consistently
applied or readily and easily available. Given the salience of this finding, police organizations
should onsider restructuring their stress management programs. As suggested by participants,
police organizations should consider making stress management programs more readily and
consistently available so that officers may be able to access them on a regjalaMediness
activities, for instance, could be implemented in each station on a weekhwveekly basis so

that officers would not have to seek them out independently. Police organizations could also
simplify the EAP process so that officexsuld access counsellormore easilyBy offering

easily accessible counselling services, officers may be more inclined to use them. Furthermore,
police organizations could offer debriefing sessions in a more consistent manner. Certain
participants, for instance,ated that debri@igsare not consistently offered according to policy,
while others stated that debigfsare only offered to officers in particular unifss such police
organizations should consider restructuring their CISD programs so that dgbsessions are
administered to all officers who encounter critical incidents.

While reactive measures are important, the majority of participants stated that stress
management programs should also be implemertedctively. As suggested by participants,
police organizations should incorporate welln
schedules as practive measures against strédsese preactive measuresould allow officers
to address particular stressors before they begin to ativaffect them. Through routine
wellnes activities, officers woulthe able to release tension in a-paozial manner, reducirthe
desire to release such tension on friends and family members. Furthermore, through regular
counselling sessin s o fupsi,t uonfef i beeablestaliscoss thedr frustrations and learn

particular coping mechanisms to help them counter similar stressors in the future. These regular
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fi t wunpesnayalso aid in changing the culture around stress, ultimately normalizing tloé use
stress management programs and reducing the stigma associated with seeking help.

In the present study, a number of participants stated that stress management programs are
the most helpful in relieving stress when mental health professionals or offitkdife
experience administer them. Given the salience of this finding, qualified individuals should
administer stress management programs. More specifically, police organizations should ensure
that counsellors with PhDs or officers with fitsdind exprience in dealing with critical
incidents administer counselling and CISD programs. By having their counselling services and
CISD programs administered by psychologists and officers with life experience, police
organizations are more liketo ensure thatheir memberseceive the best support and advice.

With regards to wellness programs, a number of officers stated that the organization
should use more incentives to secure participation from its men@retbe basisf this finding,
police organizatios should consider implementing additional incentives so that officers would
be more willing to participate in wellness programs. As suggested by participants, police
organizations could provide their officers with more rewards (e.g., extended vacatipimtime
exchange for their participation in wellness activities. Police organizations could also partner
with other establishments that promote health and wellness (e.g., gyms) so that officers would be
more likely to eat well and exercise regularly. As named in Chapter 4, many participants
stated that existing wellness programs focus on educating officers about importaneigsues (
PTSD) rather than training officers on how to recognize particular stressors. Since most officers
are already well inforngeabout these issues, police organizations should consider incorporating
stress recognition training in their wellness programs. This would help officers identify various

warning signs within themselves and their colleagues sdhéatcouldencourage each other to
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accesshe proper resources before stressmecome unmanageabldfi€ers should ao be
trained to engage in rokaking. As mentioned in the previous chapter, officers faéhke on the
role of the other to empathize with tlhees of action taken by their colleagues.|Bgrningto
take on the role aheir colleagues, officers woultke better able to understand the particular
stressors thagubcultural groups and stigmatized others experience. Thrbigghrderstanding,
officers wouldbe able to reconstruct their perceptions of stress and refrain from judging those
who experience stress and/or express the need to seek help.

As stated by participants, informal tactics and individual initiatives should also take place
in conjurction with existing stress management programs. Rather than rely on subtle vocal
gestures to talk about stress atrdss management, officers shaotalkke it upon themselves to
open up with each other in informal settings like police cars in order topgeaper coping
mechanisms and break down the stigma associated with stress and seeking help. Once they start
explicitly sharing stories and hel pniayalso t i ps t
change; they malyegin to develop a repertoio positive police stories that further encourmge
honesty and openness. I n order to alter offic
stigma associated with stress in policing, senior offiaadsupervisorshouldalso act as role
modek for other officers in the organization and speak openly and positively about stress
management. By doing so, theywoldde abl e t o help change the pol
about stress, ultimately inspiring their colleagues to seek assistancenkttit.

