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ABSTRACT 

Significance, knowledge gaps, and goal of this research: Police work-related stress that 

was found associated with several adverse consequences, such as burnout, poor work 

performance, and increased turnover intention deserves more research effort. Since the past 

decade, Hong Kong police officers have encountered work-related stress driven by increasing 

demands and reducing supporting resources. For the demands side, stressors (from 

organizational, operational, public, and pandemic), and work-family conflict confronting 

police officers have been widely investigated in the previous studies. For the resources side, 

supervisory, organizational, personal, and social support have also been examined 

empirically. However, it remains unclear if internal procedural justice can be a resource that 

helps reduce police work-related stress. Besides, it was found conclusion drawn from the 

previous studies were mainly based on quantitative research design, so a contextual and 

subjective understanding of this topic is lacking. To fill theses gaps, the goal of this research 

is to yield a comprehensive and in-depth understanding of the factors influencing work-

related stress and the formation process among Hong Kong police officers with the 

explanation of the job demands-resources (JD-R) model. 

 

Methods: A mixed-method research design was adopted in this research. Three interlocking 

and sequential studies were conducted in a complementary way. Study One using a scoping 

review approach categorized the factors influencing police work-related stress directly or 

indirectly from a multi-level perspective based on 30 selected studies. Study Two used 

secondary survey data from 335 participants and examined predictors and mediators of work-

related stress among Hong Kong police officers. Structural equation modeling (SEM) was 

used for quantitative data analysis. Study Three conducted 16 semi-structured interviews with 

a timeline approach and identified the context, process, scenario, and subjective experiences 
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of work-related stress among Hong Kong police officers. Template analysis was used for 

qualitative data analysis.  

 

Key findings, innovations, and originality: Similar to the previous studies, this research 

demonstrated the applicability of the JD-R model in explaining work-related stress in Hong 

Kong policing context. Both quantitative and qualitative data showed connection between job 

demands (e.g. organizational, operational, public, and pandemic stressors) and job resources 

(e.g. supervisory support) and work-related stress among Hong Kong police officers. As a 

theoretical innovation, this research extended the JD-R model by including internal 

procedural justice as a job resource to reduce police work-related stress. As a methodological 

innovation, this research adopted a timeline approach in the semi-structured interviews with 

Hong Kong police officers to understand their work-related stress in different waves of the 

COVID-19 pandemic. To the researcher knowledge, it is the first attempt to use a timeline 

approach in understanding police work-related stress during the pandemic. 

 

Implications and conclusion: In sum, in addition to the aforementioned theoretical and 

methodological implications, results from this research may contribute to generate some 

practical solutions to alleviate the workplace sustainability issues, such as high turnover 

intention, shortage of manpower, and impaired job performance, following the COVID-19 

pandemic. Promoting internal procedural justice can be a suggestion. It is crucial for police 

officers to feel being treated with justice by their supervisor and organization. For example, 

police supervisors are suggested to promote greater fairness and transparency in duty 

allocation and disciplinary decisions respectively. Whereas, police organizations should 

distribute rewards and punishments equitably.  
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CHAPTER 1: INTRODUCTION 

While investigating work-related stress among Hong Kong police officers, it is 

essential to understand the political, social, and organizational context relevant to their work-

related stress. Before linking the contextual conditions of Hong Kong with the police 

officers’ work-related stress, this chapter highlights the importance of policing in society and 

offers the conceptual definitions of stressor, work-related stress, and burnout. Then, this 

chapter focuses on that Hong Kong is being confronted with large-scale social 

movements/riots and the COVID-19 pandemic in the past decade, and thus driving enormous 

work-related stress among Hong Kong police officers. It also divides some of its attentions 

on the organizational context and work-related stress among Hong Kong police officers, and 

finally ends with emphasizing the significance of this research. This research includes four 

research questions; (1) How can the factors influencing police work-related stress be 

categorized at different levels?; (2) What are the direct and indirect factors influencing police 

work-related stress?; (3) What are the direct and indirect factors of work-related stress among 

Hong Kong police officers?; and (4) What is the contextual and subjective understanding of 

the formation process of work-related stress among Hong Kong police officers? Study One 

seeks to answer the first and second research questions (see Chapter 4 for details). Study Two 

and Study Three seeks to answer the third and fourth research question respectively (see 

Chapter 5 and 6 for details). The goal of this research is to gain a comprehensive and in-depth 

understanding of work-related stress among Hong Kong police officers. 

 

1.1 The importance of policing in society 

The nature of police work can be dangerous and stressful (He et al., 2002; Kale & 

Gedik, 2018; Liberman et al., 2002; Magnavita & Garbarino, 2013; Marmar et al., 2006) due 

to the exposure of critical incidents and traumatic duties/events, for example, dealing with 
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abused children and dead bodies, pursuing suspects, threat of injury or death, and violence 

(Korre et al., 2014; Liberman et al., 2002; Violanti et al., 2017). Work-related stress is 

recognized as a significant problem encountered by the police. The well-being of police 

officers can have an impact on the governance, safety, and security of citizens and society. 

Police officers are responsible for arresting criminals, maintaining social order and public 

safety, and preventing crime (Lim & Kim, 2016; Remington, 1965). It was found the 

organizational stress was negatively related to perceived work performance among police 

officers (Li et al., 2021a). Police officers without desirable performance could hardly secure 

the community safety. Truly, Hong Kong is a suitable site for researching work-related stress 

among police officers. In the past decade, Hong Kong police officers have been facing an 

unprecedented challenging working environment arising from social movements/riots, the 

COVID-19 pandemic, and the organizational context. The uniqueness of work-related stress 

among Hong Kong police officers is highlighted. Police officers in Hong Kong experienced 

public stressors because of the social movements in 2019, and immediately followed by 

pandemic stressors due to the outbreak of COVID-19 in Hong Kong in early 2020. Possibly, 

the Hong Kong police officers experienced both stressors simultaneously.  

 

1.2 Definitions  

Stressor, work-related stress, and burnout are defined in the following.  

 

1.2.1 Stressor  

The definition of a stressor is any change, condition, event, or force that causes stress. 

(APA Dictionary of Psychology, 2020; Colman, 2015). Stressors from organizational, 

operational, public, and pandemic are taken into consideration in this research. Stressors can 

be associated with work-related stress. 
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1.2.2 Work-related stress 

Work-related stress is the key concept in this research. “Work-related stress is the 

response people may have when presented with work demands and pressures that are not 

matched to their knowledge and abilities and which challenge their ability to cope.” (World 

Health Organization, 2021b, para.1). Work-related stress can be also referred as job stress, 

occupational stress, organizational stress, or workplace stress. “Job stress refers to a situation 

wherein job-related factors interact with a worker to change (i.e. disrupt or enhance) his or 

her psychological and/or physiological condition such that the person (i.e. mind-body) is 

forced to deviate from normal functioning.” (Beehr & Newman, 1978, p.670). “Occupational 

stress situations are those in which characteristics of, or events related to, the workplace lead 

to individuals' ill health or welfare.” (Beehr et al., 1995, p.3). “Organizational stress can be 

defined as an emotional, cognitive, behavioral and physiological response to the aggressive 

and harmful aspects of work, work environment and organizational climate.” (Mirela & 

Mădălina-Adriana, 2011, p.1622). Workplace stress can be defined as “stress arises when 

undue pressure is applied as a consequence of tasks or conditions occurring within the work 

environment during the course of employment.” (Sisley et al., 2010, p.4). Work-related stress 

is used throughout this research for consistency.  

 

1.2.3 Burnout  

Prolonged work-related stress is associated with burnout (World Health Organization, 

2021a). The definition of burnout is “an acute stress disorder or reaction characterized by 

exhaustion resulting from overwork, with anxiety, fatigue, insomnia, depression, and 

impairment in work performance.” (Colman, 2015, p.106). In this research, burnout and its 

subtypes including emotional exhaustion, depersonalization, reduced personal 

accomplishment, frenetic, underchallenged, worn-out, cynicism, and lower professional 
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efficacy (Maslach & Jackson, 1981; Montero-Marín & García-Campayo, 2010; Maslach et 

al., 2023) are considered. 

 

1.3 Social movements/riots in Hong Kong and work related stress among Hong Kong police 

officers 

There has been a rise of demonstrations and protests in different countries in the past 

decade. Focusing on Hong Kong, in 2014, the Standing Committee of the National People’s 

Congress of the People’s Republic of China made a decision on reforming the Hong Kong 

electoral system, influencing on future elections of Chief Executive of Hong Kong. The 

public had concerns regarding the universal suffrage, thus were very dissatisfied with this 

decision, triggering the Umbrella Movement, also known as the Occupy Movement. 

Following the Umbrella Movement in 2014, hatred feelings towards the police officers were 

ignited. In 2016 Chinese New Year, the Mong Kok riot, also refers to the Fishball 

Revolution, caused by the government crackdown on unlicensed hawkers. Events developed 

rapidly and violently, leading conflicts between the police officers and the protesters. 

Following the Mong Kok riot in 2016, the relationship between the police officers and the 

public has escalated, resulting in a tense relationship. In 2019, the anti-extradition law 

amendment bill movement indicated the beginning of social unrest in Hong Kong. This is the 

trigger point in which the police-public relationship has ruptured. In the latest movement, a 

total of 483 police officers were injured (info.gov.hk, 2019).  

 

As indicated in Figure 1. 1, citizens’ satisfaction with the Hong Kong Police Force 

was declined after each movement/riot (PORI, 2022). Following the Umbrella Movement in 

2014, the satisfaction rating was 61.0, dropped by approximately four per cent compared to 

the previous year. Following the anti-extradition law amendment bill movement in 2019, the 
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satisfaction rating was 35.3, dropped sharply by approximately 44 per cent compared to the 

previous year. In addition, a large number of physical and verbal attacks against police 

officers were reported, in particular after the anti-extradition law amendment bill movement 

in 2019. Physically, a police officer was stabbed with a knife and suffered injury to his left 

shoulder (SCMP, 2021). Verbally, people posted hate speech and death threats online against 

police officers (Ng & Mok, 2019). Being a police officer has subjected to humiliation, 

intimidation, scolding, and snub (Tsang, 2019). Over the past few years, the Hong Kong 

police officers have undoubtedly been under enormous work-related stress because of 

citizens’ dissatisfaction with the Hong Kong Police Force and a large number of physical and 

verbal attacks arising from social movements/riots, which can have a negative impact on their 

daily duty performance. 

 

Figure 1. 1 Citizens’ satisfaction with the Hong Kong Police Force from 2012 to 2022 
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1.4 The COVID-19 pandemic and work related stress among Hong Kong police officers 

Due to the COVID-19 pandemic, the police officers encountered extra job demands 

(i.e. strictly enforcing the anti-COVID-19 pandemic measures) (Frenkel et al., 2021; Stogner 

et al., 2020; Wong, 2020). In response to the COVID-19 pandemic in Hong Kong, Cap. 599 

Prevention and Control of Disease Ordinance was released (Hong Kong e-Legislation, 

2022b). The government implemented social distancing measures such as maintaining 1.5m 

social distancing, prohibition of group gathering of more than a particular number of persons 

in public places, mandatory mask-wearing in public places etc. The police officers were 

responsible for issuing a penalty to those who disobey the social distancing measures. During 

the fifth wave of COVID-19 in Hong Kong (i.e. the most severe period), the police officers 

were involved in block lockdown (news.gov.hk, 2022) and they were responsible for 

ensuring the residents to undergo compulsory testing in order. Besides, the police officers 

encountered more work-family conflict during the COVID-19 pandemic (Li et al., 2021b). 

They were involved in the aforementioned duties, so they were likely to miss family 

activities, or even confront interferences with performing family-related responsibilities.  

Moreover, due to the job nature, police officers may not be able to work from home (Frenkel 

et al., 2021; Stogner et al., 2020). Therefore, they were concerned about the risk of 

transmission of virus to their family members after performing duties (Stogner et al., 2020). 

No doubt, the Hong Kong police officers have experienced enormous work-related stress 

because of extra job demands, more work-family conflict, and the job nature associated 

concern arising from the COVID-19 pandemic since early 2020, negatively influencing their 

job performance.  
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1.5 The organizational context and work-related stress among Hong Kong police officers 

1.5.1 High turnover rate, decreased staff strength, and the inadequacy of manpower in the 

Hong Kong Police Force  

The vacancy rate of the Hong Kong Police Force was 18 per cent last year (The 

Government of the Hong Kong Special Administrative Region Press Releases, 2023), 

implying a high turnover rate. Reasons of leaving the Hong Kong Police Force include 

retirement, resignation, completion of agreement, and death etc. (The Government of the 

Hong Kong Special Administrative Region Press Releases, 2023). As shown in Figure 1. 2, 

the total staff strength dropped by approximately six per cent from the year of 2019/2020 to 

the year of 2021/2022 (Hong Kong Census and Statistics Department, 2022). This is a 

notable period when Hong Kong is confronting the social movements and the COVID-19 

pandemic. Interestingly, over the past two decades, the number of female police officers 

gradually and slightly increased (Hong Kong Census and Statistics Department, 2005, 2011, 

2012, 2015, 2022) although policing is a male-dominate occupation. Gender is a vulnerability 

factor of police stress (Gutschmidt & Vera, 2020), which is also a factor of interest in this 

research. As shown in Figure 1. 3, there was a drop in the ratio of regular police to population 

(per 100 000 population) from the year of 2019/2020 to the year of 2021/2022. In the year of 

2021/2022, the ratio of regular police to population (per 100 000 population) is 373, which 

was the lowest over the past two decades. From the aforementioned statistics, truly the Hong 

Kong Police Force has encountered a severe shortage of manpower. Although the Hong 

Kong Police Force have adopted different strategies to not only reduce the turnover rate of 

current police officers but also attract more candidates to become a police officer, there is 

still an inadequacy of manpower.    
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Figure 1. 2 Line graph illustrating the number of police officers from 2001 to 2022 (split by 

gender) 

 

Figure 1. 3 Line graph illustrating the ratio of regular police to population (per 100 000 

population) from 2001 to 2022 
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1.5.2 Support from supervisors and the Hong Kong Police Force  

Although Hong Kong police officers have encountered work-related stress derived 

from high turnover rate and the inadequacy of manpower in the organizational context, 

support is provided by their supervisors and the Hong Kong Police Force. Police supervisors 

play an important role in confronting the challenging working environment and alleviating 

work-related stress among police officers. According to Li et al. (2021b), Hong Kong police 

officers reported to have a moderate level of supervisor support. 

 

The Hong Kong Police Force provides a diverse of welfare including (1) education 

assistance, (2) free medical and dental care, (3) housing benefit, (4) paid leave, and (5) 

recreation and sport (Hong Kong Police Force, 2021c). Besides, the salary range is 

approximately from $20,000 to $90,000, depending on the rank (Hong Kong Police Force, 

2021b). Moreover, two education trusts (i.e. the Police Children's Education Trust and the 

Police Education & Welfare Trust) are provided. These trusts are aimed to provide financial 

assistance to children of police officers to pursue their education (Hong Kong Police Force, 

2021a). Finally, professional counselling services are available to police officers. For 

example, the Welfare Services Group provided care and support for the injured police 

officers by organizing a counselling group (Hong Kong Police Review, 2019). Some ‘pet 

doctors’ were also invited to interact with frontline police officers to reduce their stress 

(Hong Kong Police Review, 2019). The Psychological Services Group plays a dual role in 

prevention and treatment. As for prevention, the Psychological Services Group launched a 

mobile application, aiming to offer mental health issues information and encourage police 

officers to seek professional help (Hong Kong Police Review, 2019). In terms of treatment, 

the Psychological Services Group organized a campaign, aiming to promote psychological 
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wellness and help police officers to build resilience during adversities (Hong Kong Police 

Review, 2019). 

 

1.5.3 Internal procedural justice and police work-related stress  

Organizational justice is important in maintaining and promoting employees’ well-

being (Huong et al., 2016; Sahai & Singh, 2016). Organizational justice can be defined as 

employees’ perceived fairness in an organization (Greenberg, 1990). It has four dimensions; 

distributive, informational, interpersonal, and procedural (Colquitt, 2001). Procedural justice 

can be defined as employees’ perceived fairness in the decision-making processes/procedures 

used to achieve the employee/organizational outcomes (Folger, 1987; Lambert et al., 2013; 

Qureshi et al., 2016). Procedural justice has four key elements; neutrality, respectful 

treatment, trustworthiness, and voice (Tyler, 2008, as cited in Barkworth & Murphy, 2015). 

First, neutrality requires consistency and transparency from the authorities when dealing with 

issues or making decisions (Tyler, 2008, as cited in Barkworth & Murphy, 2015; Her 

Majesty’s Inspectorate of Probation, 2021). Second, respectful treatment represents 

engagements with individuals should include courtesy, dignity, professionalism, respect, and 

seriousness (Tyler, 2008, as cited in Barkworth & Murphy, 2015; Her Majesty’s Inspectorate 

of Probation, 2021). Third, trustworthiness requires trustworthy motivations from the 

authorities in which they should be trustful, caring, and serving the best interests of everyone 

(Tyler, 2008, as cited in Barkworth & Murphy, 2015; Her Majesty’s Inspectorate of 

Probation, 2021). Finally, voice represents individuals are given opportunities to tell their 

experiences and express their views and their contributions when making decisions (Potter, 

2005, as cited in Barkworth & Murphy, 2015). Procedural justice has two dimensions (i.e. 

external and internal) (Wu et al., 2017). The former refers to the procedural justice that police 
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officers provide to the citizens while the latter refers to the procedural justice that police 

officers receive from their supervisors (Wu et al., 2017).  

 

Previous studies have conducted on the relationships between the explanatory 

variables (i.e. organizational justice and procedural justice) and the outcome variables (i.e. 

job stress, job burnout, and strain-based work-family conflict) among police officers (Kaya, 

2013; Kaygusuz & Beduk, 2015; Qureshi et al., 2016). These studies suggested that to protect 

police officers against work-related stress, internal procedural justice plays an important role 

and should be promoted in policing context. However, to the student researcher’s knowledge, 

the relationship between internal procedural justice and work-related stress is relatively 

understudied among Hong Kong police officers.  

 

1.6 Significance of this research 

This research is important in three-folds. Firstly, this research not only examines the 

impact of pandemic on police work-related stress using the JD-R model, but also an attempt 

to examine the role of internal procedural justice as a job resource in the JD-R model. 

Secondly, this research contributes to the literatures on the knowledges of police work-related 

stress by using a mixed-method research design. Quantitatively, taking latent variables, 

observed variables, and the associated measurement errors into consideration simultaneously, 

this research adds to the existing literatures by using SEM to analyze predictors and 

mediators of work-related stress among Hong Kong police officers. Qualitatively, this 

research adds to the literatures by conducting semi-structured interviews with a timeline 

approach to identify the context, process, scenario, and subjective experiences of work-

related stress among Hong Kong police officers. Thirdly, this research is intended to generate 

ideas to eliminate police work-related stress through supervisory support and internal 
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procedural justice. Last but not least, given that work-related stress is a great concern among 

Hong Kong police officers, stress management should be implemented in police training so 

that police officers are trained with emotional regulation skills, identifying and recognizing 

the stress-related symptoms.  

 

It is clear from the above literatures discussed in this chapter that Hong Kong police 

officers have been working under a challenging environment and experiencing enormous 

work-related stress, particularly driven by the public and the pandemic, over the past few 

years. Therefore, an understanding of Hong Kong police officers’ work-related stress is 

important. The goal of this research is to gain a comprehensive and in-depth understanding of 

work-related stress among Hong Kong police officers.
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CHAPTER 2: LITERATURE REVIEW (THEORETICAL EXPLANATIONS) 

A theoretical understanding of work-related stress in policing context is essential. 

This chapter reviews the explanations of different perspectives/theories that are relevant to 

police work-related stress. 

 

The taxonomy of theories of work-related stress is based on two distinctions (i.e. early 

and contemporary) (Cooper et al., 2001; Cox, 1978; Cox & Griffiths, 2010). Early theories, 

in particular response based, were dominant in the 1960s (Cox & Griffiths, 2010). 

Contemporary theories have developed since the 1970s (Cox & Griffiths, 2010). Besides, 

Rosen et al. (2010) developed an eight-category taxonomy of work stressors, including work 

role stressors (role ambiguity, role conflict, and role overload), workload, situational 

constraints (organizational factors), job control, social characteristics of the workplace, 

career-related concerns, job conditions, and acute stressors. Recently, Gutschmidt and Vera 

(2020) studied police stress from three levels; biological, psychological, and social. 

 

In the following, five theoretical perspectives; biological, psychological, sociological, 

organizational, and resource-based, of work-related stress are presented. The corresponding 

theories and models include the General Adaptation Syndrome (GAS), the JD-R model, the 

transactional model of stress and coping, the Spielberger State-Trait (STP) model of 

occupational stress, general strain theory (GST), the gendered organization theory, the job 

demand-control (JDC) model, the job demand-control-support (JDCS) model, the effort-

reward imbalance (ERI) model, and the model of conservation of resources (COR) (see 

Figure 2. 1 Taxonomy and theoretical perspectives of theories and models of work-related 

stress). The concepts, assumptions, strengths, limitations, and relevant studies of these 

theories and models are also presented. Perspective refers to how researchers see a particular 
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issue while theory refers to how researchers explain this issue. Main findings of studies 

applying work-related stress theories and models are summarized in Table 2. 1.  
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Figure 2. 1 Taxonomy and theoretical perspectives of theories and models of work-related stress 
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2.1 Biological perspective and the GAS 

From a biological perspective, researchers focus on physiological responses 

associated with the activation stress. The fight-or-flight response was described by Walter 

Bradford Cannon, an American physiologist. In response to a threat, activation of the 

hypothalamus and release of hormones from the sympathetic nervous system prepares an 

individual to combat (fight) or escape (flight) (Cannon, 1929).     

 

Extending from Cannon’s work, Hans Selye, a Hungarian endocrinologist, defined 

stress as “a state manifested by a specific syndrome which consists of all the non-specific 

changes within the biologic system” (Selye, 1950, 1956, as cited in Leka & Houdmont, 2010, 

p.35). The GAS, developed by Selye (1978), described stress-related physiological responses 

in three stages; alarm, resistance, and exhaustion. The alarm stage is the immediate 

physiological responses (e.g. increased heart rate to the stressor), also known as the fight-or-

flight response. The resistance stage is the recovering of physiological responses happened in 

the alarm stage. If stress is overcome, the physiological changes will be normalized. 

However, if stress continues, the body remains in a state of high alert, eventually leading to 

adaptation. If stress is persistent, the exhaustion stage occurs, resulting in burnout or even 

death (in extreme situations). 

 

2.2 Psychological perspective  

The psychological perspective is concerned with the psychological processes, 

concepts of cognitive appraisal, coping, and perception. Examples include the JD-R model 

(Demerouti et al., 2001), the transactional model of stress and coping (Lazarus & Folkman, 

1984), and the STP model of occupational stress (Spielberger et al., 2003). The original 

version of the JD-R model has two assumptions (Demerouti et al., 2001). The later version of 
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the JD-R model consists of two psychological processes (Schaufeli & Bakker, 2004; 

Schaufeli & Taris, 2014). The recent version of the JD-R model recognizes two interaction 

effects (Bakker et al., 2014). In the transactional model of stress and coping and the STP 

model of occupational stress, stress hinges on how an individual appraises or perceives it 

(Lazarus & Folkman, 1984; Spielberger et al., 2003). 

 

2.2.1 The JD-R model  

The JD-R model consists of two categories of working conditions (i.e. job demands 

and job resources) (Demerouti et al., 2001). Job demands are defined as “those physical, 

social, or organizational aspects of the job that require sustained physical or mental effort and 

are therefore associated with certain physiological and psychological costs (e.g., 

exhaustion).” (Demerouti et al., 2001, p.501). Examples of job demands include; physical 

workload, time pressure, recipient contact, physical environment, and shift work. Job 

resources are defined as “those physical, psychological, social, or organizational aspects of 

the job that may do any of the following: (a) be functional in achieving work goals, (b) 

reduce job demands at the associated physiological and psychological costs; (c) stimulate 

personal growth and development.” (Demerouti et al., 2001, p.501). Examples of job 

resources include; feedback, rewards, job control, participation, job security, and supervisor 

support. The JD-R model also includes two burnout subtypes (i.e. exhaustion and 

disengagement) (Demerouti et al., 2001). “Exhaustion is defined as a consequence of 

intensive physical, affective, and cognitive strain, for example as a long-term consequence of 

prolonged exposure to certain demands.” (Demerouti et al., 2001, p.500). Disengagement is 

defined as “distancing oneself from one’s work, and experiencing negative attitudes toward 

the work object, work content, or one’s work in general.” (Demerouti et al., 2001, p.501). 
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Originally, this model has two assumptions (Demerouti et al., 2001). The first one is 

high job demands predict more exhaustion. The second one is a lack of job resources predict 

more disengagement. In Demerouti et al.’s study (2001), they focused on the unique 

explanation of job demands and job resources on exhaustion and disengagement respectively. 

 

This model is revised and includes two psychological processes; (1) the 

energetic/health impairment process; and (2) the motivational process (Schaufeli & Bakker, 

2004; Schaufeli & Taris, 2014). The energetic/health impairment process is one 

psychological process and concerned with the relationship between job demands, burnout, 

and health problems. This process and relationship can be illustrated by the state regulation 

model of compensatory control, a cognitive-energetical framework (Hockey, 1997). It offers 

an understanding of the effects of stress on human performance under high workload 

condition. When confronting high workload, employees may adopt either strain coping mode 

or passive coping mode. In strain coping mode, performance is maintained with an increased 

compensatory costs (e.g. fatigue and irritability). In passive coping mode, performance is 

reduced (e.g. losing its accuracy and speed) without increased compensatory costs. In the 

high workload condition with too many compensatory costs given, energy depletion (i.e. 

exhaustion) is occurred and may lead to health problems (Schaufeli & Taris, 2014). To put it 

simply, high job demands cause more burnout, leading to physical and mental health 

problems for example, cardiovascular disease and depression (Schaufeli & Taris, 2014). 

 

The motivational process is another psychological process and concerned with the 

relationship between job resources, engagement, and organizational outcomes. Job resources 

play a dual motivational role; intrinsic and extrinsic. The intrinsic and extrinsic motivational 

role can be illuminated by the self-determination theory (Deci & Ryan, 1985) and the effort-



19 
 

 

recovery model (Meijman & Mulder, 1998) respectively. Intrinsically, job resources not only 

promote employees’ learning but also satisfy basic human needs. For example, providing 

feedback (job resource) promotes learning, which in turn increases job competence (basic 

human need) and thus intrinsic motivation. Extrinsically, abundant job resources from the 

working environment foster employees’ greater willingness to spend more abilities and 

efforts on their job so that they can achieve their job goals. By providing feedback and 

support, it is likely that employees can be successful in achieving their job goals. Overall, by 

satisfying basic human needs or achieving job goals, positive work-related state of mind (i.e. 

engagement) is stimulated and may result in positive organizational outcomes (Schaufeli & 

Bakker, 2004; Schaufeli & Taris, 2014). To put it simply, more job resources play a 

motivational role, engagement is increased, resulting in organizational outcomes, for instance 

lower turnover intention and better job performance (Schaufeli & Bakker, 2004; Schaufeli & 

Taris, 2014). Apart from these two psychological processes, this model proposes an 

interaction between job demands and job resources (Bakker & Demerouti, 2007). High job 

demands but a lack of job resources predict high job strain. 

 

The recent version of the JD-R model recognizes two interaction effects (Bakker et 

al., 2014). The first interaction is job resources (i.e. social resources/support, shared values, 

and positive leadership climate) ameliorate the impact of job demands (i.e. authoritative 

organizational culture, assaults by citizens while being on duty, and high workload) on 

burnout and organizational commitment (Choi et al., 2020; Santa Maria et al., 2018). The 

second interaction is job demands boost the impact of job resources on work engagement. 

When a worker is confronted with high job demands (i.e. heavy cognitive demands and work 

overload), job resources (i.e. more daily transformational leadership behavior) are important 

in promoting work engagement (Breevaart & Bakker, 2018).
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The JD-R model has a wide scope because it assumes any job demands and any job 

resources and their effects on any positive or negative outcomes (Schaufeli & Taris, 2014). 

This model also integrates personal resources (Schaufeli & Taris, 2014) including 

mindfulness, optimism, proactive personality, and self-efficacy (Fisher et al., 2019; Marcos et 

al., 2019; Parker & Sprigg, 1999; Xanthopoulou et al., 2007). This model is also flexible 

since it has been applied to various job sectors (Schaufeli & Taris, 2014) including 

professional service (e.g. health care professionals, child-care providers, and young 

veterinary professionals) (Kaiser et al., 2020; Lee et al., 2019; Mastenbroek, 2017), 

disciplined service (e.g. firefighters, police, and correctional/prison officers) (Ângelo & 

Chambel, 2013; Biggs et al., 2014; Cho et al., 2020; Dollard et al., 2012; Kinman et al., 2017; 

Lambert et al., 2018; Wu, 2009), and academic context (e.g. research funding organization 

employees and university employees) (Baeriswyl et al., 2017; Charoensukmongkol & 

Phungsoonthorn, 2020).  

 

This model has not only been applied to a variety of job sectors but also to different 

stress indicators. Studies have found significant predictions on various stress indicators which 

can be categorized into three types. First, physical health (e.g. physical health problems 

symptoms; headache, stomach ache, sleep problems, body aches, and hypertension) (Wu, 

2009). Second, mental health (e.g. burnout, psychological strain, psychological distress, 

anxiety/insomnia, depression, social dysfunction, and somatic symptoms) (Ângelo & 

Chambel, 2013; Baeriswyl et al., 2017; Biggs et al., 2014; Charoensukmongkol & 

Phungsoonthorn, 2020; Cho et al., 2020; Houdmont et al., 2020; Kinman et al., 2017; 

Mastenbroek, 2017; Wu, 2009). Third, organizational outcomes (e.g. work engagement, 

workplace perceived uncertainties, workgroup distress, turnover intention, job satisfaction, 
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and service quality) (Ângelo & Chambel, 2013; Charoensukmongkol & Phungsoonthorn, 

2020; Dollard et al., 2012; Kaiser et al., 2020; Lee et al., 2019; Mastenbroek, 2017).  

A limitation of the JD-R model is that it cannot be applied to understand family-related 

stressors and resources (Barnett et al., 2012). Although the integration of personal resources 

is a strength, the model is criticized by the types of personal resources integrated (Schaufeli 

& Taris, 2014). Personal vulnerability resources such as neuroticism, workaholism, and 

pessimism are not integrated. Besides, in this model, job demands and job resources are the 

predictors while physical/mental health problems and organizational outcomes are the 

outcomes of interest. By assuming the unidirectional causal relationship, this model is being 

too simplistic (Schaufeli & Taris, 2014).  

 

The following studies used the psychological perspective and applied the JD-R model 

to view police work-related stress and burnout (Frank et al., 2017; Lambert et al., 2018; 

Lambert et al., 2022; Marcos et al., 2019; Santa Maria et al., 2018; Sørengaard & Langvik, 

2022; Taris et al., 2017; Wolter et al., 2019; Yulianti & Rohmawati, 2020). Considering some 

European countries, among the Spanish National Police members, optimism, an example of 

resource, was the only significant predictor of job stress (Marcos et al., 2019). Being 

optimistic predicted less job stress. A German police burnout study found that job resources 

had a buffering effect on the negative impacts of job demands on emotional exhaustion 

(Santa Maria et al., 2018). The more the job resources, the fewer the negative impacts of job 

demands on emotional exhaustion. Another German police burnout study found that high job 

demands (from workload, administrative stressors, and verbal assaults by citizens) were 

significant predictors of a greater feeling of emotional exhaustion (Wolter et al., 2019). In the 

same study, inadequate job resources (from team support and shared values) predicted a 

greater feeling of emotional exhaustion. For Dutch police officers, among job demands, work 
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load, mental demands, emotional demands, role uncertainty, and job uncertainty were 

significant predictors of a greater feeling of exhaustion (Taris et al., 2017). Work load, 

administrative demands, emotional demands, and role uncertainty were significant predictors 

of a greater feeling of cynicism. Fewer job resources, except salary, predicted elevated 

feelings of exhaustion and cynicism. Unexpectedly, a higher level of autonomy predicted an 

elevated feeling of cynicism. Additionally, a Norwegian police burnout study conducted by 

Sørengaard and Langvik (2022) found that an unsupportive leadership was a significant 

predictor of more burnout but quantitative job demands was a non-significant predictor.  

 

Regarding some Asian countries, in an Indian police stress study conducted by 

Lambert et al. (2022), job demands including role overload and dangerousness of the job 

were significant predictors of more job stress but not role underload. In the same study, 

inadequacy of job resources such as supervisor trust, coworker trust, training views, and job 

autonomy were significant predictors of more job stress but not management trust. Besides, 

an Indian police burnout study considered job stress as an example of job demand (Lambert 

et al., 2018). Higher job stress was a significant predictor of a greater feeling of emotional 

exhaustion but lower job stress predicted a reduced sense of personal accomplishment. Job 

stress was a non-significant predictor of depersonalization. Among the job resources 

variables, lower job involvement and job satisfaction were significant predictors of greater 

feelings of emotional exhaustion and depersonalization but higher job involvement and job 

satisfaction predicted a reduced sense of personal accomplishment (Lambert et al., 2018). 

Higher continuance commitment was a significant predictor of greater feelings of emotional 

exhaustion and depersonalization but its prediction on personal accomplishment was non-

significant. Higher affective commitment predicted a reduced sense of personal 

accomplishment but its predictions on emotional exhaustion and depersonalization were non-
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significant. Another Indian police stress study found that among the job demands variables, 

role conflict, role ambiguity, and role overload were significant positive predictors of work 

stress but not role underload and dangerousness of job (Frank et al., 2017). The more the job 

demands, the more the work stress. Among the job resources variables, input into decision 

making, formalization, and organizational support were significant negative predictors of 

work stress but not instrumental communication (Frank et al., 2017). The fewer the job 

resources, the more the work stress. In addition, in a study conducted on Indonesian police 

officers, heavy job demands from workload and emotional demands predicted more burnout 

but teamwork effectiveness did not predict burnout (Yulianti & Rohmawati, 2020). In the 

same study, teamwork effectiveness did not moderate the relationship between job demands 

and burnout.  

 

Focusing on the role of work engagement, the following four studies used the 

psychological perspective and applied the JD-R model to view work engagement. One study 

assessed organizational commitment as a predictor (Lambert et al., 2018), as mentioned 

above, while three studies assessed work engagement as an outcome (Marcos et al., 2019; 

Taris et al., 2017; Yulianti & Rohmawati, 2020). Work engagement and organizational 

commitment are two similar concepts. “Engagement is defined as a positive, fulfilling, work-

related state of mind that is characterized by vigor, dedication, and absorption.” (Schaufeli et 

al., 2002, p.74). In other words, the relationship between an employee and his or her job 

performance (Kim et al., 2017). Likewise, organizational commitment refers to the degree of 

an employee’s identification with and involvement in an organization (Mowday et al., 1982) 

and focuses on the relationship between an employee and the organization (Kim et al., 2017).  
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The following three studies assessed work engagement as an outcome. Firstly, Marcos 

et al. (2019) found that a lack of organizational socialization (policies) and collective efficacy 

were significant predictors of higher commitment to police work among the Spanish National 

Police members. Nevertheless, organizational socialization (history and language), 

organizational values, social support, self-efficacy, and optimism were non-significant 

predictors. Secondly, Taris et al. (2017) found that, for Dutch police officers, role 

uncertainty, an example of job demand, was the only significant predictor of more 

engagement (dedication and vigor). Abundant job resources (task variation, social support 

from supervisor, and growth opportunities), except autonomy and salary, predicted more 

engagement (dedication and vigor). Thirdly, in a study conducted on Indonesian police 

officers, fewer job demands (from workload and emotional demand) but higher teamwork 

effectiveness predicted more engagement (Yulianti & Rohmawati, 2020). It is notable that 

the role of work engagement in the JD-R model can be further investigated.  

 

Shifting the focus to internal procedural justice, which refers to the procedurally fair 

treatments, for example decision-making processes/procedures, that police officers receive 

from their supervisors (Folger, 1987; Wu et al., 2017; Wang et al., 2020b). Positioning 

internal procedural justice as a job resource in the JD-R model is justifiable. In the JD-R 

model, job resources (e.g. social support from supervisors, job autonomy, job satisfaction, 

organizational commitment) refer to positive job characteristics (Schaufeli & Taris, 2014) 

that are functional in protecting against job stress and burnout (Lambert et al., 2018; Lambert 

et al., 2022; Taris et al., 2017). Using the psychological perspective, the following study 

applied the JD-R model and perceived fairness was treated as a job resource in this model 

(Wolter et al., 2019). In Wolter et al.’s study (2019) conducted on German police officers, 

perceived fairness protected them against emotional exhaustion. This study suggested that 
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perceived fairness plays a protective role. Therefore, internal procedural justice can be 

positioned as a job resource in the JD-R model.  

 

2.2.2 The transactional model of stress and coping 

In the transactional model of stress and coping, psychological stress is defined as “a 

relationship between the person and the environment that is appraised by the person as taxing 

or exceeding his or her resources and endangering his or her well-being.” (Lazarus & 

Folkman, 1984, p.21). Appraisal and coping are two key concepts in this model (Lazarus & 

Folkman, 1984). There are two types of appraisal (i.e. primary and secondary). Primary 

appraisal involves an individual’s perception of whether the stressor is a threat, harm, or 

challenge. Secondary appraisal involves an individual’s perception of ability to cope with the 

perceived threat. Coping suggested by Lazarus and Folkman (1984) can be categorized into 

two types (i.e. problem-focused and emotion-focused). The main argument is that; an 

individual appraises a stressor threatening (primary appraisal) and does not have ability to 

cope with (secondary appraisal), therefore he or she feels stressful. By considering the 

underlying psychological processes, this model provides a more comprehensive picture of 

work-related stress. However, it can be difficult to measure the components (Cox & Griffiths, 

2010).  

 

The following study used the psychological perspective and applied the transactional 

model of stress and coping to view police burnout (Esteves & Gomes, 2013). Among 

Portuguese professionals of the security forces, first, more problems in relationships at work, 

more work overload, greater perception of threat, and lower perception of challenge were 

significant predictors of a greater feeling of emotional exhaustion but not secondary cognitive 

assessment (Esteves & Gomes, 2013). Second, more problems in relationships at work, 
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greater perception of threat, and lower perception of challenge predicted an elevated feeling 

of cynicism but not secondary cognitive assessment. Third, lower perception of threat, greater 

perception of challenge, greater coping potencial, and greater perception of control over work 

were predictive of a lower professional efficacy but not the dimensions of stress.  

 

2.2.3 The STP model of occupational stress 

The STP model of occupational stress is an attempt to integrate the transactional 

model of stress and coping (Lazarus & Folkman, 1984) and state-trait conception of anxiety 

and anger (Spielberger, 1972). In this model, there are three main parts; job-related stressors 

in the work environment, employees’ perception and appraisal of the stressor severity, and 

employees’ emotional arousal evoked to the stressor. The main argument is that; under job 

pressures and lack of support working environment, when the stressor is perceived and 

appraised severe and occurred frequently, this threat leads to the emotional arousals of 

anxiety, anger, and depression and the associated activation of the autonomic nervous system, 

causing psychological and physical strain and thus adverse behavioural consequences such as 

burnout. 

 

This model emphasizes the following three points; (1) the perceived severity of job 

pressures and lack of support; (2) the frequency of occurrence of job pressures and lack of 

support; and (3) individual differences in personality traits on perceived stressor severity and 

emotional arousal. Nevertheless, failure to consider the frequency of occurrence of job 

pressures and lack of support may result in not only the overestimation of the effects of job-

related stressors that seldom occur in a particular workplace but also the underestimation of 

the impacts of job-related stressors that are often occurred.  
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The following study used the psychological perspective and applied the STP model of 

occupational stress to view police work-related burnout (Kula, 2017). A Turkish police 

burnout study pointed out that more organizational stress, more operational stress, and lower 

job satisfaction were significant predictors of an increased risk of work-related burnout but 

not supervisor support (Kula, 2017).  

 

2.3 Sociological perspective  

GST focuses on negative relationships between an individual and his or her social 

environment (Agnew, 1992). It belongs to sociological perspective. Sociological perspective 

is also concerned with gender inequality or gender role stereotyping. An example is the 

gendered organization theory (Acker, 1990).  

 

2.3.1 GST 

Agnew (1992) posited three main sources of strain; “strain as the actual or anticipated 

failure to achieve positively valued goals, strain as the actual or anticipated removal of 

positively valued stimuli, and strain as the actual or anticipated presentation of negative 

stimuli.” (Agnew, 1992, p. 59). Examples of strainful experiences include parental rejection, 

criminal victimization, and discrimination (Agnew, 2014). These strainful experiences trigger 

negative emotion responses such as anger, depression, disappointment, fear, and frustration 

(Agnew, 1992, 2001, 2014), creating pressure for corrective action and crime is one possible 

outcome (Agnew, 1992). For adaptations to strain, Agnew (1992) suggested cognitive, 

behavioural, and emotional coping strategies.  

 

The greatest strength of GST is that it is not limited to income or class status (Brezina, 

2010, 2017). With a broader definition of strain, GST included a wider array of stressors 
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(Brezina, 2010), also known as goal blockage (Brezina, 2017). For example, GST considered 

the failure to achieve expected outcomes and the failure to achieve outcomes that are 

perceived as fair and just as additional types of stressors/goal blockage (Brezina, 2010, 

2017). They were associated with anger, hostility, disappointment, and dissatisfaction 

(Brezina, 2010) and were expected to have a stronger relationship with crime and 

delinquency (Agnew, 1992). Besides, GST recognized respect, masculine status, autonomy, 

and desire for thrills or excitement were important goals and outcomes for young males. 

These can be a source of strain if young males were not able to achieve these goals and 

outcomes (Brezina, 2017). GST not only broadened the concept of stressors/goal blockage 

but also highlighted that individuals pursued goals beyond economic success or class status 

(Brezina, 2010, 2017). However, the broadness of GST is also a limitation (Agnew, 2001). 

Researchers were given little guidance to examine the specific types of strain. Although 

hundreds of types of strain in GST were reflected in the stress-related inventories, these 

inventories did not measure many of them described by GST.  

 

Apart from delinquency and crime, previous studies have found that GST is 

applicable to police stress. In the policing context, examples of strainful experiences included 

environment stress, organizational stress, operational stressors, child abuse, interparental 

violence, and critical incident strain (Bishopp et al., 2019; Johnson et al., 2020; Kurtz et al., 

2015). These strainful experiences triggered anger, depression, burnout and current strain, 

leading to stress and violence (Bishopp et al., 2019; Kurtz et al., 2015).  

 

2.3.2 The gendered organization theory  

Male workers are placed more privileged than female workers (Atena & Tiron-Tudor, 

2019). Gendered assumptions and common concepts in organizational thinking assume that 
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male is the universal worker. This theory is a systematic attempt to study gender-related 

issues in work organizations (Atena & Tiron-Tudor, 2019; Britton, 2000) such as 

unremarkable contributions from female workers (Tancred & Campbell, 1992). Nevertheless, 

the concept of gendered organization is theoretically and empirically unclear (Britton, 2000). 

With an unclear concept, this theory is not very useful for studying the social and 

organizational change.  

 

Applying the gendered organization theory in policing context, policing is a very 

gendered organization. Power and work were distributed differently to policemen and 

policewomen (Morash & Haarr, 1995). Departmental policies and practices were also gender-

specific (Greene & Del Carmen, 2002). The gendered nature of policing organization caused 

female police officers to suffer from occupational stress, stress, and burnout (Greene & Del 

Carmen, 2002; Kurtz, 2008; Morash & Haarr, 1995). 

 

2.4 Organizational perspective 

Organizational perspective views the sources of stress in workplace. Examples 

include the JDC model, also known as the job strain model (Karasek, 1979), the JDCS model 

(Johnson & Hall, 1988; Karasek & Theorell, 1990), and the ERI model (Siegrist, 1996).  