6.3 Strengths, Limitations & Directions for Future Research

In this study, semsstructured interviews were conducted to gather Canadian police
of fi cer sé6 o amestness managenmensld theestsessors found were similar to

those in the literature, the use of sesmuctured interviews allowed me to better understand the
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context behind why certain demands are perceived as stressful over others. With regards to
operational demandyifinstance, dangerous or gruesome scenes were particularly stressful to

police officers if they mirrored their personal lives. The context behind these stressors had not

yet been identified in the literature, making such findings extremely vallabsalso able to

better understand officersé6é feelings toward s
and limitations associated with each. This information had also not been extensively explored by

the literature, especially in a Canadian contietvertheless, further research should continue

exploring other potential sources of stress, coping mechanisms, and perceptions of stress
management programs as they may vary over time, especially within a fluid police culture.

While they are useful for@loratory purposes, there are certain limitations associated
withsemist ructured interviews. As mentioned in Ch
reliable or accurate due to social desirability and issues associated with memoryhecall.
sodal postion of the researcher may also influemtice types of narratives created (Miller &

Glassner, 2004l her ef or e, partici pant s 6 sba cbcuotu natss scoachi na
constructedind ceconstructegerspectives. Due to the exploratoature of the project and the

small, norrandomized sample, results cannot be used to make generalizations. Consequently, |

am less confident in my ability to make claims about all officers in Canada, including officers
employed within the Service undeugy and officers employed in other jurisdictions. Smaller

police forces in rural areas, for instance, raagerience different stressors avftér feweror

differentstress management programs. At the same time, officers employed by these Services

may pereive stresand stressnanagement in different waylsargescale quantitative studies

should be implemented in conjunction with oparded interviews to determine whether similar

programs are offered in other Canadian police forces and whether othesaffiGanada
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perceive them in similar ways. This mixed methods approach would also allow researchers to
make stronger conclusions and generalizations with regards to stress in policing.
Despite the cultural shifts taking place in policing, results fragrptiesent study suggest
that stigma continues to be associated with stress and seeking help. Due to the scope of the
present study, however, sufficient data pertaining to variations in police culture (e.g., policing
style) could not be retrieved. Conseqtlgn was less confident in my ability to use these
variations to analyze officersd6 perceptions o
gualitative research should be conducted in order to develop a more comprehensive
understanding of theséfi@rent policesulxultures in relation to stress and stress management.
As mentioned in Chapter 3, | wdsss confident in my ability to make strong claims
about officerso percept i osigceinformatiompeér@ainington t o t h
of ficer so6 praynstbavebeantelyjably cyllpceffficers were asked to identify
with the Type A or Type B personality even though they may not have had sufficient experience
with validated personality assessmeitsaddition personality type was not analyzed in great
detail since it did nadlign withthe theoretical framework used in this stulshyorder to address
theselimitations, quantitativesurveys and/or personality assessnsatitould beadministerd in
conjunction vith operended interviews to determiméhether or not there is a relationship
between personalitytyend of fi cersé perceptions of stress
As mentioned in Chapter, garticipant® us e of ¢ o pdifferegl accoedndgnta ni s ms
raceand rank. Caucasian officers referenced the udesefsionarytactics more often than
racial minority officers. At the same time, police constables referenced the use of humour to
cope with stress more often than officers in higlagking positions. Ste assumptions were

made about officerso6é racial backgrounds, howe
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strong claims about officersdé per ceddtionalns and
research shoul d exaim nree lodtfii are r txd@ntifppdeathtcce it g aomtss
categoriesFurther research shousdsoexamine the perspectivessgniorranking officersand
officers from a variety of units and police departments. This would provide a better
understanding of stresn police work among different groups of police officers in Canada.