 

2.4.1 The JDC model 

The JDC model is a stress-management model of job strain (Karasek, 1979). In this 

model, work environment has two categories (i.e. job demands and job decision latitude) 

(Karasek, 1979). Job demands, also known as work load demands, are indicated by “requires 

working fast”, “requires working hard”, “great deal of work to be done”, “not enough tine”, 

“excessive work”, “no time to finish”, “conflicting demands”, “hectic job”, and 
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“psychological demanding job” (Karasek, 1979). Job decision latitude, also known as job 

control or discretion, is defined as an individual’s control over tasks and conduct in 

workplace. In Karasek’s study (1979), job decision latitude is indicated by discretion (“high 

skill level required”, “required to learn new things”, “nonrepetitious work”, “creativity 

required”, “skill level required”, and “repetitious or monotonous work”), decision authority 

(“freedom as to how to work”, “allows a lot of decisions”, “assist in one’s own decisions”, 

and “have say over what happens”), and “expert rating of skill level required”. Job strain is 

the derived composite from these two stressors while mental strain is the outcome. Mental 

strain is indicated by exhaustion and depression.  

 

Karasek (1979) emphasized the importance of distinguishing job demands and job 

decision latitude. This model allows an interaction between job demands and job decision 

latitude. When job demands are high and job decision latitude is low, this combination refers 

to high strain job and thus results in mental strain.  

 

One strength of the JDC model is generalizability. This model has been applied to 

different occupational groups such as professional service (e.g. health care) (De Jonge et al., 

2000), service industry (e.g. transport and cleaning work) (De Jonge et al., 2000), industry 

(De Jonge et al., 2000), white-collar context (e.g. office work) (De Jonge et al., 2000), and 

disciplined service (e.g. prison/correctional staff and police) (Akbari et al., 2017; Lambert et 

al., 2013, 2017, 2019; Taris et al., 2010). Another strength is validity. This model has been 

successfully predicted different stress indicators. These stress indicators can be categorized 

into four types. First, physical health (e.g. coronary heart disease, physical health complaints, 

sick days absences, and cardiovascular disease) (Bosma et al., 1998; De Jonge et al., 2000; 

Karasek, 1979; Karasek et al., 1981). Second, mental health (e.g. burnout subtypes and 
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psychosomatic health complaints) (De Jonge et al., 2000; Lambert et al., 2019; Taris et al., 

2010). Third, organizational outcomes (e.g. job dissatisfaction and job involvement) (De 

Jonge et al., 2000; Lambert et al., 2013). Finally, behavioural outcomes (e.g. pill 

consumption) (Karasek, 1979). 

 

However, there are three criticisms of the JDC model. First, the JDC model is 

criticized for including two job stressors only (Sulsky & Smith, 2005). Several studies have 

highlighted the role of social support (Johnson & Hall, 1988; Karasek & Theorell, 1990; 

Padyab et al., 2016; Parkes et al., 1994). Not only job demands and job control predict stress 

and stress-associated outcomes but also social support. Second, job decision latitude is not 

conceptualized consistently (De Jonge & Kompier, 1997; Jones et al., 1998; Sulsky & Smith, 

2005). In Karasek’s initial study (1979), job decision latitude was reflected by different 

indicators for American and Swedish samples. For American sample, job decision latitude 

was indicated by skill discretion and decision authority. For Swedish sample, job decision 

latitude was indicated by intellectual discretion and expert rating of skill level required. Other 

studies identified different types of job control and different approaches to define job control 

(Carayon & Zijlstra, 1999; Parkes, 1989), underlying that the concept of job decision latitude 

is ambiguous. Third, although this model allows an interaction between job demands and job 

decision latitude, the interaction did not gain much empirical support (Sulsky & Smith, 

2005). A study found differential interaction effects on different burnout subtypes (Marchand 

& Durand, 2011). One study even found a non-significant interaction (Taris et al., 2010).   

 

The following studies used the organizational perspective and applied the JDC model 

to view police work-related stress and burnout (Lambert et al., 2017; Taris et al., 2010). 

Among Dutch police officers, heavy job demands were significant predictor of a greater 
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feeling of emotional exhaustion across time but not job control (Taris et al., 2010). High job 

control longitudinally predicted an elevated feeling of professional efficacy but not job 

demands. However, a demand and control interaction was not found. For Indian police 

officers, among the four dimensions in work-family conflict, more strain-based conflict, 

behaviour-based conflict, and family-based conflict were significant predictors of a higher 

level of job stress but not time-based conflict (Lambert et al., 2017).  

 

2.4.2 The JDCS model 

Given that studies have recognized the important role of social support, the JDCS 

model is expanded from the JDC model which includes an additional job stressor; work-

related social support (Johnson & Hall, 1988; Karasek, 1979). “Social support at work refers 

to overall levels of helpful social interaction available on the job from both co-workers and 

supervisors.” (Karasek & Theorell, 1990, p.69). Social support has been dichotomized into 

isolated working situations (with scant social interaction opportunities) or collective working 

situations (integrated interactions with co-workers in workplace) (Johnson, 1989). Karasek 

and Theorell (1990) identified different types of work-related social support, including 

socioemotional support, instrumental social support, task interdependency, and hostility but 

not all of them were supportive.  

 

There are two hypotheses in this model. First, the iso-strain hypothesis; adverse health 

outcomes occur when job demand is high, job control is low, and social support is low  

(Johnson et al., 1989). Second, the buffer hypothesis, it is slightly different among studies. In 

some studies, job control and social support moderated the negative impacts of high job 

demand on health outcomes (Van der Doef & Maes, 1998; van der Doef et al., 2000). In other 

studies, social support moderated the negative impacts of high strain (combination of high 
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job demand and low job control) on health outcomes (Häusser et al., 2010; Van der Doef, M 

& Maes, 1999).  

 

The JDCS model has validity and has been successfully predicted different stress 

indicators. These stress indicators can be categorized into four types. First, physical health 

(e.g. morality, myocardial infarction, and cardiovascular disease etc.) (see Van Der Doef & 

Maes (1998) for a review). Second, psychological well-being (e.g. depression, emotional 

exhaustion, and psychological distress etc.) (see Van Der Doef & Maes, 1999 and Häusser et 

al., 2010 for a review). Third, organizational outcomes (e.g. job satisfaction, organizational 

(affective) commitment, and workplace bullying) (Noblet et al., 2006, 2009; Tuckey et al., 

2009; van der Doef et al., 2000). Finally, behavioural outcomes (e.g. absenteeism) (van der 

Doef et al., 2000). Moreover, this model can imply interventions, for example changes in 

decision latitude, autonomous work groups, and participatory work process (Karasek & 

Theorell, 1990), which are helpful for employees to reduce stress.  

 

One limitation of the JDCS model is its lack of generalizability. A review highlighted 

that this model was less supportive for females and white-collar populations (Van Der Doef 

& Maes, 1999). Another limitation is simplicity (Dollard et al., 2003). Given the complexity 

of the working environment, job control and social support cannot be the only resources 

available for buffering the negative impacts of job demand on stress and stress-associated 

outcomes. No doubt, job demand has been recognized as an important job stressor. It is also 

worth to consider emotional demands (Dollard et al., 2003), personal factors, and personality 

traits. Their role have been recognized and gained empirical support (Duran et al., 2019; De 

la Fuente Solana et al., 2013; Van Vegchel et al., 2004).  
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The following study used the organizational perspective and applied the JDCS model 

to view police burnout (Padyab et al., 2016). Among Swedish patrolling police officers, 

heavy demand was a significant predictor of greater feelings of emotional exhaustion and 

depersonalization (Padyab et al., 2016). Less decision and social support predicted greater 

feelings of emotional exhaustion and depersonalization but did not predict depersonalization 

for males. 

 

Interestingly, the following study used the organizational perspective and applied both 

the JDC model and the JDCS model to view police burnout (Marchand & Durand, 2011). 

One Canadian police burnout study considered both the JDC model and the JDCS model 

(Marchand & Durand, 2011). As for emotional exhaustion, psychological demands were 

significant positive predictor (Marchand & Durand, 2011). The more the psychological 

demands, the greater the feeling of emotional exhaustion. Support colleagues and support 

supervisor were significant negative predictors. Less support colleagues and support 

supervisor predicted an elevated feeling of emotional exhaustion. However, skill utilization 

and decision authority were non-significant predictors. In terms of cynicism, psychological 

demands were significant positive predictor (Marchand & Durand, 2011). The more the 

psychological demands, the greater the feeling of cynicism. Skill utilization, decision 

authority, and support supervisor were significant negative predictors. Less skill utilization, 

decision authority, and support supervisor predicted an elevated feeling of cynicism. 

Nevertheless, support colleagues was a non-significant predictor. Regarding professional 

efficacy, skill utilization, decision authority, and support colleagues were significant positive 

predictors but not psychological demands and support supervisor (Marchand & Durand, 

2011). The more the skill utilization, decision authority, and support colleagues, the greater 

the feeling of professional efficacy. Additionally, this study found several moderating effects 
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(Marchand & Durand, 2011). First, the moderating effect of skill utilization on psychological 

demands and cynicism. High skill utilization strengthened the impacts of psychological 

demands on cynicism. Second, the moderating effect of decision authority on psychological 

demands and cynicism. High decision authority weakened the impacts of psychological 

demands on cynicism. Third, the moderating effect of psychological demands on skill 

utilization and professional efficacy. High psychological demands weakened the impacts of 

skill utilization on professional efficacy.  

 

2.4.3 The ERI model  

In the ERI model, effort has two sources (i.e. extrinsic and intrinsic) (Siegrist, 1996). 

The former is the job-related demands and obligations and the latter is the need for control, 

an individual pattern of coping with job demands. Reward has three sources; money, esteem, 

and status control (Siegrist, 1996). 

 

This model is based on reciprocity of exchange. The essential argument is that; an 

imbalance between high effort spent and low reward gained work condition is stressful and 

leads to an occurrence of emotional distress, which in turn evokes autonomic arousal and 

associated strain reactions (Siegrist, 1996). An example of stressful work condition is a 

demanding but unstable job. Another example is high-level achievement but with a lack of 

promotion prospects. Siegrist (1996) argued that this imbalance work condition was more 

likely to be prevalent among low level of occupational status control groups and high statue 

groups and considered cardiovascular disease as the adverse health effect outcome.  

 

The ERI model has validity. It has been applied on several types of stress indicators. 

First, physical health (e.g. coronary heart disease, physical health symptoms, and 
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musculoskeletal pain/symptoms) (Bosma et al., 1998; De Jonge et al., 2000; Joksimovic et 

al., 2002; Koch et al., 2017). Second, mental health (e.g. psychological distress, 

psychosomatic health symptoms, burnout and its subtypes) (Allisey et al., 2012; De Jonge et 

al., 2000; Koch et al., 2017; Violanti et al., 2018; Willis et al., 2008). Third, organizational 

outcomes (e.g. affective commitment and job dissatisfaction) (Allisey et al., 2012; De Jonge 

et al., 2000). Fourth, emotion (e.g. anger) (Hoggan & Dollard, 2007). Finally, behavioural 

outcomes (e.g. absenteeism and alcohol consumption) (Allisey et al., 2016; Jachens et al., 

2016). Furthermore, this model differentiated extrinsic effort (exposure to job stressors) and 

intrinsic effort (overcommitment) (Dollard et al., 2003), allowing independent predictions on 

stress from organizational and individual perspectives. Nevertheless, studies regarding the 

ERI model were predominantly conducted in human service occupations, limiting the 

generalizability (Van Vegchel et al., 2005). A majority of studies were conducted in Western 

countries (Dollard et al., 2003; Van Vegchel et al., 2005), limiting the generalizability and 

cross-cultural difference.  

 

The following studies used the organizational perspective and applied the ERI model 

to view police burnout (Santa Maria et al., 2021; Violanti et al., 2018; Willis et al., 2008). 

Among the US sworn police officers, both ERI and overcommitment were significant 

predictors of greater feelings of cynicism and exhaustion (Violanti et al., 2018). 

Overcommitment was a significant predictor of a lower professional efficacy but not ERI. A 

combination of high ERI and high overcommitment predicted even greater feelings of 

cynicism and exhaustion and a lower professional efficacy. In a police burnout study 

conducted in the United Kingdom, as for emotional exhaustion, effort and rewards were 

significant predictors but not overcommitment and ERI ratio (Willis et al., 2008). The more 

the effort, the greater the feeling of emotional exhaustion. However, fewer rewards predicted 
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an elevated feeling of emotional exhaustion. In terms of depersonalization, effort, 

overcommitment, and rewards were significant predictors but not ERI ratio (Willis et al., 

2008). The more the effort and overcommitment, the greater the feeling of depersonalization. 

However, fewer rewards predicted an elevated feeling of depersonalization. Regarding 

personal accomplishment, fewer effort predicted an elevated feeling of personal 

accomplishment (Willis et al., 2008). Rewards, overcommitment, and ERI ratio were non-

significant predictors. Finally, ERI and overcommitment interaction did not predict any 

burnout subtypes. In a study conducted on German police officers, higher work effort but 

lower job rewards predicted more burnout (Santa Maria et al., 2021). Nevertheless, job 

rewards did not have a buffering effect on the impact of work effort on burnout (Santa Maria 

et al., 2021).  

 

2.5 Resource-based perspective 

Examples of resource-based theories include the selective optimization with 

compensation theory (Baltes, 1997) and the model of COR (Hobfoll, 2001). The model of 

COR is oriented from a resource-based theoretical perspective (Jiang & Probst, 2019). This 

model is resource-oriented and has an emphasis on resource-based (Hobfoll, 1988, 1989, 

2001, 2002). Resource is the core concept in this model (Halbesleben et al., 2014) in which 

resources loss plays a main role in the stress process (Hobfoll, 2001).  

 

2.5.1 The model of COR 

In the model of COR, “psychological stress is defined as a reaction to the 

environment in which there is (a) the threat of a net loss of resources, (b) the net loss of 

resources, or (c) a lack of resource gain following the investment of resources. Both 
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perceived and actual loss or lack of gain are envisaged as sufficient for producing stress.” 

(Hobfoll, 1989, p.516).  

 

Resources and environmental circumstances are two key concepts in this model. 

Resources are those valued by the individuals and methods for attaining these resources 

(Hobfoll, 1989). Resources can be categorised into four types; (1) objects; (2) conditions; (3) 

personal characteristics; and (4) energies. An example of objects resource is job security 

(Selenko et al., 2013). Examples of conditions resources are tenure and marriage (Grandey & 

Cropanzano, 1999; Hobfoll, 1989). An example of personal characteristics resource is self-

esteem (Rosenberg, 1986). Examples of energies resources are time, money, and knowledge 

(Grandey & Cropanzano, 1999; Hobfoll, 1989). Environmental circumstances can threaten 

and lead to resource loss (e.g. loved ones, self-esteem etc.) (Hobfoll, 1988, 1989).  

 

The primacy of resource loss and resource investment are two principles in this 

model. The principle of the primacy of resource loss is that; given equal amounts of loss and 

gain, resource loss has a greater impact and individuals are more psychological harmful 

(Halbesleben et al., 2014; Hobfoll, 2001). In the context of resource loss, resource gain is 

increasingly important (Hobfoll, 2001). The principle of the resource investment is that; 

individuals invest resources for protecting against resource loss, recovering from resource 

loss, and gaining resources (Hobfoll, 2001).  

 

This model is based on the assumption that “humans are motivated to protect their 

current resources and acquire new resources” (Halbesleben et al., 2014, p.1335). Loss of 

resources is threatening. Individuals are driven to experience psychological stress in one of 
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three instances; a threat of loss of resources, an actual loss of resources, or a lack of resource 

gain after resource investment (Hobfoll, 1989, 2001).  

 

One strength of the model of COR is generalizability. This model has been applied to 

various job sectors including health professional (e.g. nurses) (Janssen et al., 1999), 

disciplined service (e.g. firefighters, police, and correctional officers) (Allen et al., 2016; Li 

et al., 2018; Neveu, 2007; Qureshi et al., 2016; Van Gelderen et al., 2017), academic context 

(e.g. college students, teachers, and university professors) (Alarcon et al., 2011; Bakker et al., 

2007; Grandey & Cropanzano, 1999), and aviation industry (e.g. airline industry ground 

staffs) (Karatepe, & Choubtarash, 2014). Another strength is validity. Studies have found 

significant predictions on stress (Van Gelderen et al., 2017) and various stress indicators. 

These stress indicators can be categorized into several types. First, physical health (Grandey 

& Cropanzano, 1999). Second, mental health (e.g. burnout and its subtypes) (Alarcon et al., 

2011; Janssen et al., 1999; Karatepe, & Choubtarash, 2014; Neveu, 2007). Third, 

organizational outcomes (e.g. work engagement, job distress, turnover intentions, service 

recovery performance, and work stress) (Bakker et al., 2007; Grandey & Cropanzano, 1999; 

Karatepe, & Choubtarash, 2014; Li et al., 2018). Fourth, personal (e.g. engagement and life 

distress) (Alarcon et al., 2011; Grandey & Cropanzano, 1999). Fifth, family (e.g. family 

distress) (Grandey & Cropanzano, 1999). Sixth, behavioural (e.g. absenteeism) (Karatepe, & 

Choubtarash, 2014). Finally, work-family conflict and work on family strain (Allen et al., 

2016; Qureshi et al., 2016). 

 

However, the model of COR is subject to four criticisms. First, the model of COR is 

resource-oriented but some researchers argued that the resource loss part is appraisal-based 

(i.e. perceived loss by an individual) (Lazarus & Lazarus, 1991), leading to a 



40 
 

 

misunderstanding (Hobfoll, 2001). Second, the confounding effects of personality traits 

(Hobfoll, 2001). One study highlighted a tangled relationship among neuroticism, 

extraversion, life events, and subjective well-being (Suh et al., 1996). If the effects of 

personality traits are not confounded, the true variance explained by resource loss cannot be 

reflected. Third, an instrument of 74 resources was created (Hobfoll et al., 1992) but it was 

not commonly used due to its length, repetitions, and overlapping among resources 

(Halbesleben et al., 2014). Finally, this model is criticised by being a broad-based 

motivational theory (Hobfoll, 2001). It only instructs how resource loss drives individuals’ 

responses and eventually may or may not result in stress. 

 

The following studies used the resource-based perspective and applied the model of 

COR to view police work stress (Brunetto et al., 2023; Eikenhout et al., 2021; Li et al., 2018; 

Li et al., 2021b; Sadiq, 2022). Considering some European countries, lower perceived 

organizational support was a significant predictor of more organizational stress among British 

and Italian police officers (Brunetto et al., 2023). In a study conducted on Dutch police 

officers, work scheduling (i.e. irregular working hours, shift work, and unfair task divisions), 

but not workload and interruptions, predicted more burnout (Eikenhout et al., 2021). Also, 

coping self-efficacy played a moderating role on the relationship between work scheduling 

and burnout. High coping self-efficacy weakened the impacts of work scheduling on burnout.  

However, coping self-efficacy did not play a moderating role on the relationships between 

chronic stressors (i.e. workload and interruptions) and burnout (Eikenhout et al., 2021). 

 

Regarding some Asian countries, more workload and work-family conflict were 

significant predictors of a higher level of job stress among Pakistani police employees (Sadiq, 

2022). In the same study, workload had an indirect effect on job stress via work-family 
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conflict. So the heavier the workload, the more the work-family conflict, which further 

increase job stress. Particular to policing in Hong Kong, work-to-family conflict and family-

to-work conflict were significant predictors of an increased risk of work stress but not 

supervisor support, family support, nor constructive coping (Li et al., 2021b). Likewise, Li et 

al. (2018), among the demands variables, work-to-family stressors, family-to-work stressors, 

organizational stressors, and operational stressors were significant predictors of work stress 

but not public stressors for Hong Kong police officers. The severer the stressors, the more the 

work stress. Among the resources variables, constructive coping was a significant predictor 

of work stress but not family support nor supervisor support (Li et al., 2018). Those who did 

not adopt constructive coping strategies suffered from an increased risk of work stress.  

 

2.6 Application of work-related stress theories and models across countries 

Psychological perspective and the JD-R model was the most used and applied 

respectively. This may be because the JD-R model is relatively easy to use. Biological 

perspective and the GAS was the least used and applied respectively. In the North America, 

organizational perspective was the most used. The JDC model, the JDCS model, and the ERI 

model were commonly applied. In both the European and Asian countries, psychological 

perspective was the most used while the JD-R model was the most applied.  

 

2.7 The variance of explanation of work-related stress theories and models across countries 

In the North America, the JDC model and the JDCS model accounted for the highest 

and lowest variance of explanation for emotional exhaustion and professional efficacy 

respectively in Canada (Marchand & Durand, 2011). The models explained 40% and 25% of 

variance of explanation for emotional exhaustion and professional efficacy respectively. 

Considering some European countries, the transactional model of stress and coping 
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accounted for the highest variance of explanation for burnout in Portugal (Esteves & Gomes, 

2013). Emotional exhaustion was the best predicted outcome, with 50% of variance of 

explanation. The ERI model accounted for the lowest variance of explanation for burnout in 

the United Kingdom (Willis et al., 2008). The model explained 0% to 14% of variance of 

explanation for personal accomplishment. Regarding the Asian countries, the JD-R model 

accounted for the highest variance (48.07%) of explanation for burnout in Indonesia (Yulianti 

& Rohmawati, 2020). The JD-R model accounted for lowest variance (17%) of explanation 

for burnout (depersonalization) in India (Lambert et al., 2018). However, eight studies 

reviewed did not report neither R squared nor adjusted R squared (Brunetto et al., 2023; 

Eikenhout et al., 2021; Sadiq, 2022; Santa Maria et al., 2018; Santa Maria et al., 2021; Taris 

et al., 2010; Violanti et al, 2018; Wolter et al., 2019). 

 

This chapter reviewed the theoretical explanations of police work-related stress, 

including five theoretical perspectives and the corresponding theories and models. Among 

the explanatory theories and models of work outcomes, the current research adopted the JD-R 

model to provide a theoretical base for understanding work-related stress in Hong Kong 

policing context. Since the past decade, sources of work-related stress among Hong Kong 

police officers have possibly come from heavy job demands (organizational, operational, 

public, and pandemic stressors) and inadequate job resources (supervisory support, internal 

procedural justice, and organizational support). Therefore, the application of the JD-R model 

in this research is justifiable. However, a weakness of this model is that it cannot be applied 

to understand family-related stressors and resources. Finally, from the aforementioned studies 

reviewed, a majority were conducted in Western countries and used quantitative 

methodology. This research is designed to focus on the Hong Kong policing context and use 

a mixed-method research design.     