Of ficersd6 concept ueadicopmgdrategiassalsoodifferesl accoedsng a n d
to genderAs mentioned in Chapter 4, male officers referenced sfwlconflict as a sourcef
stress more often than their female counterplféde officers alsoaferenced the use of
diversionarytactics more often than female officers. Since the majority of police officers
interviewed were white males from the police constable rank, | wastnfident in my ability
to make strong claims aboigmaleo f f i cer s6 perceptions of stress
mechanismsGiven the limited number of female participants in this study and the faththat
enforcement continues to be a mdtminaed professiont is important for future research to
explore the unique experiences of female officers anddti@ss management programs are
currentlyaddressing thenT.he results from this research could be used to determine whether or
not specialized fwgrams could be implemented to better address the individual needs and
perceived stressors of female officers in Canada.

6.4 Chapter Summary

In this chapter, | revieadthe current state of knowledge on stress in policing in order to
justifythe needoe x ami ne of fi cersé perceptions ldlsoom a s
discusedthepolicy implications of myfindings anddescribed the claims | hawore and less
confidence inlthenconcludeavi t h t he studyo6s st r é@&ndgectiors and | |

for future researchn the field of stress in policing
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Appendix A

uOttawa

December 17, 2014

To whom this may concern,

| am as silidenttatehe Bniversity of Ottawa conducting research on the topic of

stress in police work. | am looking to conduciperson interviews with police officers to

better understand how they define stress and whether or not such definitions are

adequatel represented in available stress management programs. By conducting research
on stress in policing, |l hope to inform th
stress so that stress management programs can be modified or improved to betier addre
their needs.

| am looking for interested candidates who have been employed by the [Woodford]
Police Service for at least one year. All candidates must also be at least 18 years of age.
Participation is completely voluntary and all information provitedughout the

i nterview process will be kept anonymous.
availability (e.g., day or night) and interested candidates will not be penalized by their
employer for their participation in this study or if theyoose to withdraw. Furthermore,

data collected during the interviews will only be used for the purpose of this study. If you
are interested in participating and you meet the criteria required for participation, you can
contact me at the information provdleSpaces are limited; therefore, participation will

be granted on a first come/first served basis. Interested candidates are encouraged to
contact me as soon as possible.

Thank you,
Kristina Musca

Department of Criminology
Faculty of Social Sciences, University of Ottawa

phone:
e-mail:
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Appendix B

INTERVIEW GUIDE

The following is dist of questions that may be asked during the interviews. Sinceevukad,
semistructured interviews will be conducted, not all questions will be asked. Questions will be
asked based on the flow, direction, and pace of each individual interview. Thetbé
following only serves as a tool to help guide the researcher throughout the interview process.

General Questions

1.

2.

6.

7.

Gender: Male?d Female?

How old are you?

How long have you worked as a police officer?

How long have you worked as a polc#icer for the [Woodford] Police Service?

What is your current position/rank at the agency in which you work?

How many hours per week do you typically work?

What does your typical workday look like?

Questions Pertaining to Stress

8. What does tshoe mwoarnd tfiostyroeus? How woul d

9. How do you know when you are stressed?

10.What is the most stressful aspect of your job?
a. Why?

11.What is the least stressful aspect of your job?
a. Why?

12.Have you ever been in a lifareatening situation?

a.
b.
C.

How dd you deal with it?

What coping mechanisms did you rely on?

Did these coping mechanisms help?
i. Why/why not?

Would you rely on these coping mechanisms again in similar situations?
i. Why/why not?
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13. Are there any tedious tasks or routines that cause you stress?

What are they?
How do you deal with them?
What coping mechanisms do you rely on to help you cope with this stress?
Do these coping mechanisms help?
i. Why/Why not?
e. Would you rely on these coping mechanisms again to manage similar stressors?
i. Why?/Why not?

apop

14.Are there any other personal factors or events that have caused you to experience stress at
work in the past?

a. What are they?

b. How have you dealt with them in the past?

c. What coping mechanisms did you rely on?

d. Did these coping mechanisms help?
i. Why/Why not?

e. Would you rely on these coping mechanisms again to manage similar stressors?
i. Why?/Why not?

15.How satisfied are you with your job overall?

a. Why?

b. Is there anything you would change?
i. What would you change?
ii. Why?

16.How would you describe the [Woodford] Poliee r vi ce6s policing styl
roles/values does the [Woodford] Police Service encourage its officers to adopt?

a. Are informal tactics preferred over formal tactics to resolve conflicts? Is
discretion the most important?

b. Are law enforcement/bureaucracy/dgy the most important?

c. Are community involvement/public relations/providing helpful services to all
citizens the most important?

17.Do your own personal policing styles clash with those employed by the [Woodford]
Police Service?

a. Ifyes:
i. How so?
ii. Is this ppblematic?
1. Why?/Why not?
iii. Does this affect your ability to resolve conflicts at work?
1. How?
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2. Why/Why not?
iv. Does this clash in policing styles cause you to feel stress?
1. How do you cope?

b. If no:
i. How are they similar?
ii. Has this caused you to experience less states®rk?
1. Why?/Why not?

Questions Pertaining to Stress Management & Stress Management Programs

18.How would you describe your personality?

a. Type A? (e.g., high seliemand for achievement, competitive, cynical,
suspicious, aloof)
b. Type B? (e.g., nogompetitve, nonaggressive, patient, eagging)

19.How do you generally cope with stress?
a. Do you use probleApcused strategies? (e.g., change your behaviour/confront the

stressor using a new technique)
b. Do you wait to see what happens upon encountering a streggailon? (e.g.,

you donodot | et the situation get to youl/
c. Other?
i. Are these strategies successful?
ii. Why/why not?

20.When making decisions, are you:

a. Rational? (you conduct a logical evaluation of alternatives before taking action)

b. Intuitive? (you rely on premonitions and feelings before taking action)

c. Dependent? (you depend on advice from others before making important
decisions)

d. Avoidant? (you try to avoid making decisions altogether)

e. Spontaneous? (you quickly take a stand in otleeach a decision as quickly as
possible)

21.Do you feel comfortable sharing your feelings and frustrations with others? (e.g., family
members, cavorkers, supervisors etc.)

a. Ifyes:
i. Who do you feel most comfortable talking to?
i. Why?

b. If no:
i. Why not?

148



22.Whattypes of stress management programs are available to officers in the law
enforcement agency in which you work?

Can you describe them?

What kinds of stress/stressors do they target?

Do these programs differ or are they the same?

Do they focus on preventicor intervention? (Do they seek to prevent stress
before it occurs or do they seek to address stress after it arises?)

e. Are these programs run internally or externally from the police organization in
which you work?

apop

23.How did you learn about these progran(es®., from Ceworkers? Supervisors?
Pamphlets?)

a. Is there enough being done to inform police officers about these programs?
i. Why/Why not?
b. What do you think can be done to further inform police officers about these
programs?

24.Do supervisors and/@olleagues freely encourage each other to use such programs?

a. If yes or no:
i. Why do you think that is?

25.Have you ever used any of these programs?

a. Ifyes:
i. Why?
ii. What program worked best? Why?
iii. What was missing? What did not work best? Why?

b. If no:
i. Why not?
ii. How did you alleviate stress instead? What coping mechanisms did you
use?

26.What factors influenced your decision to use certain coping mechanisms?

a. Did your friends/family play a role?

b. Coworkers? Peers? Supervisors?

c. How did these factors influence yadecision to use/not use existing stress
management programs?

27.How do you feel about programs involving peer support?

a. Would you use them?
b. Why?/why not?
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28.How do you feel about programs run by mental health professionals?

a. Would you use them?
b. Why?/why not?

29.How do you feel about stress management programs that implembottotlines?

a. Would you use them?
b. Why?/why not?

30.How do you feel about wellness programs that focus on preventing stress and instilling
lifestyle changes so that police officers are betbde to manage their stress and maintain
a healthier way of life?

a. Would you use them?
b. Why/why not?