43 
 

 

Table 2. 1 Summary of main findings of studies applying work-related stress theories and models 

Study  Theoretical 

perspective  

 

Theory/Model  Key findings  Variance of 

explanation  

(R squared) 

Location  

 

Marcos et al. 

(2019) 

Psychological Job demands and 

resources theory 

 

 

Optimism predicted less job stress 

 

A lack of organizational socialization 

(policies) and collective efficacy predicted 

more commitment to police work   

  

Organizational socialization (history and 

language), organizational values, social 

support, self-efficacy, and optimism did not 

predict commitment to police work  

 

48% Spain 

 

Santa Maria et 

al. (2018) 

 

Psychological Job demands–

resources model 

Job resources had a buffering effect on the 

negative impacts of job demands on emotional 

exhaustion 

 

No information  Germany  

Wolter et al. 

(2019) 

 

Psychological Job Demands-

Resources 

framework 

 

More workload, administrative stressors, and 

verbal assaults by citizens predicted more 

emotional exhaustion 

 

A lack of team support and shared values 

predicted more emotional exhaustion 

 

A lack of perceived fairness predicted more 

emotional exhaustion 

 

 

No information Germany 
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Taris et al. 

(2017) 

 

Psychological Job demands–

resources model 

More work load, mental demands, emotional 

demands, role uncertainty, and job uncertainty 

predicted more exhaustion  

 

More work load, administrative demands, 

emotional demands, and role uncertainty 

predicted more cynicism 

 

A lack of job resources, except salary, 

predicted more exhaustion and cynicism 

 

More autonomy predicted more cynicism 

Role uncertainty predicted more engagement 

(dedication and vigor)  

  

More task variation, social support from 

supervisor, and growth opportunities predicted 

more engagement (dedication and vigor)  

 

Exhaustion  

(28%)  

 

Cynicism  

(35%) 

 

The 

Netherlands  

Sørengaard & 

Langvik 

(2022)  

Psychological  Job demands-

resources model 

An unsupportive leadership predicted more 

burnout  

 

Quantitative job demands did not predict 

burnout    

 

42% Norway 

Lambert et al. 

(2022) 

 

Psychological Job demands-

resources model 

More job demands (role overload and 

dangerousness of the job) predicted more job 

stress 

 

Role underload did not predict job stress 

26% India 
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A lack of job resources (supervisor trust, 

coworker trust, training views, and job 

autonomy) predicted more job stress 

 

Management trust did not predict job stress 

 

Lambert et al. 

(2018) 

 

Psychological Job demand-

resource model  

More job stress predicted more emotional 

exhaustion  

 

A lack of job stress predicted less personal 

accomplishment 

 

Job stress did not predict depersonalization 

 

A lack of job involvement and job satisfaction 

but more continuance commitment predicted 

more emotional exhaustion and 

depersonalization  

 

More job involvement, job satisfaction, and 

affective commitment predicted less personal 

accomplishment 

 

Continuance commitment did not predict 

personal accomplishment 

 

Affective commitment did not predict 

emotional exhaustion and depersonalization 

 

Emotional 

exhaustion  

(20%) 

 

Depersonalization  

(17%) 

 

Reduced sense of 

personal 

accomplishment  

(40%) 

 

India  

Frank et al. 

(2017) 

 

Psychological Job demands-

resources model  

 

More job demands (role conflict, role 

ambiguity, and role overload) predicted more 

work stress  

30% India 
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A lack of job resources (input into decision 

making, formalization, and organizational 

support) predicted more work stress  

 

Role underload, dangerousness of job, and 

instrumental communication did not predict 

work stress 

 

Yulianti & 

Rohmawati 

(2020) 

Psychological Job demands–

resources model 

More job demands (workload and emotional 

demands) predicted more burnout  

 

Teamwork effectiveness did not predict 

burnout 

 

Teamwork effectiveness did not moderate the 

relationship between job demands and burnout 

 

Fewer job demands (workload and emotional 

demands) predicted more engagement 

 

More teamwork effectiveness predicted more 

engagement 

 

48.07% Indonesia 

Esteves & 

Gomes (2013) 

Psychological Transactional 

model of stress 

and coping 

 

More problems in relationships at work, more 

work overload, greater perception of threat, 

and lower perception of challenge predicted 

more emotional exhaustion 

 

More problems in relationships at work, 

greater perception of threat, and lower 

Emotional 

exhaustion   

(43%-50%) 

(adjusted) 

Depersonalization 

(21%-31%) 

(adjusted) 

 

Portugal  
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perception of challenge predicted more 

cynicism 

 

Secondary cognitive assessment did not 

predict emotional exhaustion and cynicism 

  

Lower perception of threat, greater perception 

of challenge, greater coping potencial, and 

greater perception of control over work 

predicted a lower professional efficacy 

 

The dimensions of stress did not predict 

professional efficacy 

 

Professional 

efficacy (0%-16%) 

(adjusted) 

Kula (2017)  

 

Psychological The Spielberger 

State-Trait 

model of 

occupational 

stress 

More organizational stress, more operational 

stress, and lower job satisfaction predicted 

more work-related burnout  

 

Supervisor support did not predict work-

related burnout 

 

34% Turkey 

Taris et al. 

(2010) 

Organizational Job demand–

control model  

More job demands predicted more emotional 

exhaustion 

 

Job control did not predict emotional 

exhaustion  

 

More job control predicted more professional 

efficacy  

 

Job demands did not predict professional 

efficacy  

No information The 

Netherlands  
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A non-significant interaction between demand 

and control  

 

Lambert et al. 

(2017)  

Organizational Job strain model 

 

More strain-based conflict, behaviour-based 

conflict, and family-based predicted more job 

stress 

 

Time-based conflict did not predict job stress  

 

25% India  

Padyab et al. 

(2016) 

Organizational Job demand-

control-social 

support model  

More demand predicted more emotional 

exhaustion and depersonalization  

 

A lack of decision and social support predicted 

more emotional exhaustion and 

depersonalization 

 

A lack of decision and social support did not 

predict depersonalization for males  

 

Emotional 

exhaustion for 

males (22%) 

(adjusted) 

 

Emotional 

exhaustion 

for females  

(16%) (adjusted) 

 

Depersonalization  

for males (5%) 

(adjusted) 

 

Depersonalization 

for females  

(8%) (adjusted) 

 

Sweden 

Marchand & 

Durand (2011) 

 

Organizational Job demand-

control model 

 

More psychological demands predicted more 

emotional exhaustion and cynicism  

 

Emotional 

exhaustion  

(40%) 

 

Canada 
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Job demand-

control-support 

model 

A lack of support colleagues and support 

supervisor predicted more emotional 

exhaustion  

 

Skill utilization and decision authority did not 

predict emotional exhaustion 

 

 A lack of skill utilization, decision authority, 

and support supervisor predicted more 

cynicism  

 

Support colleagues did not predict cynicism  

 

More skill utilization, decision authority, and 

support colleagues predicted more professional 

efficacy 

 

Psychological demands and support supervisor 

did not predict professional efficacy 

 

High skill utilization strengthened the impacts 

of psychological demands on cynicism 

 

High decision authority weakened the impacts 

of psychological demands on cynicism 

 

High psychological demands weakened the 

impacts of skill utilization on professional 

efficacy 

 

Cynicism  

(35%) 

 

Professional 

efficacy (25%) 

 

Violanti et al. 

(2018)  

Organizational 

 

Effort-reward 

imbalance model 

Effort reward imbalance and overcommitment 

predicted more cynicism and exhaustion  

No information United States 

of America 
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Overcommitment predicted less professional 

efficacy 

 

Effort reward imbalance did not predict 

professional efficacy  

 

A combination of high effort reward imbalance 

and high overcommitment predicted even 

more cynicism and exhaustion and less 

professional efficacy 

 

Willis et al. 

(2008) 

Organizational 

 

Effort-reward 

imbalance model 

More effort predicted more emotional 

exhaustion  

 

A lack of rewards predicted more emotional 

exhaustion and depersonalization 

 

Overcommitment and effort reward imbalance 

ratio did not predict emotional exhaustion 

 

More effort and overcommitment predicted 

more depersonalization 

 

Effort reward imbalance ratio did not predict 

depersonalization 

 

A lack of effort predicted more personal 

accomplishment 

 

Emotional 

exhaustion   

(0%-40%) (adjusted) 

 

Depersonalization  

(1%-24%) (adjusted) 

 

Personal 

accomplishment  

(0%-14%) (adjusted) 

 

United 

Kingdom  
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Rewards, overcommitment, and effort reward 

imbalance ratio did not predict personal 

accomplishment 

 

A non-significant interaction between effort 

reward imbalance and overcommitment  

 

Santa Maria et 

al. (2021) 

Organizational 

 

Effort-reward 

imbalance model 

More work effort predicted more burnout 

 

A lack of job rewards predicted more burnout  

 

Job rewards did not buffer the impact of work 

effort on burnout  

 

No information Germany  

Brunetto et al. 

(2023) 

Resource-

based 

Conservation of 

resources theory 

A lack of perceived organizational support 

predicted more organizational stress  

 

No information  United 

Kingdom and 

Italy 

 

Eikenhout et 

al. (2021) 

Resource-

based 

Conservation of 

resources theory 

Work scheduling predicted more burnout  

 

Workload and interruptions did not predict 

burnout 

 

High coping self efficacy weakened the 

impacts of work scheduling on burnout. 

 

Coping self efficacy did not moderate the 

relationships between chronic stressors (i.e. 

workload and interruptions) and burnout  

 

No information The 

Netherlands  

Sadiq (2022) Resource-

based 

Conservation of 

resources theory 

More workload and work-family conflict 

predicted more job stress  

No information Pakistan 
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Work-family conflict mediated the relationship 

between workload and job stress  

  

Li et al. 

(2021b) 

Resource-

based 

Conservation of 

resources theory 

More work-to-family conflict and family-to-

work conflict predicted more work stress  

 

Supervisor support, family support, and 

constructive coping did not predict work stress 

 

44.3% Hong Kong 

Li et al. (2018) Resource-

based 

Conservation of 

resources theory 

More demands (work-to-family stressors, 

family-to-work stressors, organizational 

stressors, and operational stressors) predicted 

more work stress 

 

A lack of resource (constructive coping) 

predicted more work stress  

 

Public stressors, family support, and 

supervisor support did not predict work stress 

48% Hong Kong  
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CHAPTER 3: METHODOLOGY 

3.1 Mixed-method research design   

This research employed a mixed-method research design, composing quantitative 

secondary survey data analysis and semi-structured interviews with a timeline approach. 

Along with qualitative and quantitative research, a mixed-method research is recognized as 

the third research paradigm (Johnson et al., 2007). A mixed-method research combines 

qualitative and quantitative research approaches, for example, perspectives, data collection, 

data analysis, and inference techniques to broaden and deepen the understanding towards a 

phenomenon (Johnson et al., 2007). Combining methods can not only gain the strengths from 

each method but also compensate limitations of the other method (Creswell, 2018a; Henn et 

al., 2005). However, using a mixed-method research requires quantitative, qualitative, and 

mixed-methods research skills, adequate time and resources (Creswell, 2018a).  

 

Greene et al. (1989) identified five purposes and rationales of mixed-method research 

designs; (1) triangulation (seeking convergence of results from different methods to increase 

the validity of results and also inquire bias); (2) complementarity (elaborating and enriching 

of results from one another method); (3) development (using the results from one method to 

help develop the other method); (4) initiation (discovering paradoxes or new perspectives to 

broaden and deepen the results); and (5) expansion (using different methods for different 

inquiry components to broaden and deepen the results and thus expand the scope). 

 

One approach to combine methods is the triangulation of methods (Spicer, 2018). The 

definition of triangulation is “the combination of methodologies in the study of the same 

phenomena” (Denzin, 1978, p.291). Denzin (1978) listed four types of triangulation; (1) data 

triangulation; (2) investigator triangulation; (3) theory triangulation; and (4) methodological 
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triangulation. Strengths of triangulation are summarised in the following; (1) increasing the 

validity of results so that the researchers can be more confident; (2) stimulating creative data 

collection methods; (3) uncovering paradoxes; (4) new development and integration of 

theories; (5) a richer explanation of the research problem; (6) serving as the critical test for 

competing theories; (7) a complete picture of the study phenomenon; and (8) overcoming 

bias by avoiding own unique interpretations (Bryman, 1992; Henn et al, 2005; Jick, 1979; 

Spicer, 2018).  

 

3.2 The current research 

This research employed a mixed-method research design. Quantitative secondary 

survey data were used while semi-structured interviews with a timeline approach were 

conducted. This research included three interlocking and sequential studies; (1) Study One 

(Factors influencing police work-related stress: A scoping review); (2) Study Two (Predictors 

and mediators of work-related stress among Hong Kong police officers: A quantitative 

secondary survey data analysis); and (3) Study Three (A contextual understanding of work-

related stress among Hong Kong police officers: Qualitative interviews with a timeline 

approach) (see Table 3. 1 Three interlocking and sequential studies).  

 

By conducting these three studies, three purposes of adopting the mixed-method 

research design were achieved. To gain the first purpose (i.e. triangulation), Study Two and 

Study Three produced similar results regarding operational stressors. The result of 

operational stressors as job demands of more work-related stress for Hong Kong police 

officers was validated. The second purpose (i.e. complementarity) was gained. Study Two 

found that operational stressors had a direct effect on work-related stress among Hong Kong 

police officers. Further elaborations came from Study Three, which found Hong Kong police 
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officers experienced work-related stress from operational domain, including job nature, 

danger, and negative exposures of policing work. To achieve the third purpose (i.e. 

initiation), a paradox regarding the prediction of gender on police work-related stress was 

discovered. Study Two found that gender was a non-significant demographic predictor 

among Hong Kong police officers. However, gender emerged as a vulnerability factor in 

Study Three, with male police officers encountered more work-related stress than female 

police officers. Reasons behind the impact of gender on police work-related stress were also 

offered in Study Three for in-depth insights. 

 

Each study has its own strengths and limitations. They can complement and 

supplement to one another. Study One is intended to categorize the factors influencing police 

work-related stress directly or indirectly from a multi-level perspective. Study One can 

provide a categorization. However, an empirical understanding of police work-related stress 

is still lacking. This gap was filled in Study Two which is intended to examine predictors and 

mediators of work-related stress among Hong Kong police officers, with the application of 

SEM. Of note, Study Two can only help identify the factors behind police work-related 

stress, but not causality and the context and process of forming police work-related stress. To 

gain a contextual and in-depth understanding of police work-related stress, Study Three using 

the semi-structured interviews with a timeline approach is intended to explore the subjective 

experiences among Hong Kong police officers in relation to their stressful work scenarios. 

The goal of this research is to gain a comprehensive and in-depth understanding of work-

related stress among Hong Kong police officers. Specifically, three interlocking and 

sequential studies were conducted with the following specific objectives:  

1. Categorize the factors influencing police work-related stress directly or indirectly 

from a multi-level perspective 
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2. Examine predictors and mediators of work-related stress among Hong Kong police 

officers  

3. Identify the context, process, scenario, and subjective experiences of work-related 

stress among Hong Kong police officers   

 

Table 3. 1 Three interlocking and sequential studies 

  Study One (Factors 

influencing police work-

related stress: A scoping 

review)  

Study Two (Predictors 

and mediators of work-

related stress among 

Hong Kong police 

officers: A quantitative 

secondary survey data 

analysis)  

Study Three (A contextual 

understanding of work-

related stress among Hong 

Kong police officers: 

Qualitative interviews with 

a timeline approach)   

Objective  Categorize the factors 

influencing police work-

related stress directly or 

indirectly from a multi-

level perspective 

Examine predictors and 

mediators of work-related 

stress among Hong Kong 

police officers  

Identify the context, 

process, scenario, and 

subjective experiences of 

work-related stress among 

Hong Kong police officers 

   

Strength  Provide a categorization Provide an empirical  

understanding  

 

Identify the factors behind 

police work-related stress  

  

Provide a contextual and 

in-depth understanding   

Limitation  Lack of an empirical  

understanding of police 

work-related stress   

 

 

Causality cannot be 

identified  

 

The context and process 

of forming police work-

related stress cannot be 

identified  

 

The strength and direction 

of each factor for police 

work-related stress cannot 

be delineated and tested    

Sampling  Found 1,949 

articles from seven  

databases  

 

 

Random sampling   Purposive sampling   

Sample 

size   

Included 30 articles  

 

335 participants   16 participants   
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One core mixed method design is the convergent design (Creswell, 2018a) and this 

research employed this type of design. The notation of this type of design is written as 

QUAN + QUAL = complete understanding (Creswell, 2018a). Both quantitative and 

qualitative study have equal importance (Creswell, 2018a) for achieving the goal of this 

research. In this research, Study Two (Predictors and mediators of work-related stress among 

Hong Kong police officers: A quantitative secondary survey data analysis) was conducted 

first, followed by Study Three (A contextual understanding of work-related stress among 

Hong Kong police officers: Qualitative interviews with a timeline approach). In Study Two, 

as for quantitative secondary data collection, permissions were gained from the principal 

investigator (Li) of a study of Work Stress and Work Engagement of Hong Kong Police 

Officers (WSWE study) before using the secondary survey data while numeric data were 

captured. In terms of quantitative secondary survey data analysis, new results regarding 

predictors and mediators of work-related stress among Hong Kong police officers were found 

using a more advanced statistical analytical method (i.e. SEM). Descriptive statistics, 

bivariate results, confirmatory factor analysis (CFA) results, model fit statistics, and path 

analysis results were presented. In Study Three, as for qualitative data collection, semi-

structured interviews with a timeline approach were conducted with 16 Hong Kong police 

officers. All interviews were transcribed. In terms of qualitative data analysis, codes, higher 

order codes, and themes regarding demands and resources among Hong Kong police officers 

were emerged using template analysis. Moving on to merging the results, key findings of the 

three studies were summarized and presented using a table. Finally, researcher interpreted 

how the results converge or diverge from each other and thus gain a comprehensive and in-

depth understanding of work-related stress among Hong Kong police officers in the 

discussion part. The flowchart of Study Two and Study Three is as follows: 
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Figure 3. 1 Flowchart of Study Two and Study Three 

 

3.3 Study One (Factors influencing police work-related stress: A scoping review) 

Study One is intended to categorize the factors influencing police work-related stress 

directly or indirectly from a multi-level perspective. From seven databases, a total of 1,949 

articles were found and finally 30 articles were included. The results categorized six types of 

predictors; (1) demographic; (2) personal; (3) organizational; (4) operational; (5) family-

related; and (6) community. The results also found four mediators; (1) work-family conflict; 
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(2) resiliency; (3) gender; and (4) supervisor support, and three moderators; (1) social 

support; (2) work support; and (3) locus of control personality (internality). Five knowledge 

gaps were identified (see Chapter 4 for details). Therefore, Study Two and Study Three were 

conducted to address these gaps in the existing literatures. 

 

3.4 Study Two (Predictors and mediators of work-related stress among Hong Kong police 

officers: A quantitative secondary survey data analysis) 

Study Two is intended to examine predictors and mediators of work-related stress 

among Hong Kong police officers. In this study, there were six hypotheses: 

Hypothesis 1a: Work-related stress is negatively related to age, education, rank, and 

tenure 

Hypothesis 1b: More work-related stress is reported by female, non-married, and 

parenting police officers  

Hypothesis 2: Job demands (organizational stressors, operational stressors, public 

stressors, and pandemic stressors) have direct and positive effect on work-related 

stress 

Hypothesis 3: Job resources (supervisory support and internal procedural justice) have 

direct and negative effect on work-related stress  

Hypothesis 4a: Work engagement can mediate the relationship between job demands 

(organizational stressors, operational stressors, public stressors, and pandemic 

stressors) and work-related stress  

Hypothesis 4b: Work engagement can mediate the relationship between job resources 

(supervisory support and internal procedural justice) and work-related stress  
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3.4.1 Source of secondary survey data 

Secondary data is a type of data collected by others (Bryman, 2008; Sindin, 2017). 

Using secondary data is low cost, time-saving, and easy to access (Hox & Boeije, 2005; 

Sindin, 2017). More importantly, the secondary analyst may use an alternative data analysis 

method to find different results and thus offer new interpretations (Bryman, 2008). The 

secondary survey data is from the WSWE study, a three-phase study conducted from 2018 to 

2020. The WSWE study was conducted by a team of researchers (Li, Cheung & Sun) who 

examined the Hong Kong police officers’ work-related stress, work engagement, work 

compliance, work performance, turnover intention, internal procedural justice, external 

procedural justice, stressors, supervisory support, family support, and coping strategies. This 

study was approved by the Hong Kong Polytechnic University’s Institutional Ethical Review 

Board (reference number: HSEARS20180326012) and the consent was obtained from the 

Junior Police Officers’ Association (JPOA). Eight hundred Hong Kong police officers, who 

registered in the JPOA, were randomly selected. An invitation letter was sent to these police 

officers. A reply form was provided along with the invitation letter, in which police officers 

gave their informed consent. With the help from the JPOA, data were collected using self-

administrated surveys. Surveys with inadequate responses were excluded. In phase three (i.e. 

year 2020), 335 valid responses were returned, with a 73% of response rate. There were very 

few missing data. No variable had more than three per cent of missing value. Data were 

missing at random. This research focused on the COVID-19 as a pandemic stressor of police 

work-related stress, so the third phase of data (i.e. year 2020) of the WSWE study was used. 

The sample size calculation was based on the Yamane’s formula:  

n = N/1+N(e)2 

Where  

n = sample size 
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N = population  

e = margin of error  

Using the value of N = 27,000 junior police officers, e = 5%, and to have a confidence 

level of 95%, the calculated sample size is 379.  

 

3.4.2 Measures 

Endogenous variable 

The endogenous variable in this study was work-related stress. Work-related stress 

was measured by six items, including “I feel tired at work even with adequate sleep”, “I am 

moody, irritable, or impatient over small problems”, “I futile about work”, “I think I am not 

as efficient at work as I should be”, “My resistance to illness is lowered because of my 

work”, and “I have difficulty concentrating on my job”. Response categories include “never” 

(=1), “rarely” (=2), “seldom” (=3), “sometimes” (=4), “frequently” (=5), and “always” (=6). 