31.What would your ideal stress management program look like?

How would it be designed?

How would it be used to address stress?

Would it focus on preventioor intervention? Or both?

Would it operate internally or externally from the organization in which you
work? Or both?

apop

32.Do you know of any colleagues who use or have used any of these stress management
programs?

a. Ifyes
i. Which ones have they used?
ii. What did hey think of them?
iii. Were they effective in alleviating stress?

b. Ifno
i. Why do you think they are not using any of them?
ii. Have they expressed any feelings towards these programs in the past?
iii. What do you think can be done to help police officers feel more
comfortable to use various stress management programs in the future?
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Appendix C

N
Imi
uOttawa Consent Form
| Title of the study: Stress in Police Work
|
Research conducted by:
_ - | Kristina Musca Dr. Michael Kempa
Université d'Ottawa | Department of Criminology Department of Criminology
Faculte des sciences sociales | Faculty of Social Sciences, University of Ottawa Faculty of Social Sciences, University of Ottawa
Criminologie ‘ phone: ) phone: () ext.
| e-mail: e-mail:
University of Ottawa '
Faculty of Social Sciences Invitation to Participate: You are invited to participate in the above-mentioned research study
Criminology on stress in police work which is being conducted by Kristina Musca as part of her Master’s

thesis in Criminology, under the supervision of Professor Michael Kempa.

Purpose of the Study: The purpose of the present study is to better understand police officers’
definitions of stress and their opinions about existing stress management programs. The present
| study also seeks to determine whether or not police officers’ definitions of stress are adequately
represented in available stress management programs.

Participation: Participation in this study will consist of attending one interview session of
approximately 40 to 60 minutes in length. During the interview session, you will be asked a
series of questions pertaining to your understanding of stress in the workplace. You will also be
asked a series of questions pertaining to your opinions about various stress management
programs (e.g., peer support programs) offered by the I}l Police Service. The interview
session will take place in a boardroom at the Police headquarters (| Street).
However, you may choose to be interviewed at one of the following locations instead: a nearby
Starbucks coffee shop ( Street), the | GGG Library (I Strect) or
the - Library (| Street West). The interview will also take place at an agreed-
upon date and time that is most convenient for you.

Risks: Your participation in this study will entail that you volunteer your personal information
and your perspectives on stress and existing stress management programs. You may feel
psychological discomfort (e.g.. stress, anxiety) if you choose to discuss sensitive personal
experiences throughout the interview. In addition, you may experience regret for disclosing
personal information during the interview process. Furthermore, you may experience legal
repercussions if you choose to disclose any illegal and/or criminal activity during the interview.
If you choose to participate in this study, you may also experience social repercussions. For
instance, you may be negatively judged by peers for participating in the study and/or sharing
your perspectives and feelings with the researcher.

Although these risks may be present, every effort will be made to minimize such risks. In this
study, you will be asked broad, general questions about stress in police work which will allow
you to choose what information to disclose. As a result, the risk of experiencing psychological
discomfort and/or legal repercussions will be minimized. If psychological discomfort does arise,
| however, you will have access to support/counseling services and resources any time during or
after the interview session. The contact information of the support/counseling service providers

T 613-562-5303
B 613-562-5304

25 Université / University
Ottawa ON K1N 6N5 Canada

www.uOttawa.ca
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m]] will be made available to you at the location in which the interview will take place. You will
S—— also have the opportunity to retract any information you disclosed during the interview. Such

] information will not be quoted or published in the researcher’s final thesis, resulting in a

u OltElW'd minimal risk of further psychological discomfort. Although this is true, the researcher will be
legally and ethically required to report instances of criminal and/or illegal activity mentioned
throughout the interview session, regardless of your request to have such information retracted.
In order to reduce the risk of experiencing social repercussions (e.g., being judged by
colleagues), all information provided in the interview will be kept confidential. Furthermore,
your real names and the names of people you mention during the interview will not be disclosed
Université d | in the study or in any publications. This will minimize your risk of being identified. Your

niversité d'Ottawa ! : A : i . kg : 5

Facrilte dbsscion ceskaeliis gender and/or rank will not be published if such information will increase your risk of being
identified and/or ridiculed by colleagues. You mai also choose to be interviewed at a Starbucks

coffee shop Street), the Library (I Streev) or the [l
University of Ottawa Library Street West) as opposed to a boardroom within the - Police

Faculty of Social Sciences headquarters Street). This option will further minimize your risk of being identified
Criminology and/or ridiculed by colleagues and supervisors.

Criminologie

Benefits: Your participation in this study will provide you with an opportunity to share your
thoughts, opinions, feelings, and perspectives about stress in police work and the various stress
management programs that have been created to address this stress. By sharing your
perspectives, you will also be able to potentially influence policy reform so that existing stress
management programs can be better designed to address your needs and the needs of all police
officers. If recommendations made by participants in this study are used by law enforcement
agencies to strengthen or improve their existing programs, society would also benefit. With
programs and resources that better address stress, police officers would be more equipped to
further serve and protect their communities. Therefore, your participation in this study would
help promote the safety and well-being of police officers and the communities in which they
serve.

Confidentiality: The results derived from this study will solely be used in the publication of the
principal investigator’s Master’s thesis. However, the information that you will share will
remain strictly confidential and will be used solely for the purpose of this research. In other
words, the information you will share will only be used to better understand your perspectives
about stress and the available programs offered by law enforcement agencies to address this
stress. The only people who will have access to the research data (e.g., audio-recordings,
interview transcripts, hand-written interview notes) are the principal researcher, Kristina Musca,
and her supervisor, Michael Kempa. If you admit to committing any form of criminal and/or
illegal activity, however, the researcher will be legally and ethically obligated to report such
activity to her supervisor and the authorities. In such cases, a breach of confidentiality would be
| justified so that no further harm and/or danger to others would ensue. Interviews will also be
recorded solely for transcription purposes. If you do not consent to being audio-recorded, please
indicate that at the bottom of this form.

Anonymity: Your answers to open-ended questions may be used verbatim in publications but
your anonymity will be guaranteed since you will not be identified. In other words, pseudonyms
or fictitious names will be published instead of your real names. Fictitious names will also be
used to replace the names of family members or co-workers mentioned throughout the
interview. Only the researcher and her supervisor will have access to the pseudonyms used in
this study to link the data to your identity. Your date of birth will be collected to ensure that you
are over the age of 18. It will also serve as the password in which you will be able to access

your password-protected interview transcript if you choose to review it after the interview has

|
|
|
|
TF 613-562-5303 E
B 613-562-5304 |

25 Université / University
Ottawa ON KIN 6N5 Canada

www.UOttawa.ca 2
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HIH taken place. Therefore, your date of birth will not be published. Your gender (male/female) will
= also be assigned a code (A/B) in the interview transcript. The use of such codes to hide your
gender will further protect your identity and minimize any social repercussions. Although this is

ll()tt‘dwa true, your gender and/or rank may be quoted in the researcher’s final thesis to highlight
differences in perceptions of stress across different groups of police officers. If the publication
of your gender and/or rank will make you more easily identifiable, such information will not be
quoted or included in the researcher’s final thesis. If you are the only male or female
participating in this study, for instance, the gender of each participant will not be publicized.
While various measures will be taken to protect your identity, certain facts, experiences, and/or
stories that you choose to disclose throughout the interview may make you identifiable to

Universite d'Ottawa readers of the study and other publications in which you may be quoted.