The six items had a Cronbach’s alpha value of .88.  

 

Exogenous variables 

There were six exogenous variables in this study; organizational stressors, operational 

stressors, public stressors, pandemic stressors, supervisory support, and internal procedural 

justice.  

 

Organizational stressors were measured by six items, namely “Feeling like you 

always have to prove yourself to the organization”, “Excessive administrative duties”, “Staff 

shortages”, “Bureaucratic red tape”, “Volunteer free time to work”, and “Unequal sharing of 

work responsibilities”. Respondents were asked to rate on a scale of 1 to 6 (1 = “absolutely 
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not stressful” and 6 = “absolutely stressful”). The six items had a Cronbach’s alpha value 

of .92. 

 

Operational stressors were measured by six items, namely “Work related activities on 

days off (e.g., court, community events)”, “Not enough time available to spend with friends 

and family”, “It is hard to eat healthy at work”, “It is hard to finding time to stay in good 

physical condition”, “Lack of understanding from family and friends about your work”, and 

“Feeling like you always on the job”. Respondents were asked to rate on a scale of 1 to 6 (1 = 

“absolutely not stressful” and 6 = “absolutely stressful”). The six items had a Cronbach’s 

alpha value of .93. 

 

Public stressors were measured by six items, namely “Verbal attack by citizens”, 

“Unreasonable demand by citizens”, “Handling social movements/riots”, “Complaint by 

citizens”, “Video shooting by citizens at the time of duty”, and “Verbal attack, negative 

labelled on internet platform”. Respondents were asked to rate on a scale of 1 to 6 (1 = 

“absolutely not stressful” and 6 = “absolutely stressful”). The six items had a Cronbach’s 

alpha value of .95. 

 

Pandemic stressors were measured by three items, namely “Infection of COVID-19 

virus in your contacts with the public”, “A threat to health when having duty at COVID-19 

pandemic”, and “Extra work bought by COVID-19 pandemic”. Respondents were asked to 

rate on a scale of 1 to 6 (1 = “absolutely not stressful” and 6 = “absolutely stressful”). The 

three items had a Cronbach’s alpha value of .95.   
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The supervisory support scale had three items, including “To what extent can you 

count on your leader to back you up when you have difficulties combining work and family”, 

“To what extent can you count on your leader to listen to you when face difficulties in 

combing work and family”, and “To what extent can you count on your leader to help you 

face difficulties combining work and family”. Respondents were asked to indicate on a six-

point Likert scale, ranging from one “absolutely no support” (=1) to six “enormous support” 

(=6). This scale had a Cronbach’s alpha value of .96. 

 

Internal procedural justice was measured by five items, including “When they are 

giving instructions, my supervisors explain why they give these instructions”, “When making 

policy choices, my supervisors sufficiently explain why these choices are being made”, “My 

supervisors are impartial when making decision”, “When implementing changes, my 

supervisors sufficiently explain why these changes are necessary”, and “My supervisors give 

explanations for decisions they make that affect me”. Response categories include “strongly 

disagree” (=1), “disagree” (=2), “rather disagree” (=3), “rather agree” (=4), “agree” (=5), and 

“strongly agree” (=6). The five items had a Cronbach’s alpha value of .94. 

 

Mediating variable 

The mediating variable in this study was work engagement. Work engagement has 

three subscales; vigor, dedication, and absorption. Each subscale has three items. Vigor is 

measured by “At my work, I feel bursting with energy”, “At my job, I feel strong and 

vigorous”, and “When I get up in the morning, I feel like going to work”. Dedication is 

measured by “I am enthusiastic about my job”, “My job inspires me”, and “I am proud of the 

work that I do”. Absorption is measured by “I feel happy when I am working intensively”, “I 

am immersed in my work”, and “I get carried away when I am working”. Response 
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categories include “never” (=1), “rarely” (=2), “seldom” (=3), “sometimes” (=4), 

“frequently” (=5), and “always” (=6). This scale had a Cronbach’s alpha value of .93.  

 

Demographic characteristics  

Age, gender, education, marital status, family status (having children), rank, and 

tenure influenced work-related stress among police officers. These demographic 

characteristics were controlled. Age, education, and tenure were measured in years. Gender 

(0 = male; 1 = female), marital status (0 = non-married; 1 = married), and family status 

(having children) (0 = without children; 1 = with children) were dichotomised variables. 

Rank was coded as (1 = junior police constable; 2 = senior police constable; 3 = sergeant; 4 = 

station sergeant).   

 

3.4.3 Quantitative secondary survey data analysis - SEM 

Previous studies have adopted regression for data analysis (Li et al., 2021a; Li et al., 

2021b; Li et al., 2018). Alternatively, SEM was used to analyze the data. SEM is a flexible 

and powerful statistical analytical method (Nachtigall et al., 2003). It can deal with latent 

variables, observed variables, and the associated measurement errors simultaneously when 

analyzing data, resulting in greater reliability and validity of observed scores from 

measurement instruments (Schumacker & Lomax, 2004). Through considering the 

measurement errors, SEM can test the hypothesized model more accurate than regression 

(Indranarain, 2017; Jaccard, 1996). SEM can also analyze multiple observed variables and 

more sophisticated theoretical models, advancing the understanding of the complex causal 

relationships among variables (Schumacker & Lomax, 2004). These are the reasons why 

SEM was used.  
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Secondary survey data analysis included three parts; (1) descriptive analysis; (2) 

bivariate analysis; and (3) SEM analysis. For descriptive results, descriptive statistics of 

demographic characteristics, and descriptive statistics and reliability test results of variables 

were presented. For bivariate results, correlations between variables were presented. For 

SEM results, CFA results, model fit statistics, and path analysis results were presented. 

Before estimating SEM, CFA was conducted and model fit statistics were reported. CFA is 

conducted to determine if the theoretically driven indicators are loaded onto their respective 

factors. For CFA, a cutoff point of .40 is acceptable for factors loadings (Stevens, 2002). 

Factors loadings of each indicator with the respective variables were reported. The maximum 

likelihood was used to estimate model parameters. Model fit statistics including (1) the value 

of chi-square (χ2), degree of freedom (df), and associated p-value; (2) the comparative fit 

index (CFI); (3) the Tucker–Lewis index (TLI); (4) the root mean square error of 

approximation (RMSEA); and (5) the standardized root mean square residual (SRMR) were 

reported (Kline, 2015). As for the value of χ2, the smaller the better (Hooper et al., 2008; 

Schermelleh-Engel et al., 2003). Recommendation for df ranges from 2-5 (Hooper et al., 

2008). Value larger than .05 for χ2 associated p-value indicates a good model fit (Barrett, 

2007; Hooper et al., 2008; Schermelleh-Engel et al., 2003). Value greater than .95 for CFI 

and TLI, value smaller than .05 for RMSEA, and value smaller than .08 for SRMR indicate a 

good model fit (Hooper et al., 2008; Kline, 2015; Rosenthal, 2017; Schermelleh-Engel et al., 

2003). For path analysis results, the direct, indirect, and total effects of the exogenous 

variables on the endogenous variable were presented. The statistical software of Mplus 

(version 8.10) was used.  

 

To support mediation, the following conditions should be fulfilled; (1) Job demands 

(organizational stressors, operational stressors, public stressors, and pandemic stressors) are 
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negatively related to work engagement; (2) Job resources (supervisory support and internal 

procedural justice) are positively related to work engagement; (3) Work engagement is 

negatively related to work-related stress; (4) the relationship between job demands 

(organizational stressors, operational stressors, public stressors, and pandemic stressors) and 

work-related stress becomes weaker (partial mediation) or non-significant (full mediation) 

after adding work engagement; and (5) the relationship between job resources (supervisory 

support and internal procedural justice) and work-related stress becomes weaker (partial 

mediation) or non-significant (full mediation) after adding work engagement (see Figure 3. 2 

The conceptual framework and Figure 3. 3 Details of each component). Solid lines represent 

the direct relationships while dotted lines represent mediating relationships. Demographic 

characteristics including age, gender, education, marital status, family status (having 

children), rank, and tenure were controlled. 

 

Figure 3. 2 The conceptual framework 
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Figure 3. 3 Details of each component 
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3.5 Study Three (A contextual understanding of work-related stress among Hong Kong police 

officers: Qualitative interviews with a timeline approach) 

Study Three is intended to identify the context, process, scenario, and subjective 

experiences of work-related stress among Hong Kong police officers. A semi-structured 

interview is based on some pre-prepared questions which remains a natural conversation 

between the interviewees and the interviewers (Hesse-Biber & Leavy, 2010). Conducting 

semi-structured interviews are beneficial to both interviewees and interviewers. Interviewees 

are given freedom to share their experiences or stories (Hesse-Biber & Leavy, 2010). 

Interviewers can gain richer data (Smith, 1995) and thus achieve richness of a particular 

topic. A timeline reflects a participant’s life events which are placed in chronological order 

(Berends, 2011; Kolar et al., 2015). Using timelines offer the following four advantages; (1) 

provide a concise and comprehensive form of presentation; (2) have a better understanding 

regarding participants’ important life experiences; (3) recall sequential personal events; and 

(4) enhance participants’ engagement (Berends, 2011; Gramling & Carr, 2004; Kendellen & 

Camiré, 2019; & Kolar et al., 2015). In this study, the timeline approach can not only help the 

student researcher to understand lived experiences of Hong Kong police officers at different 

time phases throughout the COVID-19 pandemic but also enhance their engagement during 

the semi-structured interviews. Berends (2011) pointed out three advantages of combining 

qualitative interviews with timelines; (1) facilitating data management; (2) increasing data 

quality; and (3) enabling insightful analysis.  

 

3.5.1 Participants  

To get access to the potential interviewees, a couple of meetings were conducted with 

the JPOA beforehand. An information sheet including the objectives of the study, research 

procedure, permission for audio recording, potential benefits and risks with participation in 
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the study, voluntary nature of participation, anonymity and confidentiality issues, the right to 

withdraw, and the use of data collected, was introduced to the JPOA. With the help from the 

JPOA and the process of screening, eligible interviewees were invited to participate in this 

study. Inclusion criteria are police officers having served in the Hong Kong Police Force for 

over three years at the time of interview and started their duty before 2019. 

 

In Study Three, semi-structured interviews using a timeline approach were conducted 

with 16 Hong Kong police officers. Police officers, who have relevant experiences and can 

provide rich information regarding their work-related stress, were recruited using purposive 

sampling method. Purposive sampling method refers to that researchers purposively choose 

participants who have particular characteristics that are related to the research objectives and 

questions (Rai & Thapa, 2015; Tracy, 2013). It is a widely used sampling method in 

qualitative research (Palinkas et al., 2015) which is cost-effective and time-effective (Rai & 

Thapa, 2015).  

 

As shown in Table 3. 2, to achieve symbolic representation and diversity for the 

sample, quotas are set to include participants with different genders, marital status, and 

tenure. Demographic characteristics including gender (male, female), marital status (married, 

unmarried) and tenure (less than 12 years, more than 12 years) are combined in the following 

sample matrix table. According to the WSWE study conducted by Li and colleagues, the 

average tenure among the Hong Kong police officers is 12 years. Therefore, those who have 

more than 12 years of tenure are considered as more experienced while those who have less 

than 12 years of tenure are considered as less experienced.  
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Table 3. 2 Sample matrix for purposive sampling of participants 

Gender Marital status Tenure Total 

Less than 12 years More than 12 years 

Male Married 2 2 4 

Unmarried 2 2 4 

Female Married 2 2 4 

Unmarried 2 2 4 

Total  8 8 16 

 

3.5.2 Qualitative data collection procedure and questioning techniques  

Pilot testing of the semi-structured interview guide was conducted with two 

participants in December 2021. Through pilot testing, researchers are given opportunities to 

refine the interview questions and the data collection procedures (Creswell, 2018b).  

 

In particular, semi-structured interviews were conducted with a timeline approach. To 

frame data collection, a semi-structured interview guide was developed (see Figure 3. 4 

Semi-structured interview guide) and a timeline sheet was also prepared. The timeline tool is 

an A4 sheet with visual information and a horizontal line in which emotions or feelings for 

each time phase were plotted above the line. The timeline is set from late January 2020 to the 

time of interview. For easier orientation, the timeline includes three time phases to indicate 

five waves of COVID-19 in Hong Kong. The first time phase is from late January 2020 to 

June 2020, indicating the first and second wave of COVID-19. The second time phase is from 

July 2020 to December 2021, indicating the third and fourth wave of COVID-19. The third 

time phase is from January 2022 to the time of interview, indicating the fifth wave of 

COVID-19.  

 

During the interviews, interviewer showed the timeline sheet (with visual 

information) to the interviewees. Interviewer then described the significant events occurred in 
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that particular time phase that aimed at recalling and facilitating interviewees’ memory and 

expression of thoughts respectively. The timelines were implemented in parallel with the 

semi-structured interviews. Interviewees were encouraged to write down any emotions or 

feelings in that particular time phase on the timeline sheet, following by answering the 

questions according to the semi-structured interview guide. Through constructing the 

timeline, the work-related stress experiences can not only be made centred of the interview 

(Kolar et al., 2015) but also organized tidily. With verbal description, interviewer can get rich 

contextual details.  

 

To facilitate data collection, the following questioning techniques were adopted. Two 

types of questions, content mapping questions and content mining questions were asked. 

Content mapping questions are asked to introduce the research scope (Legard et al., 2003). 

Content mining questions are asked to explore the details of a topic of interest, achieving the 

breadth and depth (Legard et al., 2003).  

 

Two types of content mapping questions (i.e. ground mapping questions and 

dimension mapping questions) were asked. Ground mapping questions are the first questions 

asked (Legard et al., 2003) to introduce the topic of interest. As shown in Figure 3. 4, during 

the interviews, “can you write down your feeling(s) or emotion(s)?” was asked in each time 

phase. Here, interviewees can thus get a brief idea of the coverage of this interview. 

Dimension mapping questions are then asked to narrow the topic of interest (Legard et al., 

2003), moving from a brief idea to a focus of specific dimensions in this interview. As shown 

in Figure 3. 4, “Can you tell me about the changes in your organization e.g. staff shortages, 

supervisory support/communication/trust, internal procedural justice in this time phase?” and 

“Can you tell me about the changes in your work nature/content e.g. working hour, shift 
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work, contact with the public, any extra work bought by the COVID-19 pandemic in this time 

phase?” were asked. With these dimension mapping questions, the interviews can not only be 

structured into three time phases but also divided into several dimensions, ensuring the 

interviews can flow smoothly.  

 

Two types of probes of content mining questions (i.e. amplificatory probes and 

explanatory probes) were used. Amplificatory probes are used to encourage interviewees to 

further elaborate (Legard et al., 2003). As shown in Figure 3. 4, “Are these changes related to 

your work-related stress?” is an example of using amplificatory probes. Interviewees verbally 

described their work-related stress in detail regarding each dimension in each time phase. 

Explanatory probes are used to probe the explanations of events etc. (Legard et al., 2003). As 

shown in Figure 3. 4, following “Are these changes related to your work-related stress?”, 

“Why?” was asked and it is an example of using exploratory probes. Interviewees were given 

opportunities to explain the underlying reasons of their work-related stress regarding each 

dimension in each time phase. To further elaborate, “Any other determinant(s) that cause you 

feel stressful at work?” was asked and it is also an example of using amplificatory probes. 
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 Figure 3. 4 Semi-structured interview guide
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As shown in Figure 3. 5, there are four phases in the semi-structured interviews. 

Before the interviews, the interviewer introduced herself, the information sheet, and informed 

consent. The information sheet includes the objectives of the study, research procedure, 

permission for audio recording, potential benefits and risks with participation in the study, 

voluntary nature of participation, anonymity and confidentiality issues, the right to withdraw, 

and the use of data collected. Interviewees were provided time to read the information sheet, 

give informed consent, complete a demographic information survey, and ask questions if they 

had any. At the beginning of the interviews, building rapport is important in making the 

interviewees feel comfortable (Tracy, 2013). To build rapport, a very easy and inviting 

question was asked. Also, to build a closer relationship, the interviewer showed empathy by 

recognizing the tough working condition of the police officers. During the interviews, to 

identify the context, process, scenario, and subjective experiences of work-related stress 

among Hong Kong police officers, questions were asked according to the semi-structured 

interview guide. Towards the end of the interviews, questions regarding demographics and 

work-related stress were asked. The demographic questions are placed at the end to avoid 

interference with rapport building (Tracy, 2013). The interviewer also asked the interviewees 

for any other information to be shared. To close the interviews nicely, the interviewer 

expressed gratitude, reassure the confidentiality of information provided, and assure potential 

future interviews. 
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Figure 3. 5 Phases of the semi-structured interviews 

 

3.5.3 Qualitative data analysis  

All interviews were audio recorded and then transcribed. Alongside with the 

deductive approach, template analysis was applied to analyze the qualitative data. Details of 

the process of qualitative data analysis are presented.  

 

A deductive approach 
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A deductive approach was used for data analysis. A deductive approach “is a top 

down approach that works with existing framed and theoretically rooted constructs and 

theories that guide data analysis.” (Pandey, 2018, p.147). In other words, theory-driven codes 

(Boyatzis, 1998). With the deductive approach, researchers develop the initial template on the 

basis of theories or existing literatures (Azungah, 2018; Fereday & Muir-Cochrane, 2006). In 

Study Three, the initial template was developed based on the theory, the literature reviews, 

and the concepts investigated in Study Two (i.e. organizational stressors, operational 

stressors, public stressors, pandemic stressors, supervisory support, and internal procedural 

justice).  

 

Template analysis 

Along with the deductive approach, template analysis was applied for data analysis. 

Template analysis is a technique of thematic analysis (King, 2012) in which textual data are 

thematically analyzed and organized (King, 2004). Template analysis involves producing 

codes (i.e. templates), representing themes identified in the textual data (King, 2004). 

Commonly, the relationship between templates and themes is organized hierarchically. 

Researchers can group similar codes together to form higher-order codes. This is hierarchical 

coding, one of the key features of template analysis (King, 2004, 2012). Building on existing 

theory, an initial template was developed (Brooks et al., 2015). Using an initial template is 

another distinctive feature of template analysis (Brook et al., 2015). It is helpful in 

conducting the semi-structured interviews and guiding data analysis. The initial template can 

be modified, through insertion, deletion, merging, changing the scope, and changing the 

higher-order classification, to form the final template (King, 2012). The process of forming 

the final template is iterative (Brooks et al., 2015). For example, researcher can develop the 

initial template on the basis of theory or preliminary scanning of the first few interview 
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transcriptions (Brooks et al., 2015; Fereday & Muir-Cochrane, 2006) and apply it to the 

remaining transcriptions, and thus the researcher can get a revised and then the final template 

(Brooks et al., 2015). The final template can be applied to the full dataset (Brooks et al., 

2015). One greatest advantage of template analysis is its flexibility (Brooks et al., 2015; 

King, 2004, 2012). With template analysis, researchers can deal with the data systemically 

(King, 2012). Nevertheless, novice researchers may feel uncertain when making analytic 

decisions (King, 2004). This may lead to over-simplicity of templates and thus researchers 

cannot get in-depth interpretations on one hand. On the other hand, this may lead to over-

complexity in which researchers cannot manage.  

 

Process of qualitative data analysis 

There are seven steps in the process of qualitative data analysis. Firstly, the initial 

template was developed based on the theory, the literature reviews, and the concepts 

investigated in Study Two. Secondly, all interviews were transcribed. Thirdly, the interviewer 

tried to be familiar with the transcriptions by reading them repeatedly. Fourthly, the initial 

template was modified to form the revised template. Next, the revised template can be 

modified during data coding (if necessary). Lastly, the final template was formed, and it was 

applied to the full dataset.  

 

3.5.4 Qualitative data quality 

To ensure trustworthiness in qualitative research, Guba and Lincoln (1989) pointed 

out four criteria; (1) credibility; (2) transferability; (3) dependability; and (4) confirmability. 

Firstly, credibility is concerned with the confidence in the truth of the results of the 

participants in the context. Guba and Lincoln (1989) suggested six techniques, including 

prolonged engagement, persistent observation, peer debriefing, negative case analysis, 
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progressive subjectivity, and member checks, to establish credibility. Credibility in Study 

Three was achieved through conducting negative case analysis and developing reflexivity 

towards the results. Furthermore, the student researcher and the supervisor had discussions 

about the data analysis method and process during the bi-weekly supervision meetings. The 

supervisor also monitored the research process. Secondly, transferability refers to the degree 

of the results to be transferred to other samples in other contexts. A key technique to establish 

transferability is thick description (Guba & Lincoln, 1989) so that other researchers can 

evaluate whether it is transferable to their situations (Guba & Lincoln, 1989; Maher et al., 

2018). In this study, transferability was achieved with a detailed and rich description 

regarding time, place, setting, participants, processes, and template. Thirdly, dependability 

refers to “the stability of the data over time” (Guba & Lincoln, 1989, p.242). Dependability 

can be established through dependability audit, involving an inquiry auditor (i.e. an outside 

person who has no connection with the current study) to examine the process (Guba & 

Lincoln, 1989; Lincoln & Guba, 1985). Fourthly, confirmability is concerned with the results 

that are confirmed by the participants and contexts but not the bias, interests, perspectives, 

and values of the researchers. Confirmability can be established through confirmability audit 

which is aimed to examine the products (data, results, and interpretations) by an inquiry 

auditor (Guba & Lincoln, 1989; Lincoln & Guba, 1985). Both dependability and 

confirmability in this study were achieved through the discussions about the process, results, 

and interpretations of data between the student researcher and the supervisor during the bi-

weekly supervision meetings.  

 

Both dependability audit and confirmability audit in this study were achieved 

concurrently using the audit trail (Lincoln & Guba, 1985) that composes of six file types 

(Schwandt & Halopern, 1988). The first file type (i.e. raw data files) includes timelines, audio 
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recordings, and transcriptions. The second file type (i.e. data reduction files) includes 

category of codes, higher order codes, themes, and the initial template. The third file type (i.e. 

data reconstruction files) includes hierarchy of codes, higher order codes, themes, the final 

template, results, discussion, and thesis. The fourth file type (i.e. process notes) includes 

methodological notes and trustworthiness notes. The former consists of description of study 

design, sampling method, sampling matrix, semi-structured interview guide, and proposed 

qualitative data analysis plan while the latter consists of involvement of a debriefer and a 

thick description. The fifth file type (i.e. notes about intentions and motivations) includes 

research proposal and personal notes. The former consists of research goals, research 

objectives, research questions, theoretical background, literature review, and planned 

methodology whereas the latter consists of self-reflection. The sixth file type (i.e. 

instruments, tools, and resources) consists of pilot semi-structured interview guide, Mplus, 

and MAXQDA.  

 

3.6 Ethical considerations 

For Study Two, permissions were gained from the principal investigator before using 

the survey data. In the original study, the participants read the invitation letter and gave 

informed consent before participation. By reading the invitation letter and giving informed 

consent, they understood the objectives of the study, research procedure, potential benefits 

and risks with participation in the study, voluntary nature of participation, anonymity and 

confidentiality issues, and the right to withdraw. The original data has no identifying 

information.  

 

Ethical issues should be taken into consideration during different phases of the 

qualitative research process (Creswell, 2018b). Before conducting Study Three, ethical 
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approval was sought from the Hong Kong Polytechnic University Institutional Review Board 

(reference number: HSEAR20220610002). Permissions to collect data from participants were 

also gained from the JPOA (gatekeeper). Before the interviews, participants were well 

informed of the objectives of the study, research procedure, permission for audio recording, 

potential benefits and risks with participation in the study, voluntary nature of participation, 

anonymity and confidentiality issues, the right to withdraw, and the data collected was used 

for writing this research. They were invited to offer their consent to have audio recording of 

the interview, let the researcher use the data for her PhD study, and future publications. As 

face-to-face interviews were conducted, written informed consent was obtained. Participants 

gave consent by signing the consent form. During the interviews, participants were given 

opportunities to share their stressful experiences, in case of any emotional feelings may arise, 

they can decide if they want to continue, take a break, or even withdraw from the interviews 

at any time without giving any reasons. Upon request, the researcher is ready to provide help. 

More importantly, to ensure anonymity, confidentiality, and privacy, researcher used 

composite stories. No identifying information was collected. Only the researcher has access 

to the data. Data were used for the objective of the study only. All data were securely stored 

in a password-protected computer and destroyed after completion of the research and 

publications.  

 

3.7 Anticipated challenges  

Two challenges are anticipated. First, one challenge of conducting qualitative 

interviews is rapport building (Gubrium, 2012). Police officers’ suspicious attitude towards 

outsiders (Chan, 2011) can be a barrier of rapport building. Following the social movements 

since 2019, the trust between police officers and the public is lost, making it even more 

difficult to build rapport. Therefore, to build rapport, some easy and inviting questions were 
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asked at the beginning of the interviews. Besides, the demographic questions are placed at the 

end of the interviews to avoid interference with rapport building (Tracy, 2013). Second, 

given the small number of female police officers, it can be difficult to recruit them, leading to 

an unrepresentativeness. With the help from the gatekeeper, an even distribution between 

male and female police officers was successfully recruited.  

 

This chapter has presented the methodology, with descriptions and rationales of the 

research design and each study. Study One intends to categorize the factors influencing 

police work-related stress directly or indirectly from a multi-level perspective. The aim of 

Study Two is to examine predictors and mediators of work-related stress among Hong Kong 

police officers. Study Three using the semi-structured interviews with a timeline approach 

that aims at identifying the context, process, scenario, and subjective experiences of work-

related stress among Hong Kong police officers. By conducting three interlocking and 

sequential studies, a comprehensive and in-depth understanding of work-related stress among 

Hong Kong police officers can be gained.   
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CHAPTER 4: STUDY ONE (FACTORS INFLUENCING POLICE WORK-RELATED 

STRESS: A SCOPING REVIEW) 

A categorization of the factors affecting work-related stress among police officers in 

the existing literatures is of importance. To provide this categorization, the first objective of 

Study One (the current study) is to consider the factors influencing police work-related stress 

from a multi-level perspective while the second objective is to examine the predictors, 

mediators, and moderators of police work-related stress. This study seeks to answer the 

following two research questions; (1) How can the factors influencing police work-related 

stress be categorized at different levels? and (2) What are the direct and indirect factors 

influencing police work-related stress?. Using a scoping review approach underpinned by the 

six-stage methodological framework, predictors of police work-related stress were 

categorized into six types while four mediators and three moderators were found.  

 

4.1 Previous reviews and identified research gaps  

In the past few years, there were several systematic reviews conducted that aimed at 

analysing and synthesizing the sources of police work-related stress. For example, Purba and 

Demou (2019) completed a systematic review of the relevant articles published between 1990 

and 2017. Fifteen articles conducted with cross-sectional design across four continents were 

included. The results found significant associations between organisational stressors and 

different mental health outcomes for police officers. Besides, Wagner and colleagues (2019) 

reviewed sixteen articles published from 2006 to 2018 in nine countries. Their work focused 

on sociodemographic factors, other individual difference factors, organizational factors, and 

critical incident related factors of police officers’ anxiety and depression. Moreover, in 

Galanis and colleagues (2021)’s systematic review, 29 studies published between 1985 and 

2018 across fourteen countries were selected. Risk factors for stress were summarised into 
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the following five categories; (1) demographic characteristics; (2) job characteristics; (3) 

lifestyle factors; (4) negative coping strategies; and (5) negative personality traits. All these 

systematic reviews have provided a solid foundation for police work-related stress studies. 

 

However, four research gaps were identified from the aforementioned reviews. 

Firstly, existing literatures seem to have a heavy attention paid on individual and 

organisational stressors but scarcely examined family and community stressors. Secondly, 

although existing literatures have mainly investigated the correlates of police work-related 

stress, whether the correlates are predictor, mediator, or moderator remain ambiguous. 

Thirdly, a majority of the studies were based on the Western context, so understanding police 

work-related stress in the non-Western context is lacking. Lastly, many studies were 

conducted using quantitative methodology but researchers rarely investigated this topic using 

qualitative methodology.   

 

4.2 The current review 

To fill these research gaps, there are two objectives of this scoping review. Through 

looking at worldwide publications and both quantitative and qualitative studies, the first 

objective is to consider the factors influencing police work-related stress from a multi-level 

perspective while the second objective is to examine the predictors, mediators, and 

moderators of police work-related stress. Although the JD-R model and the JDC model are 

widely applied to understand police officers’ stress at the organizational level, stressors at 

other levels (e.g. family and community) are not taken into consideration. Therefore, a multi-

level perspective is necessary to be adopted in this scoping review. The current review is 

important in three-folds. This is one of the first scoping reviews to categorize the factors 

influencing police work-related stress directly or indirectly from a multi-level perspective. 
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Conducting a scoping review to identify the sources of police work-related stress is important 

in three aspects; (1) for individuals (the well-being of police officers); (2) for organization 

(the goodness of police organizations); and (3) in community (for the safety of the public). 

Results from this scoping review may offer possible practices to be implemented at different 

levels to reduce work-related stress in policing context. 

 

4.3 Methods 

The approach of this scoping review was guided by the six-stage methodological 

framework (Arksey & O'Malley, 2005). The six stages include; (1) identifying the research 

question(s); (2) identifying relevant studies; (3) study selection; (4) charting the data; (5) 

collating, summarizing, reporting the results; and (6) consultation exercise (Arksey & 

O'Malley, 2005).  

 

4.3.1 Literature search  

The following electronic databases were used (i.e. MEDLINE, Web of Science, 

Sociological Abstracts, Scopus, PsycINFO, PsychiatryOnline, and grey literature sources). 

Web of Science and Scopus are commonly used to cover social sciences topic. MEDLINE, 

Sociological Abstracts, PsycINFO, and PsychiatryOnline are used to find health-related 

articles, additional and relevant articles, psychological articles, and psychiatric articles 

respectively. To capture the relevant articles, the key concepts and their search terms were 

developed and grouped into three areas. The first key concept is “stress”, “strain”, “pressure”, 

“tension”, and “burnout” are considered as search terms. The second key concept is 

“predictor”, “antecedent”, “cause”, “contributing factor”, “stressor”, “risk factor”, “source”, 

and “origin” are considered as search terms. The third key concept is “police”, “policeman”, 

“policewoman”, and “police officer” are considered as search terms.  
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4.3.2 Selection of studies and data extraction  

Studies were selected based on a number of inclusion and exclusion criteria. Studies 

were included if; 

1. Published between 2011 and 2020 (the time period is limited from 2011 to 2020 in 

order to yield the most current results and reflect the rise of demonstrations and 

protests in this decade) 

2. Written in English  

3. Included police officers 

4. Empirical papers 

Studies were excluded if; 

1. Published before the year of 2011 

2. Non-English 

3. Included employees from non-policing occupations 

4. Book review, conference reports, dissertation, and editorials  

Inclusion and exclusion criteria are listed in Table 4. 1.  

 

Table 4. 1 Inclusion and exclusion criteria 

 

Criterion    Inclusion   Exclusion   

Time period   2011-2020  Before the year of 2011  

  

Language   English   Non-English   

Sample   Police officers 

 

 

Employees from non-policing 

occupations 

Types of study Empirical papers  

 

Book review   

Conference reports   

Dissertation 

Editorials  

 

Using MEDLINE, Web of Science, Sociological Abstracts, Scopus, PsycINFO, 

PsychiatryOnline, and grey literature sources, a total of 2,211 articles were found. After 
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removing the duplicated articles, 1,949 articles were identified. By viewing the titles and 

abstracts, 1,814 articles were irrelevant and thus excluded. The excluded reasons included; 

(1) not related to police work-related stress; (2) police work-related stress is not an outcome 

variable; (3) non-police officers; (4) included non-policing occupations in the same study; (5) 

intervention; (6) review; (7) non-empirical study; and (8) not predictor-outcome study. After 

excluding the irrelevant articles, 135 articles were identified. The full text version of the 

remaining articles was scrutinized. By scrutinizing the full text articles, 105 articles were 

excluded. The excluded reasons included; (1) police work-related stress is not an outcome 

variable; (2) included non-policing occupations in the same study; (3) methodological quality 

assessed; (4) intervention; (5)  descriptive study; (6) non-empirical study; (7) not predictor-

outcome study; (8) no access to full text; and (9) non-English. Finally, 30 articles were 

included (see Figure 4. 1 Flow diagram of the search process). 
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Figure 4. 1 Flow diagram of the search process  
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4.3.3 Assessment of methodological quality  

The methodological quality of the quantitative studies was assessed using the 

Checklist for Analytical Cross Sectional Studies developed by the Joanna Briggs Institute 

(2017a). The checklist consists of eight questions. Each question can be answered with “yes”, 

“no”, “unclear” or “not applicable” (see Table 4. 2 Assessment of methodological quality of 

quantitative studies). The methodological quality of the qualitative study was assessed using 

the Checklist for Qualitative Research developed by the Joanna Briggs Institute (2017b). The 

checklist consists of ten questions. Each question can be answered “yes”, “no”, “unclear” or 

“not applicable” (see Table 4. 3 Assessment of methodological quality of qualitative study). 

The methodological quality of the mixed-method study was assessed using the Evaluation 

Tool for ‘Mixed Methods’ Study Designs developed by Long (2005). This tool has seven 

review areas and consists of 52 questions in total (see Table 4. 4 Assessment of 

methodological quality of mixed-method study). 
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Table 4. 2 Assessment of methodological quality of quantitative studies 

 1. Were the 

criteria for 

inclusion in 

the sample 

clearly 

defined? 

2. Were the 

study 

subjects and 

the setting 

described in 

detail?  

3. Was the 

exposure 

measured in 

a valid and 

reliable 

way?  

4. Were 

objective, 

standard 

criteria used 

for 

measurement 

of the 

condition? 

5. Were 

confounding 

factors 

identified? 

6. Were 

strategies to 

deal with 

confounding 

factors stated? 

7. Were the 

outcomes 

measured in 

a valid and 

reliable 

way? 

8. Was 

appropriate 

statistical 

analysis 

used? 

Wickramasing

he & 

Wijesinghe 

(2018)  

 

Yes Yes Yes Yes Yes Yes Yes Yes 

Seok et al. 

(2015) 

 

No Yes 

  

 

No Unclear No No No  Yes 

McCarty et al. 

(2019) 

 

No Yes Yes Yes Yes No Yes 

 

Yes 

Bishopp et al. 

(2018) 

 

Unclear Yes Yes Yes Yes No Yes Yes 

Yun et al. 

(2015) 

 

No Yes Yes Yes Yes Yes Yes Yes 

Ivie & 

Garland  

(2011) 

 

No Yes Unclear  Yes Yes Yes Unclear Yes 
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Rose & 

Unnithan 

(2015) 

 

No Yes Yes Yes Yes Yes Yes Yes 

Bano & Talib 

(2014) 

 

No Yes No  Yes No  

 

No No Yes  

Backteman-

Erlanson et al. 

(2013) 

 

Unclear No Yes Yes No No Yes Yes 

Gächter et al. 

(2011a) 

 

No Yes No  Yes Yes Yes No Yes 

Gächter et al. 

(2011b) 

 

No Yes No  Yes Yes Yes No Yes 

Padilla (2020) No Unclear Yes Yes No  

 

No Yes 

 

Yes 

Marcos et al. 

(2019) 

 

No Yes Yes 

 

Yes No No Yes Yes 

Galanis et al. 

(2019) 

 

No Yes Yes Yes Yes  Yes Yes 

 

Yes 

Griffin & Sun 

(2018) 

No Yes Yes Yes Yes Yes Yes 

 

Yes 



91 
 

 

Lambert et al. 

(2018) 

 

No Yes Yes 

 

Yes Yes Yes Yes Yes 

Tsai et al. 

(2018) 

 

No Yes Yes Yes No  No Yes Yes  

Frank et al. 

(2017) 

 

No Yes Unclear Yes Yes  Yes Unclear Yes 

Kula (2017) No Yes Yes Yes Yes Yes Yes 

 

Yes 

Lambert et al. 

(2017) 

 

No Yes No  Yes Yes Yes No Yes 

Padyab et al. 

(2016) 

 

No Yes No  

 

 

Yes Yes Yes No Yes 

Rotenberg et 

al. (2016) 

 

No No Yes Yes No No Yes Yes 

Everding et al. 

(2016) 

No Unclear No  Yes Yes Unclear No  

 

Yes 

Singh & 

Nayak (2015) 

No Yes Yes Yes Yes Yes Yes 

 

Yes 

McCarty 

(2013) 

 

No Yes No  

 

Yes Yes Unclear No Yes 
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De 

la Fuente Sola

na et al. 

(2013) 

 

No Yes No  

 

Yes No No No Yes 

Garbarino et 

al. (2011) 

No Yes Unclear  Yes No  

 

No Unclear 

 

Yes 

Vuorensyrjä & 

Mälkiä (2011) 

 

Yes Yes Yes Yes Yes Yes Yes Yes 

Redman et al. 

(2011) 

 

No Yes No  

 

Yes Yes 

 

Yes No Yes 

Ermasova et 

al. (2020) 

 

No Yes No  Yes No  No No  Yes 

Violanti et al. 

(2018) 

 

Yes Yes Yes Yes Yes Yes Yes 

 

Yes 

Johnsen et al. 

(2017) 

 

No Yes No  Yes No No No Yes 

Kumar & 

Kamalanabhan 

(2017) 

 

Unclear Unclear Yes Yes No 

 

No Yes 

 

Yes 

Smoktunowicz 

et al. (2015) 

 

No Yes Yes Yes Yes Yes Yes Yes 
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Wang et al. 

(2014) 

 

No No Yes Yes No  

 

No Yes 

 

Yes 

McCarty & 

Skogan (2013) 

 

No Yes Yes Yes Yes Yes Yes Yes 

Nathawat & 

Dadarwal 

(2014) 

No Yes 

 

 

No  

 

Yes No  No No Unclear 
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Table 4. 3 Assessment of methodological quality of qualitative study 

Study 1. Is there 

congruity 

between the 

stated 

philosophical 

perspective 

and the 

research 

methodology? 

2. Is there 

congruity 

between the 

research 

methodology 

and the 

research 

question or 

objectives? 

3. Is there 

congruity 

between the 

research 

methodology 

and the 

methods used 

to collect 

data? 

4. Is there 

congruity 

between the 

research 

methodology 

and the 

representation 

and analysis 

of data? 

5. Is there 

congruity 

between the 

research 

methodology 

and the 

interpretation 

of results? 

6. Is there a 

statement 

locating the 

researcher 

culturally or 

theoretically? 

7. Is the 

influence 

of the 

researcher 

on the 

research 

and vice -

versa, 

addressed? 

8. Are 

participants, 

and their 

voices, 

adequately 

represented? 

9. Is the 

research 

ethical 

according 

to current 

criteria or, 

for recent 

studies, and 

is there 

evidence of 

ethical 

approval by 

an 

appropriate 

body? 

10. Do the 

conclusions 

drawn in the 

research 

report flow 

from the 

analysis, or 

interpretation 

of the data? 

Sayed 

et al. 

(2019) 

Unclear Yes Yes Yes Yes No No Yes Yes Yes 
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Table 4. 4 Assessment of methodological quality of mixed-method study 

Review Area Key Questions Answer 
(1) STUDY EVALUATIVE OVERVIEW 
Bibliographic 
Details 

 Author, title, source (publisher and place of 
publication), year 

Shweta Singh and Sujita Kumar Kar, Sources of occupational 
stress in the police personnel of North India: an exploratory 
study, Indian Journal of Occupational and Environment 
Medicine, 2015  
 

Purpose  What are the aims of this paper? 
 If the paper is part of a wider study, what are its 

aims? 

Explore various sources of stress among police personnel  

Key Findings  What are the key findings? Police personnel experience occupational stress. The sources 
of stress are different for different ranks of police personnel 

Evaluative 
Summary 

 What are the strengths and weaknesses of the study 
and theory, policy and practice implications? 

In response to the increasing level of stress among police, 
interventions should be targeted for different sources of stress 
in different populations 

(2) STUDY AND CONTEXT (SETTING, SAMPLE AND OUTCOME MEASUREMENT) 

The study  What type of study is this? 

 What was the intervention? 

 What was the comparison intervention? 

 Is there sufficient detail given of the nature of the 

intervention and the comparison intervention? 

 What is the relationship of the study to the area of 

the topic review? 

 Exploratory  

 NA 

 NA 

 NA 

 Specific in this country, studies were conducted using 

sociological survey but a lack of psychological 

research work on this topic  

Context: (1) 

Setting 
 Within what geographical and care setting is the 

study carried out? 

 What is the rationale for choosing this setting? 

 Is the setting appropriate and/or sufficiently specific 

for examination of the research question? 

 Is sufficient detail given about the setting? 

 Indian policing context (six districts of Uttar Pradesh; 

Lucknow, Meerut, Noida, Varanasi, Raibareilly and 

Ghazipur) 

 The selected location is one of the largest, most 

populous, diverse and, above all, the most politically 

important state 

 Yes 
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 Over what time period is the study conducted?  Yes 

 Not stated  

Context II: Sample  What was the source population? 

 What were the inclusion criteria? 

 What were the exclusion criteria? 

 How was the sample (events, persons, times and 

settings) selected? (For example, theoretically 

informed, purposive, convenience, chosen to explore 

contrasts) 

 Is the sample (informants, settings and events) 

appropriate to the aims of the study? 

 If there was more than one group of subjects, how 

many groups were there, and how many people were 

in each group? 

 Is the achieved sample size sufficient for the study 

aims and to warrant the conclusions drawn? 

 What are the key characteristics of the sample 

(events, persons, times and settings)? 

 Indian police personnel from six districts of Uttar 

Pradesh; Lucknow, Meerut, Noida, Varanasi, 

Raibareilly and Ghazipur 

 No inclusion 

criteria  

 No exclusion 

criteria  

 Not clearly stated 

 Yes 

 3 groups, each 

group with 100 

participants  

 Not clear  

 All males, 100 constables, 100 inspector, and 100 

officers 

Context III: 

Outcome 

Measurement 

 What outcome criteria were used in the study? 

 Whose perspectives are addressed (professional, 

service, user, carer)? 

 Is there sufficient breadth (e.g. contrast of two or 
more perspective) and depth (e.g. insight into a 
single perspective)? 

 Occupational stress questionnaire and 10 open-ended 

questions based on the personal experience about 

various sources of stress by the respondents 

 Respondents 

 Yes  

(3) ETHICS 

Ethics  Was Ethical Committee approval obtained? 

 Was informed consent obtained from 

participants of the study?  

 How have ethical issues been adequately 

 Not clear  

 Yes 

 Not stated  
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addressed? 

(4) GROUP COMPARABILITY 

Comparable 

Groups 

 If there was more than one group was analysed, 

were the groups comparable before the 

intervention? In what respects were they 

comparable and in what were they not? 

 How were important confounding variables 

controlled (e.g. matching, randomisation, or in 

the analysis stage)? 

 Was this control adequate to justify the author's 

conclusions?  

 Were there other important confounding 

variables controlled for in the study design or 
analyses and what were they? 

 Did the authors take these into account in their 

interpretation of the findings? 

 NA 

 NA 

 NA 

 No 

 No 

(5) QUALITATIVE DATA COLLECTION AND ANALYSIS 

Data 

Collection 

Methods 

 What data collection methods were used in the 

study? (Provide insight into: data collected, 

appropriateness and availability for independent 
analysis) 

 Is the process of fieldwork adequately described? 

(For example, account of how the data were 

elicited; type and range of questions; interview 

guide; length and timing of observation work; 

note taking) 

 Interview 

 Yes 
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Data analysis   How were the data analysed? 

 How adequate is the description of the data 

analysis? (For example, to allow reproduction; steps 

taken to guard against selectivity) 

 Is adequate evidence provided to support the 

analysis? (For example, includes original / raw data 

extracts; evidence of iterative analysis; 

representative evidence presented; efforts to 

establish validity - searching for negative evidence, 

use of multiple sources, data triangulation); 

reliability / consistency (over researchers, time and 

settings; checking back with informants over 

interpretation) 

 Are the findings interpreted within the context of 

other studies and theory? 