Faculté des sciences sociales

S Conservation of data: The data collected throughout the study such as audio recordings, hand-
University of Ottawa written interview notes, electronic copies of interview transcripts, and hard copies of interview
Faculty of Social Sciences transcripts will be kept in a secure manner. Audio recordings from each interview will be stored
Criminalogy in a locked cabinet in the researcher’s home office. The principal researcher will be the only

individual with access to this cabinet. Printed copies of interview transcripts and hand-written
notes taken during the interview process will also be stored in this cabinet. Electronic copies of
interview transcripts will be saved as password-protected PDF documents that only the
researcher and her supervisor will have access to. These documents will also be saved on the
researcher’s password-protected laptop. This laptop will be stored in a secure location at the
researcher’s personal office at home. All of this data will be conserved and stored in the
supervisor’s office at the University of Ottawa for a minimum of 5 years following the
publication of the researcher’s final thesis.

Voluntary Participation: Participants are under no obligation to participate since participation
is completely voluntary. If you choose to participate, you can withdraw from the study at any
time and/or refuse to answer any questions without suffering any negative consequences. If you
refuse to participate or if you choose to drop out of the study at any time, you will not be
penalized by your employer in any way. If you choose to withdraw, all data gathered until the
time of withdrawal will be included in the study so long as you grant the researcher permission
to do so.

Acceptance: I, (Name of Participant) , agree to participate in the
above research study conducted by Kristina Musca of the Department of Criminology and the
Faculty of Social Sciences at the University of Ottawa, which is under the supervision of
Professor Michael Kempa. By signing this form, I also acknowledge that I have worked for the

Police Service for at least one year and I am above the age of 18. By participating in
this study, 1 (consent/do not consent) to being audio-recorded during
the interview session for transcription purposes. [ also (wish/do not wish)
to review my interview transcript after the interview process has taken
place. The interview transcript may be sent to me at (e-mail address)

If you prefer to provide verbal consent as opposed to written consent, you may do so. However,
acknowledgement of your verbal consent will be audio-recorded.

If you have any questions about the study, you may contact the researcher or her supervisor at
the information provided.

T 613-562-5303
H 613-562-5304

25 Université / University
Ottawa ON KIN 6N5 Canada

www.uQOttawa.ca 3
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uOttawa

Université d'Ottawa
Faculté des sciences sociales

Criminologie
University of Ottawa
Faculty of Social Sciences

Criminology

¥ 613-562-5303

H 613-562-5304

25 Université / University
Ottawa ON KIN 6N5 Canada
www.uOttawa.ca

If you have any questions regarding the ethical conduct of this study, you may contact the
Protocol Officer for Ethics in Research, University of Ottawa, Tabaret Hall, 550 Cumberland
Street, Room 154, Ottawa, ON K1N 6N5

phone: (613) 562-5387

e-mail: ethics@uottawa.ca

There are two copies of the consent form, one of which is mine to keep.

Participant's signature: Date:

Researcher's signature: Date:
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Appendix D

Codebook

Code Name

Definition

Inclusion Criteria

Exclusion Criteria

Sample Quotes from Transcripts

Operational Demands

Stressors relating to the job
itself, particularly the tasks
associated with working on the
street.

Exposure to Gruesome/Traumatic/Disturbing Scenes
*e.g. exposure to dead bodies

*e.g. exposure to gruesome crime scenes

*e.g. attending the scene of a sudden death

Exposure to Danger/Threat of Physical Danger
*e.g. dealing with violent individuals/mentally ill
*e.g. shootings

*e.g. receiving a serious or minor injury

Exposure to Vulnerable Victims
*e.g. child victims, domestic abuse victims

Unpredictability of the Job
*e.g. never knowing what you'll encounter

Always on Duty/Expected to Act at Any Time

Relating to Officers' Personal Life
*e.g. officer has family members who are mentally ill/suicidal

le Roles
*e.g. law enforcer vs. social worker etc.

Going to Court/Testifying in
Court

“So you can’t unsee that dead body, you can't unsee that rotten dead body, you can’t

forget the smells of those rotten bodies. | still remember the first one where | had to pick
him off the [train] tracks and | never realized but the blue gloves are perforated so when |
was picking up brain matter, | could feel it through the gloves on my fingers” (Raja, p. 17).

“...s0 the unknown in that you start your shift and heaven knows, you know, what your
next call’s going to be. So just the ummm...that you have to be ready” (Patsy, p. 5).