 Not stated  

 Not very adequate 

 Yes 

 No 

Researcher’s 

Potential Bias 

 What was the researcher's role? (For 

example, interviewer, participant observer) 

 Are the researcher’s own position, assumptions and 
possible biases outlined? (Indicate how these could 
affect the study, in particular, the analysis and 

interpretation of the data) 

 Interviewer 

 No 

(6) POLICY AND PRACTICE IMPLICATIONS 

Implications  To what setting are the study findings 

generalisable? (For example, is the setting typical 

or representative of care settings and in what 

respects? If the setting is atypical, will this present 

a stronger or weaker test of the hypothesis?) 

 To what population are the study’s findings 

generalisable? 

 Is the conclusion justified given the conduct 

of the study (For example, sampling 

procedure; measures of outcome used and 

 Indian policing context 

 Indian police personnel  

 Yes 

 No implications for policy 

 Yes (make efforts at the various levels to reduce 

various sources of stress which are unique to each 

echelon) 
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results achieved?) 

 What are the implications for policy? 

 What are the implications for service practice? 

(7) OTHER COMMENTS 

Other 

comments 

 What was the total number of references 

used in the study? 

 Are there any other noteworthy features of 

the study? 

 List other study references 

 14 

 No 

 No 

 

Reviewer  Name of reviewer  

 Review date 

 Yuen Kiu Cheung  

 19 October 2020 
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4.4 Results 

4.4.1 Characteristics of the selected studies  

Characteristics of the selected studies included study design, location, and 

demographic information of the sample (see Table 4. 5 Summary of study characteristics and 

main findings).  

 

Study design 

Among the 30 selected studies, 29 used a quantitative design, among which 23 used 

questionnaires/surveys and six used secondary data (Gächter et al., 2011a, 2011b; Ivie & 

Garland, 2011; Rose & Unnithan, 2015; Smoktunowicz et al., 2015; Tsai et al., 2018). 

Among the 29 quantitative studies, 20 were a cross-sectional design. One selected study used 

a qualitative design and in-depth interviews (Sayed et al., 2019).    

 

Location   

This review included 30 articles from 12 locations, 14 from the US (Bishopp et al., 

2018; Gächter et al., 2011a, 2011b; Griffin & Sun, 2018; Ivie & Garland, 2011; McCarty, 

2013; McCarty et al., 2019; McCarty & Skogan, 2013; Padilla, 2020; Redman et al., 2011; 

Rose & Unnithan, 2015; Sayed et al., 2019; Tsai et al., 2018; Violanti et al., 2018), one from 

the UK (Rotenberg et al., 2016), one from Spain (Marcos et al., 2019), one from Greece 

(Galanis et al., 2019), one from Poland (Smoktunowicz et al., 2015), two from Sweden 

(Backteman-Erlanson et al., 2013; Padyab et al., 2016), one from Finland (Vuorensyrja & 

Malkia, 2011), one from Turkey (Kula, 2017), one from Sri Lanka (Wickramasinghe & 

Wijesinghe, 2018), five from India (Frank et al., 2017; Kumar & Kamalanabhan, 2017; 

Lambert et al., 2017; Lambert et al., 2018; Singh & Nayak, 2015), one from South Korea 

(Yun et al., 2015), and one from China (Wang et al., 2014).   
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Demographic information of the sample  

The demographic information of police officers in the selected studies varied in terms 

of age, gender, education, marital status, family status, race, rank, tenure, and job nature. The 

age of the sample ranged from 18 years to 80 years. The percentage of male participants 

ranged from 53% to 100% and the percentage of female participants ranged from 0% to 56%. 

The education received ranged from high school to postgraduate programmes. The 

percentage of married participants ranged from 44.6% to 83% and the percentage of 

unmarried participants ranged from 0.45% to 55.4%. The number of children ranged from 

zero to seven. The percentage of White participants ranged from 50% to 87% and the 

percentage of non-White participants ranged from 0.6% to 55%. The rank of the sample 

varied from gazetted officers, non-gazetted officers, police officers, sergeants, lieutenants, 

captains, officer trainees, agents, detectives, constables, corporals or below, supervisors, line 

officers, sub-inspectors, head constables, inspectors, and other positions. The length of tenure 

ranged from zero to 44 years. The job nature of the sample varied from patrol function, non-

patrol function, daily crime investigation, demanding crime investigation, public order and 

security, and working in an office. Noteworthy, although this scoping review covers police 

populations from a diverse background, a majority of them were male, White and US based 

police officers. Besides, not all the aforementioned demographic information were collected 

in the selected studies. 

 

4.4.2 Demographic predictors  

Demographic predictors of police work-related stress such as age, gender, education, 

marital status, family status, race, rank, tenure, and job nature were examined in the selected 

studies (see Table 4. 6 Demographic predictors of police work-related stress). Notably, not all 

the collected demographic information were analyzed for their correlations with work-related 
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stress. Besides, variations were observed on the results concerning demographic predictors of 

police work-related stress across the US, European countries and Asian countries. 

 

The US 

Examining demographic predictors and police work-related stress in the US, 

variations were observed. Regarding the prediction of age, mixed results were found. Some 

studies found that age was a significant demographic predictor (Gächter et al., 2011a, 2011b; 

Redman et al., 2011), with the younger the age, the more the job stress and burnout, but other 

studies found that age was a non-significant demographic predictor (Bishopp et al., 2018; 

Griffin & Sun, 2018; Tsai et al., 2018). Results regarding the prediction of gender were 

mixed. Redman et al. (2011) highlighted that male police officers suffered from an increased 

risk of job stress while some researchers pointed out that female police officers experienced 

more work-related stress and burnout (Ivie & Garland, 2011; McCarty & Skogan, 2013). 

However, several studies found that gender was a non-significant demographic predictor 

(Bishopp et al, 2018; Gächter et al., 2011a, 2011b; Griffin & Sun, 2018; Padilla, 2020; Rose 

& Unnithan, 2015; Tsai et al., 2018). In relating to the predictive power of race, mixed results 

were found. Although, some researchers pointed out that White police officers suffered from 

more job stress and burnout (Griffin & Sun, 2018; Rose & Unnithan, 2015), Padilla (2020) 

highlighted that non-White police officers experienced an increased risk of occupational 

stress. Other researchers pointed out that police officers who belonged to a racial minority 

encountered less burnout (McCarty, 2013; McCarty et al., 2019). Several studies found that 

race was a non-significant demographic predictor (Bishopp et al, 2018; Gächter et al., 2011a, 

2011b; Ivie & Garland, 2011; Tsai et al., 2018). Concerning the prediction of rank, Tsai et al. 

(2018) highlighted that higher rank police officers suffered from an increased risk of job 

stress but some researchers pointed out that lower rank police officers encountered more 
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burnout (Gächter et al., 2011a, 2011b). Others studies found that rank was a non-significant 

demographic predictor (Griffin & Sun, 2018; Padilla, 2020). With respect to the predictive 

power of tenure, some studies found that police officers with longer tenure suffered from 

more job stress and burnout (Gächter et al., 2011a; Redman et al., 2011; Rose & Unnithan, 

2015). Nevertheless, other studies found that police officers with shorter tenure experienced 

an increased risk of occupational stress and a greater feeling of emotional exhaustion 

(McCarty et al., 2013; Padilla, 2020). Several studies found that tenure was a non-significant 

demographic predictor (Gächter et al., 2011b; Ivie & Garland, 2011; McCarty & Skogan, 

2013; Tsai et al., 2018). Last but not least, across 70 municipal police departments and 19 

full-service county Sheriff’s offices, though age, gender, race, and rank predicted emotional 

exhaustion and depersonalization significantly, these demographic predictors explained very 

little variation (McCarty et al., 2019). 

 

European countries  

Considering demographic predictors and police work-related stress in some European 

countries, discrepancies were found. Smoktunowicz et al. (2015) highlighted that age was the 

only significant demographic predictor of job burnout among police officers working in 

Poland, with the older the age, the more the job burnout. However, age did not predict 

burnout for Swedish police personnel (Backteman-Erlanson et al., 2013). In a police burnout 

study conducted in Finland, Vuorensyrja and Malkia (2011) found two significant 

demographic predictors of burnout. One was tenure, with Finnish police officers who worked 

for less than two years, two to five years, or six to 15 years encountered less burnout. 

Another was job nature, with Finnish police officers who worked in daily crime investigation 

or demanding crime investigation, but not working in public order and security, encountered 
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more burnout. Nevertheless, gender was a non-significant demographic predictor in this 

Finnish police burnout study.  

 

Asian countries 

Regarding demographic predictors and police work-related stress in some Asian 

countries, variations were found. In a study conducted on Sri Lankan police officers, 

Wickramasinghe and Wijesinghe (2018) found two significant demographic predictors of 

burnout subtypes. One was age, with Sri Lankan police officers who were younger perceived 

a greater feeling of underchallenged. Another was marital status, with Sri Lankan police 

officers who were non-married perceived an elevated feeling of underchallenged and worn-

out. However, gender, education, family status, rank, and tenure were non-significant 

demographic predictors in this Sri Lankan police burnout study. An Indian police stress 

found two significant demographic predictors (i.e. education and rank) of work stress (Frank 

et al., 2017). Indian police officers with lower education or holding the rank of constable 

experienced a higher level of work stress. In the same study, the prediction of age, gender, 

and tenure were not found (Frank et al., 2017). Other Indian police stress and burnout studies 

found that age, gender, education, marital status, rank, and tenure did not predict job stress 

nor burnout subtypes (Lambert et al., 2017; Lambert et al., 2018; Singh & Nayak, 2015). A 

South Korean police burnout study found that age, education, marital status, rank, and tenure 

did not predict burnout (Yun et al., 2015). 

 

4.4.3 Personal predictors  

Regarding personal predictors and police officers’ work stress and burnout, several 

selected studies found significant results (Backteman-Erlanson et al., 2013; Gächter et al., 

2011a; Galanis et al., 2019; McCarty, 2013; McCarty & Skogan, 2013; Rose & Unnithan, 
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2015) and some selected studies found mixed results (Marcos et al., 2019; Padyab et al., 

2016; Redman et al., 2011; Rotenberg et al., 2016). Examining personal predictors in the US, 

Rose and Unnithan (2015) found that in/out-group status was a predictor of job stress. Police 

officers who perceived themselves as not a part of the subculture suffered from an increased 

risk of job stress, compared to those who perceived themselves as a part of it. In addition, 

individual unfairness and work-life imbalance (Gächter et al., 2011a) and more work-life 

conflict (McCarty, 2013; McCarty & Skogan, 2013) contributed to more burnout. More 

positive affectivity contributed to less burnout but not job stress (Redman et al., 2011). 

 

Considering some European countries, among British police officers, fewer 

reliability-based personal trust beliefs in the police identified as a risk factor, but not honesty 

and emotional-based personal trust beliefs in the police, of a higher level of workplace stress 

(Rotenberg et al., 2016). For the Spanish National police members, optimism, but not self-

efficacy, protected them against job stress (Marcos et al., 2019). In terms of Greek police 

officers, those who had inadequate sleeping hours per day or days of physical exercise per 

week were susceptible to an increased risk of occupational stress (Galanis et al., 2019). In a 

Scandinavian country, higher stress of conscience caused greater feelings of emotional 

exhaustion and depersonalization for both Swedish male and female police personnel 

(Backteman-Erlanson et al., 2013). Likewise, higher stress of conscience caused a greater 

feeling of emotional exhaustion for both gender but it only led to an elevated feeling of 

depersonalization for male patrolling police officers (Padyab et al., 2016). 

 

4.4.4 Organizational predictors 

One source of police work-related stress comes from the organization. With reference 

to the explanatory theories of work-related stress and burnout, organizational predictors in the 
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current review composed of job demand, job control, job resources, job/workplace 

satisfaction, organizational commitment, internal procedural justice, and organizational 

problems.  

 

Job demand 

Regarding the prediction of job demand, variations were observed. Examining job 

demand in the US, although one study found that work overload was a significant predictor 

of more burnout syndromes (i.e. emotional exhaustion and depersonalization) (McCarty et 

al., 2019), hour spent in the workplace building was a non-significant predictor of job stress 

nor burnout (Redman et al., 2011). Considering a European country, excessive job demands 

predicted an increased risk of job burnout among police officers working in Poland 

(Smoktunowicz et al., 2015). In a Scandinavian country, heavy work demand was a 

significant predictor of a greater feeling of emotional exhaustion but not depersonalization 

for Swedish police personnel (Backteman-Erlanson et al., 2013; Padyab et al., 2016). 

Regarding some Asian countries, in a study conducted on Sri Lankan police officers, 

Wickramasinghe and Wijesinghe (2018) found that long working hours (i.e. 50 hours or more 

per week) was a contributing factor of a greater feeling of being frenetic but did not 

contribute to being underchallenged nor worn-out. An Indian police stress study found that 

excessive job demands, indicated by role conflict, role ambiguity, and role overload, were 

risk factors of a higher level of work stress (Frank et al., 2017). Another Indian police 

burnout study found that role ambiguity was a significant predictor of a greater feeling of 

depersonalization and a reduced personal accomplishment but did not predict emotional 

exhaustion (Kumar & Kamalanabhan, 2017). Work overload was a significant predictor a 

greater feeling of emotional exhaustion but did not predict depersonalization and personal 

accomplishment (Kumar & Kamalanabhan, 2017).  
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Job control 

Some of the selected studies found job control was a significant predictor of burnout.  

Among American law enforcement officers, lower control was a significant but weak 

predictor of more burnout syndromes (i.e. emotional exhaustion and depersonalization) 

(McCarty et al., 2019). In a study conducted in Poland, lower job control significantly 

predicted an increased risk job burnout (Smoktunowicz et al., 2015). In two Swedish police 

burnout studies, lower decision latitude was a significant predictor of greater feelings of 

emotional exhaustion and depersonalization for males (Backteman-Erlanson et al., 2013) and 

females (Padyab et al., 2016) respectively.  

 

Although the aforementioned studies found that job control was a significant predictor 

of burnout, decision latitude was a non-significant predictor of emotional exhaustion for 

Swedish female police personnel while decision latitude did not predict depersonalization for 

both Swedish male and female personnel (Backteman-Erlanson et al., 2013). Likewise, 

decision latitude did not predict emotional exhaustion and depersonalization for Swedish 

female police personnel and Swedish male police personnel respectively (Padyab et al., 

2016).  

 

Job resources 

Results regarding the prediction of job resources were mixed. Examining job 

resources in the US, unsupportive supervisors emerged a determinant of workplace stress 

(Sayed et al., 2019). Inadequate counselling support and social support from coworkers and 

supervisors were significant predictors of more job stress and burnout (McCarty & Skogan, 

2013; Tsai et al., 2018). Considering a European country, insufficient social support was a 

significant predictor of an increased risk of job burnout among police officers working in 
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Poland (Smoktunowicz et al., 2015). In a Scandinavian country, Padyab et al. (2016) 

highlighted that inadequacy of social support was the only risk factor of more emotional 

exhaustion for Swedish female police personnel. Regarding some Asian countries, in a study 

conducted on Sri Lankan police officers, Wickramasinghe and Wijesinghe (2018) found that 

infrequency of superior guidance and dissatisfaction of higher rank officer support were 

contributing factors of greater feelings of being underchallenged and worn-out but did not 

contribute to being frenetic. An Indian police stress found that inadequate job resources, 

indicated by input into decision making, formalization, and organizational support, were risk 

factors of a higher level of work stress (Frank et al., 2017). Another Indian police burnout 

study found that the fewer the work support, the more the burnout subtypes (Kumar & 

Kamalanabhan, 2017).  

 

Although the aforementioned studies found that job resources were significant 

predictor, social support was a non-significant predictor of burnout subtypes among police 

personnel working in Sweden (Backteman-Erlanson et al., 2013; Padyab et al., 2016). 

Frequency of external influence, colleagues support satisfactory, lower rank officer support 

satisfactory, and public support satisfactory did not predict burnout subtypes for Sri Lankan 

police officers (Wickramasinghe & Wijesinghe, 2018). Kula (2017) and Yun et al. (2015) did 

not find supervisor support a significant predictor of burnout for Turkish National Police 

members and South Korean police officers. 

 

Job/workplace satisfaction  

Concerning the predictive power of job/workplace satisfaction, variations were 

observed. Examining job satisfaction in the US, lower job satisfaction was a significant but 

weak predictor of a greater feeling of emotional exhaustion (McCarty et al., 2019). 
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Dissatisfaction of peers and supervisors was a significant predictor of more burnout 

syndromes (i.e. emotional exhaustion and depersonalization) but did not predict 

depersonalization for males (McCarty, 2013). In the same study, satisfactory views of 

subordinates did not predict emotional exhaustion nor depersonalization. In a Turkish police 

burnout study conducted by Kula (2017), lower job satisfaction predicted a higher level of 

work-related burnout at a significant level. Regarding some Asian countries, in a study 

conducted on Sri Lankan police officers, Wickramasinghe and Wijesinghe (2018) found that 

perceived dissatisfaction about the staff adequacy was the only risk factor of an elevated 

feeling of being frenetic. In the same study, perceived dissatisfaction about the infrastructure 

facilities, dissatisfaction about the allowances, and public service were contributing factors of 

a greater feeling of being underchallenged while perceived dissatisfaction about the staff 

adequacy, dissatisfaction about the allowances, social status, and overall job satisfaction were 

contributing factors of a greater feeling of being worn-out. However, satisfactory welfare 

facilities and satisfactory salary did not contribute to burnout subtypes. An Indian police 

burnout study conducted by Lambert et al. (2018) found that lower job satisfaction was a 

contributing factor of elevated feelings of emotional exhaustion and depersonalization but 

higher job satisfaction contributed to a reduced sense of personal accomplishment.   

 

Organizational commitment  

Organizational commitment refers to the degree of an employee’s identification with 

and involvement in an organization (Mowday et al., 1982). It is considered as an important 

job resource in this scoping review. There were variations in the findings in relating to the 

relationship between organizational commitment and burnout among police officers.  

Regarding some Asian countries, an Indian police burnout study conducted by Lambert et al. 

(2018) found that higher continuance commitment was a contributing factor of greater 
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feelings of emotional exhaustion and depersonalization but did not contribute to personal 

accomplishment. In the same study, higher affective commitment was a contributing factor of 

a reduced sense of personal accomplishment but did not contribute to emotional exhaustion 

and depersonalization. A South Korean police burnout study found that the lower the 

organizational commitment, the more the burnout (Yun et al., 2015). 

 

Internal procedural justice  

Internal procedural justice refers to the procedurally fair treatments, for example 

decision-making processes/procedures, that police officers receive from their supervisors 

(Folger, 1987; Wu et al., 2017; Wang et al., 2020b). It is considered as an important job 

resource in this scoping review. Findings in relating to the relationship between unfairness 

and police officers’ workplace stress and burnout were relatively consistent. Examining the 

problem of unfairness among police officers working in the US, some researchers pointed out 

that unfairness was a risk factor of more burnout (Gächter et al., 2011a; McCarty et al., 2019; 

McCarty & Skogan, 2013). Additionally, inequitable assignment of cases was emerged as a 

determinant of workplace stress (Sayed et al., 2019). Interestingly, McCarty (2013) 

highlighted that unfairness contributed to more burnout syndromes for male sergeants but not 

female sergeants. Regarding an Asian country, an Indian police burnout study conducted by 

Kumar and Kamalanabhan (2017) found that perceived unfairness was a risk factor of greater 

feelings of emotional exhaustion and depersonalization and reduced personal 

accomplishment. 

 

Organizational problems 

Results with respect to the predictive power of organizational problems were mixed. 

Examining organizational problems in the US, a lack of reward and a sense of job-related 
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values were significant but weak predictors of more burnout syndromes (i.e. emotional 

exhaustion and depersonalization) (McCarty et al., 2019). Conflicting information and 

balancing time between different tasks were emerged as determinants of workplace stress 

(Sayed et al., 2019). A lack of social capital, refers to poor and ineffective cooperation 

between units and trust in work partners, was a significant predictor of more burnout 

(Gächter et al., 2011a, 2011b). A larger size of organization also predicted more burnout for 

sworn police personnel (McCarty & Skogan, 2013). Negative working environment and more 

sick building syndromes (i.e. fatigue and shortness of breath in the workplace) were 

significant predictors of an increased risk of job stress (Redman et al., 2011; Tsai et al., 2018) 

but family discussion with co-workers did not predict job stress (Tsai et al., 2018). Both 

effort-reward imbalance and overcommitment were contributing factors of more burnout 

syndromes (i.e. cynicism and exhaustion) (Violanti et al., 2018). In the same study, 

overcommitment, but not effort-reward imbalance, contributed to lower professional efficacy 

(Violanti et al., 2018). A combination of high effort-reward imbalance and high 

overcommitment predicted even greater feelings of cynicism and exhaustion and a lower 

professional efficacy (Violanti et al., 2018).  

 

Considering some European countries, in a study conducted on Spanish National 

police members, organizational socialization (history, language, policies, organizational 

values) and collective efficacy were non-significant predictors of job stress (Marcos et al., 

2019). Additionally, a Greek police stress study conducted by Galanis et al. (2019) found that 

working out of office predicted an increased risk of occupational stress. In some 

Scandinavian countries, Backteman-Erlanson et al. (2013) highlighted that although 

organizational climate was the only risk factor of a greater feeling of emotional exhaustion 

among Swedish female police personnel, leadership, organizational climate, and 
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organizational culture were non-significant predictors. Vuorensyrja and Malkia (2011) 

highlighted that more defective leadership, role conflict, and time pressure predicted more 

burnout for Finnish police officers. 

 

Regarding some Asian countries, an Indian police burnout study conducted by 

Lambert et al. (2018) found that lower job involvement was a contributing factor of greater 

feelings of emotional exhaustion and depersonalization but higher job involvement 

contributed to a reduced sense of personal accomplishment. In the same study, higher 

continuance commitment was a contributing factor of greater feelings of emotional 

exhaustion and depersonalization but did not contribute to personal accomplishment. Higher 

affective commitment was a contributing factor of a reduced sense of personal 

accomplishment but did not contribute to emotional exhaustion and depersonalization. 

Another Indian police burnout study found that inflexible work hours were a risk factor of 

more burnout syndromes (i.e. emotional exhaustion, depersonalization, and reduced personal 

accomplishment) (Kumar & Kamalanabhan, 2017). A South Korean police burnout study 

found that although lower organizational commitment and more authoritative culture 

predicted more burnout at a significant level, two non-significant predictors included poor 

work condition and lack of collegiate cooperation (Yun et al., 2015). 