"But | mean, one of the most stressful things | ever had to do was tell a 6 year old her
mother died. She committed suicide. And you try telling a 6 year old their mother died
and not go home and cry about it" (Megan, p. 33).

"We're on duty 24 hours a day. I'm on duty right now, sitting in this coffee shop. If
anything happens here, | am compelled by the way of the Police Services Act to arrest a
person. So knowing that you have that sitting in the back of your mind 24 hours a day,
when you're going for drinks with friends or if you're sitting at a coffee shop, or you're
driving down the street. You're compelled to...so it’s like you’re never not working" (Tim,
p.9).

"I mean, you know, | dealt with some mental health issues within my family, including
concerns about suicide amongst my family members and | deal with that. | come to work
and then | go to a suicide call and, you know, those things, they’re stressful. They linger
and you don’t want it...they add to things and you can’t get rid of them sometimes. That’s
tough sometimes" (Norman, p. 8).

"The guys that are in uniform that are on the road answering the radio calls probably
have it the hardest because they’re normally the first ones at a scene, no matter what it
is. They’re the ones that have to do the initial assessment. They gotta figure out what hat
to wear first, whether it’s a de-escalation, the education process, helping...they have it
the worst" (Allen, p. 4-5).

Organizational
Demands

Routine, administrative
demands as well as demands on
officers generated by the
bureaucratic, hierarchical nature
of the profession or the policies
and practices of the police
organization.

Inadequate Supervision

*e.g. poor communication between patrol officers and
supervisors

*e.g. supervisors act as a "buddy" as opposed to a manager

Over-Supervision
*e.g. micro-managed by supervisors

Criticism/Scrutiny from Management

Decline in Team Work/Brotherhood
*e.g. lack of trust in supervisors/co-workers

*e.g. shiftwork, long hours, attending court on days off (lack of
sleep)

Work Overload/Heavy Caseload
*e.g. excessive paperwork
*e.g. pressure to take on more work

Testifying in Court/Unjust Criminal Justice System

Insufficient Rewards/Lack of Career Development or
Advancement

*e.g. undervalued by management

*e.g. lack of support from senior officers

*e.g. stuck in same place for too long/boredom

Office Politics

*e.g. favouritism

*e.g. pressure to conform (become more Type A)
*e.g. backstabbing to get ahead

Inadequate Resources
*e.g. understaffing
*e.g. poor equipment

Constant Changes within the Organization
*e.g. change in policies/rules

*e.g. change in EAP provider

*e.g. change in technology

pervising their Officers
*e.g. difficult to supervise/manage officers

Public Scrutiny
*e.g. criticism by media/
community members

"I've had random people e-mail my bosses saying, “Oh my god, | talked to constable [Raja]
and I'm so impressed and so on and so forth”. That doesn’t really go anywhere but that’s
a good e-mail, right?” (Raja, p. 7).

“They have no idea how to manage people. What it takes to keep morale up. Like it
doesn’t take anything to keep morale up. All it needs is a pat on their shoulder, a good
work, understanding that people’s families come first before the [Woodford] Police
Service” (Ellen, p. 6).

"We call the Service, it’s a multi-million dollar organization running on a Salvation Army
budget. We don’t have the resources. Some of the cars that we drive, the seats won’t go
up. Like...like...it is so...you know, and...and at one point they didn’t have enough Tasers
even for all the Sergeants" (Ellen, p. 22).

“But even the rigors of the Service itself makes it very strenuous. The constant scrutiny,
under the microscope by management for the littlest things. You know, they’re quick to
negatively document you but not positively document you” (Joe, p.3).

"In my current job, sometimes the caseload can be a little overwhelming" (Edwin, p. 7).

“You know, there’s a saying that says, “When we go out on the street, we put on our
bullet proof vest, we tap our gun, we have all our use of force options, we mentally

prepare to go out on the street but we don’t expect to be betrayed by our very own
people” (Hannah, p. 8).
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