 

4.4.5 Operational predictors 

Another source of police work-related stress comes from their job nature, also refers 

to operational predictors. Mixed findings regarding operational predictors and police officers’ 

work stress and burnout were observed. Examining operational predictors in the US, negative 

exposures, for example arresting a violent suspect and exposing to bloody crime scenes, 

attributed to more work-related stress and burnout (Ivie & Garland, 2011). Non-military 
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officers who exposed to more negative exposures experienced a higher level of work-related 

stress while both military and non-military officers who exposed to more negative exposures 

encountered more burnout. Danger, monotony, and unpredictability of work were emerged as 

determinants of workplace stress (Sayed et al., 2019). More traumatic events at work and 

more critical incident strain were predictive of more burnout (Gächter et al., 2011a, 2011b). 

Disciplines were only contributed to more burnout for males (McCarty, 2013), with male 

police sergeants who took a less hands-on orientation to discipline perceived a greater feeling 

of depersonalization. Greater perceptions of danger was predictive of more burnout for sworn 

but not civilian police personnel (McCarty & Skogan, 2013). Among Finnish police officers, 

more threat of violence attributed to more burnout (Vuorensyrja & Malkia, 2011). For 

Turkish National Police members, more operational stress was attributable to a higher level 

of work-related burnout (Kula, 2017). A Chinese police burnout study found that police job 

stress was a positive predictor of depersonalization (Wang et al., 2014). More police job 

stress, reflected by long-time work and training stress, were predictive of greater feelings of 

emotional exhaustion and personal accomplishment respectively. Less job boredom was 

predictive of an elevated feeling of personal accomplishment.  

 

Though the aforementioned studies found significant results regarding operational 

predictors and police officers’ work stress and burnout, environmental stress, shift work, 

frequency of consecutive shift work per week, emergency duties per month, special duties per 

month, and number of night shifts per month were non-significant operational predictors of 

burnout for American and Sri Lankan police officers (Bishopp et al., 2019; McCarty & 

Skogan, 2013; Wickramasinghe & Wijesinghe, 2018). 
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4.4.6 Family-related predictors 

In this scoping review, some studies found that police officers’ work stress and 

burnout were driven by the family issues. In general, consistent results were found regarding 

family-related predictors and police officers’ work stress and burnout among the selected 

studies. Examining the family-related predictors in the US, instability at home attributed to 

more burnout (Gächter et al., 2011a, 2011b). Among police officers working in Greece, those 

who had lower support from family/friends were prone to a high level of occupational stress 

(Galanis et al., 2019). Two Indian police studies found that more work-family conflict was a 

contributing factor of more burnout and job stress (Kumar & Kamalanabhan, 2017; Singh & 

Nayak, 2015). Among the four dimensions in work-family conflict, more strain-based 

conflict, behaviour-based conflict, and family-based conflict but not time-based conflict were 

risk factors of an increased job stress for Indian police officers (Lambert et al., 2017). A 

South Korean police burnout study found that the more the work-family conflict, the more 

the burnout (Yun et al., 2015). 

 

4.4.7 Community predictors 

It is acknowledged that some studies in this scoping review found police officers’ 

work stress and burnout were related to the community. The predictive power of community 

predictors on police officers’ work stress and burnout varied among the selected studies.  

Examining the community predictors in the US, the law enforcement officers perceived 

greater feelings of emotional exhaustion and depersonalization due to the higher agreement 

that the public did not understand the meaning of being a police officer (McCarty et al., 

2019). Lack of respect from community and media members and more criticisms from 

lawyers and politicians were emerged as determinants of workplace stress (Sayed et al., 

2019). Considering some European countries, among British police officers, fewer 
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emotional-based public-ascribed trust beliefs in the police emerged as a risk factor, but not 

reliability and honesty-based public-ascribed trust beliefs in the police, of an increased in 

workplace stress (Rotenberg et al., 2016). For the Spanish National police members, social 

support was a risk factor of job stress (Marcos et al., 2019). Regarding some Eastern 

countries, an Indian police burnout study found that community stressors, reflected by 

political interference and public’s negative attitude toward police, did not have any influence 

on burnout subtypes (Kumar & Kamalanabhan, 2017). One South Korean police burnout 

study found that the police officers experienced more burnout because of the negative police 

image (Yun et al., 2015). 

 

4.4.8 Mediators  

Three included articles examined the mediating effect on burnout and work-related 

burnout. These articles considered work–family conflict, resiliency, gender, and supervisor 

support as mediators. Among the US based police officers, race had an indirect effect on 

burnout via work-family conflict and resiliency, with work-family conflict was associated 

with more burnout while resiliency was associated with less burnout (Griffin & Sun, 2018) 

but gender was a non-significant mediating factor of burnout (Gächter et al., 2011a). For 

Turkish National Police members, supervisor support did not mediate the relationship 

between organizational and operational stress and work-related burnout (Kula, 2017). 

 

4.4.9 Moderators  

Three included articles examined the moderating effect on burnout. These articles 

considered social support, work support, and locus of control personality (internality) as 

moderators. Among Polish police officers, social support acted as a moderator in the 

relationship between job demands and job burnout (Smoktunowicz et al., 2015). When social 
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support was low, more job demands were associated with an increased in job burnout. 

Regarding some Eastern countries, an Indian police burnout study found that work support 

ameliorated the effects of organizational stressors on burnout subtypes (Kumar & 

Kamalanabhan, 2017). First, more work support offset the negative effects of organizational 

stressors (perceived unfairness and inflexible work hours) on all three burnout subtypes. 

Second, more work support offset the negative effects of organizational stressors (role 

ambiguity and work overload) on reduced personal accomplishment. However, work support 

did not offset the impacts of work-home interface and community stressors on burnout 

subtypes. A Chinese police burnout study found that locus of control personality (internality) 

acted as a moderator (Wang et al., 2014). With its moderating effect, first, police stress 

imposed a greater positive impact on depersonalization. Second, training stress imposed a 

greater positive impact on personal accomplishment. Third, long-time work imposed a 

greater positive impact on emotional exhaustion. Nevertheless, job boredom imposed a 

negative impact on personal accomplishment. In other words, police officers with locus of 

control personality (internality) were more susceptible to burnout syndromes from job stress. 

 

4.4.10 Identified knowledge gaps  

Five knowledge gaps were identified. Firstly, among the previous studies, heavy 

attention was paid on organizational stressors. 22 out of 30 studies reviewed in this study 

focused on organizational predictors, such as, job demand, job control, job resources, 

job/workplace satisfaction, organizational commitment, internal procedural justice, and 

organizational problems, but scarcely examined personal, operational, family-related, and 

community predictors. Secondly, 29 out of 30 selected studies were conducted using 

quantitative research design; the process driving police officers’ work-related stress has been 

less investigated. Thirdly, 22 out of 30 selected studies were based on the Western context 
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However, a contextual understanding of work-related stress among Hong Kong police 

officers is still lacking. Fourthly, 24 out of 30 included articles reviewed mainly focused on 

the direct relationship between predictors and work-related stress but only a few studies 

examining the indirect relationship among variables e.g. Gächter et al. (2011a); Griffin and 

Sun (2018); Kula (2017); Kumar and Kamalanabhan (2017); Smoktunowicz et al. (2015); 

Wang et al. (2014). Finally, although some researchers have paid attention to the relationship 

between internal procedural justice (refers to the perceived fairness) and work-related stress 

e.g. Gächter et al. (2011a); Kumar and Kamalanabhan (2017); McCarty (2013); McCarty and 

Skogan (2013); McCarty et al. (2019); Sayed et al. (2019), empirical understanding of this 

relationship among Hong Kong police officers has been scant.  
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Table 4. 5 Summary of study characteristics and main findings 

Author details Study design Demographic information 

of the sample (N; age; 

gender; education; marital 

status; family status; race; 

rank; tenure; job nature) 

Information of 

scale/Questions 

 

Mediator/Moderator  Outcome Location 

Wickramasinghe & 

Wijesinghe (2018) 

Quantitative; 

cross-

sectional; 

self-

administrated 

questionnaire 

N=709; 340 aged 20-24 

years (48%), 369 aged 41-

60 years (52%), M=39.6 

years; 591 males (83.4%), 

118 females (16.6%); 401 

up to General Certificate 

of Examination (Advanced 

Level) (56.6%), 308 

General Certificate of 

Examination (Advanced 

Level) above (43.4%); 580 

married (81.8%), 129 

unmarried/other (17.2%); 

103 no children (14.5%), 

606 at least one child 

(85.5%); no race 

information; 87 gazetted 

officers (12.3%), 622 non-

gazetted officers (87.7%); 

392 up to 20 years 

(55.3%), 317 > 20 years 

(44.7%), M=16.8 years; no 

job nature information 

Questions related 

to socio-

demographic 

factors, basic 

employment 

factors, work 

environment 

factors, work 

pattern factors, 

work support 

factors, and work 

satisfaction 

factors 

/ Burnout subtypes 

(frenetic, 

underchallenged, 

and worn-out) 

Sri Lanka   

 

McCarty et al. 

(2019) 

Quantitative; N=13,146; 2281 aged 18-

35 (17.35%), 2118 aged 

Workload 

Control  

/ Burnout 

(emotional 

US 
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cross-

sectional; 

online survey 

36-41 (16.11%), 1925 aged 

42-45 (14.64%), 2215 aged 

46-50 (16.85%), 1913 aged 

51-80 (14.55%); 9404 

males (71.54%), 1660 

females (12.63%); 4921 

less than college degree 

(37.43%), 6331 college 

degree or above (48.16%); 

no marital status 

information; no family 

status information; 8294 

White (63.09%), 911 

Black (6.93%), 1002 

Latino (7.62%), 578 other 

(4.4%); 7609 police officer 

(57.88%), 2279 sergeant 

(17.34%), 1419 lieutenant 

or above (10.79%); no 

tenure information; no job 

nature information 

 

Rewards 

Community 

Fairness 

The values area 

of worklife 

exhaustion and 

depersonalization) 

Bishopp et al. 

(2018) 

Quantitative; 

self-report 

web-based 

survey 

N=1,400; 18 aged 20-25 

(1.3%), 139 aged 26-30 

(9.9%), 182 aged 31-35 

(13%), 256 aged 36-40 

(18.3%), 297 aged 41-45 

(21.2%), 255 aged 46-50 

(18.2%), 183 aged 51-55 

(13.1%), 70 aged ≥ 56 

(5%); 84% males, 16% 

females; 1 = some college, 

Environmental 

strain  

Organizational 

strain 

/ Burnout  US 
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2 = bachelor's degree, 3 = 

graduate degree, M=2.6; 

no marital status 

information; no family 

status information; 60% 

White, 40% non-White; no 

rank information; no 

tenure information; 44% 

patrol, 56 non-patrol 

 

Yun et al. (2015) Quantitative; 

cross-

sectional; 

questionnaire  

N=570; 25-60 years, 

M=46.1 years; 100% 

males; high school (1)-

graduate degree (7), 

M=2.83; unmarried (0), 

married (1), M=.93; no 

family status information; 

no race information; 

policeman (1)-captain (5), 

M=3.19; 0-36 years, 

M=19.24 years; no job 

nature information 

 

Poor work 

condition  

Negative police 

image 

Authoritative 

culture  

Lack of 

collegiate 

cooperation  

Work-family 

conflict 

Lack of 

supervisor 

support  

Organizational 

commitment 

 

/ Burnout  South 

Korea 

Ivie & Garland 

(2011) 

Quantitative; 

secondary 

data 

 

N=600; no age 

information; military: 217 

males (93.9%), 14 females 

(6.1%), non-military: 302 

males (81.8%), 66 females 

Negative 

exposures 

/ Work-related 

stress 

Burnout 

 

US 
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(17.9%); military: 204 less 

than bachelor's (88.3%), 

27 bachelor's and above 

(11.7%), non-military: 310 

less than bachelor's (84%), 

54 bachelor's and above 

(14.6%); military: 140 

married (60.6%), 91 not 

married (39.4%), non-

military: 219 married 

(59.3%), 148 not married 

(40.1%); no family status 

information; military: 146 

White (63.2%), 83 non-

White (35.9%), non-

military: 213 White 

(57.7%), 153 non-White 

(41.5%); no rank 

information; non-military: 

M=9.12 years, military: 

M=9.81 years; no job 

nature information  

 

Sayed et al. (2019) Qualitative; 

in-depth 

interviews 

N=20; 27-51 years, 

M=39.7 years; 17 males 

(85%), 3 females (15%); 

60% at least an 

undergraduate degree, 20 

graduate degree; 65% 

married, 35% unmarried 

(single/never married, 

engaged, or divorced); 

Different types 

of stressors 

encountered on 

jobs 

(organizational 

factors, danger, 

monotony and 

unpredictability, 

and community 

/ Workplace stress US 
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number of children: 0-4, 

M=1.75; 10 White (50%), 

6 Hispanic (30%), 4 Black 

(20%); no rank 

information; 5-25 years, 

total: 310.5 years; no job 

nature information 

 

and media 

scrutiny) 

Rose & Unnithan 

(2015) 

Quantitative; 

secondary 

data  

N=1,632; no age 

information; 87% males, 

13% females; 7% high 

school, 30% some college, 

23% associate's degree, 

29% bachelor's degree, 6% 

some graduate school, 4% 

graduate degree, M=3.10; 

72% married, 28% non-

married; no family status 

information; 85% White, 

15% non-White; no rank 

information; 0-30 years, 

M=12.86 years; no job 

nature information 

 

Out-group status  

In-group status 

 

 

/ Job stress US 

Backteman-

Erlanson et al. 

(2013) 

Quantitative; 

cross-

sectional; 

questionnaire 

N=856; M=37 years, 

males: M=40 years, 

females: M=34 years; 419 

males (53%), 437 females 

(56%); no education 

information; 670 

married/living together 

(78%), 344 males 

The General 

Nordic 

Questionnaire for 

and Social 

Factors at Work 

Karasek and 

Theorells 

/ Burnout 

(emotional 

exhaustion and 

depersonalization) 

Sweden 



123 
 

 

married/living together 

(83%), 326 females 

married/living together 

(75%); no family status 

information; no race 

information; no rank 

information; M=9 years, 

males: M=12 years, 

females: M=6 years; 100% 

patrol   

 

demand-control 

questionnaire  

The Stress of 

Conscience 

Questionnaire 

 

Gächter et al. 

(2011a) 

Quantitative; 

secondary 

data 

N=1,104; 20-66 years, 

M=36.04 years; 943 males 

(85.73%), 157 females 

(14.27%); 165 high school 

(15.08%), 603 some 

college (55.12%), 285 

college (26.05%), 41 

graduate school (3.75%); 

658 married (59.87%), 88 

live-in partner (8.01%), 

135 divorced/separated 

(12.28%), 213 single 

(19.38%), 5 widowed 

(0.45%); number of 

children: 0-7, M=1.18; 355 

African-American 

(32.51%), 696 Caucasian 

(63.74%), 14 Hispanic 

(1.28%), 27 other (2.47%); 

91 officer trainee (8.27%), 

601 officer (54.64%), 62 

Social capital  

Individual 

fairness 

Institutional 

fairness 

Work-life 

balance 

Home index 

Trauma index 

 

Gender Burnout US 
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agent (5.64%), 144 

detective (13.09%), 143 

sergeant (13%), 59 

lieutenant/above (5.36%); 

0-44 years, M=11.5 years; 

no job nature information 

 

Gächter et al. 

(2011b) 

Quantitative; 

secondary 

data 

 

N=1,104; 20-66 years, 

M=36.04 years; 943 males 

(85.73%), 157 females 

(14.27%); college (~26.%), 

graduate degree (~4%); 

658 married (59.87%), 88 

live-in partner (8.01%), 

135 divorced/separated 

(12.28%), 213 single 

(19.38%), 5 widowed 

(0.45%); number of 

children: 0-7, M=1.18; 355 

African-American 

(32.51%), 696 Caucasian 

(63.74%), 14 Hispanic 

(1.28%), 27 other (2.47%); 

91 officer trainee (8.27%), 

601 officer (54.64%), 62 

agent (5.64%), 144 

detective (13.09%), 143 

sergeant (13%), 59 

lieutenant or above 

(5.36%); 0-44 years, 

M=11.5 years; no job 

nature information 

Social capital  

Home index 

Trauma index 

 

/ Burnout US 
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Padilla (2020) Quantitative; 

cross-

sectional; 

survey 

N=147; no age 

information; males (91%); 

no education information; 

no marital status 

information; no family 

status information; non-

white (55%); patrol (63%); 

at least 10 years (51%); no 

job nature information 

 

Gender 

Race 

Rank 

Tenure 

/ Occupational 

stress 

US 

Marcos et al. 

(2019) 

Quantitative; 

cross-

sectional; 

online survey 

N=123; M=39.77 years; 

91.9% males; 30.9% 

university studies, 22.8% 

combined their work with 

some kind of studies; no 

marital status information; 

40.7% had a family 

member in the National 

Police; no race 

information; no rank 

information; M=171 

months; no job nature 

information  

 

Organizational 

socialization 

(history, 

language, 

policies, 

organizational 

values) 

Social support 

Self-efficacy 

Collective 

efficacy 

Optimism 

/ Job stress Spain 

Galanis et al. 

(2019) 

Quantitative; 

cross-

sectional; 

self-

completed 

paper based 

questionnaire 

N=336; M=33.8 years; 256 

males (76.2%), 80 females 

(23.8%); 259 high school 

graduates (77.1%), 52 

university degree (15.5%), 

25 MSc/PhD degree 

(7.4%); 150 married 

Out of office 

work/Work in 

office 

Sleeping hours 

per day  

/ Occupational 

stress 

Greece 
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(44.6%), 186 

singles/divorced (55.4%); 

89 had children < 

18 years old (26.5%), 247 

did not have children < 

18 years old (73.5%); no 

race information; 273 

constables (81.2%), 63 

sergeants (18.8%); M=12.7 

years; no job nature 

information 

 

Days of physical 

exercise per 

week 

Self-estimation 

of family/friends 

support 

  

 

Griffin & Sun 

(2018) 

Quantitative; 

cross-

sectional; 

wen-based 

survey 

 

N=138; 0.73% aged 21-15, 

7.97% aged 26-30, 18.8% 

aged 31-35, 27.5% aged 

36-40, 22.5% aged 41-45, 

16.7% aged 46-50, 5.8% 

aged 51-55; 87% males, 

13% females; 0.72% high 

school, 7.25% some 

college, 15.22% associate 

degree, 64.49% bachelor 

degree, 12.32% master 

degree & above; no marital 

status information; no 

family status information; 

87% White, 13% non-

White; 73.9% corporal or 

below, 26% supervisor; no 

tenure information; 54.3% 

patrol 

 

Demographics Work-family 

conflict  

Resiliency 

Burnout  US 
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Lambert et al. 

(2018) 

Quantitative; 

cross-

sectional; 

survey 

 

N=827; 21-57 years, 

M=36.53 years; 88% 

males, 12% females; 42% 

college degree, 58% no 

college degree; no marital 

status information; no 

family status information; 

no race information; 69% 

line officer, 31% other 

position; 0-30 years, 

M=2.44 years; no job 

nature information  

 

Job involvement  

Job satisfaction 

Organizational 

commitment 

(affective and 

continuance 

commitment) 

 

/ Burnout 

(emotional 

exhaustion, 

depersonalization, 

and reduced sense 

of personal 

accomplishment) 

 

India 

Tsai et al. (2018) Quantitative; 

cross-

sectional; 

secondary 

data  

N=594; 22-62 years, 

M=36.09 years; 515 males 

(86.7%), 79 females 

(13.3%); 188 Bachelor & 

Higher (31.6%), 406 less 

than Bachelor (68.4%); no 

marital status information; 

no family status 

information; 478 White 

(80.5%), 116 Minority 

(19.5%); 248 supervisor 

(41.8%), 346 officer 

(58.2%); 0-30 years, 

M=12.2 years; no job 

nature information 

  

Demographics 

Negative 

working 

environment 

Counselling 

support 

Family 

discussion with 

co-workers 

  

 

/ Job stress US 

Frank et al. (2017) 

 

Quantitative; 

cross-

N=827; 21-57 years, 

M=36.53 years; 88% 

males, 12% females; 42% 

Job demands 

(role conflict, 

role ambiguity, 

/ Work stress India 
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sectional; 

survey 

 

college degree, 58% no 

college degree; no marital 

status information; no 

family status information; 

no race information; 69% 

constable, 31% other 

position; 0-30 years, 

M=2.44 years; no job 

nature information 

 

role overload, 

role underload, 

dangerousness of 

job) 

Job resources 

(input into 

decision making, 

formalization, 

organizational 

support, 

instrumental 

communication) 

 

Kula (2017) Quantitative; 

cross-

sectional; 

self-report 

survey 

N=538; no age 

information; 92.6% males; 

196 two-year college 

degrees, 238 bachelor 

degrees; no marital status 

information; no family 

status information; no race 

information; 407 police 

officers (75.7%); 158 11-

15 years; no job nature 

information 

 

Organizational 

Police Stress 

Questionnaire 

Operational 

Police Stress 

Questionnaire  

Job Satisfaction 

Survey 

Karasek’s Job 

Content Survey 

(supervisor 

support) 

 

Supervisor support Work-related 

burnout 

Turkey 

Lambert et al. 

(2017) 

Quantitative; 

cross-

sectional; 

self-report 

survey 

 

N=827; 21-57 years, 

M=36.53 years; 88% 

males, 12% females; 42% 

college degree, 58% no 

college degree; no marital 

status information; no 

Work family 

conflict (strain-

based conflict, 

family-based 

conflict, 

behavior-based 

/ Job stress 

 

India 
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family status information; 

no race information; 69% 

line officer, 31% other 

position; 0-39 years, 

M=13.82 years; no job 

nature information 

 

conflict, time-

based conflict) 

 

Padyab et al. 

(2016) 

Quantitative; 

cross-

sectional; 

questionnaire 

N=856; M=40 years 

(males), M=34 years 

(females); 419 males 

(53%), 437 females (56%); 

no education information; 

no marital status 

information; no family 

status information; no race 

information; no rank 

information; no tenure 

information; 100% patrol 

 

Karasek and 

Theorells 

questionnaire Job 

Demand Control-

Social Support 

Model 

The Stress of 

Conscience 

Questionnaire 

 

/ Burnout 

(emotional 

exhaustion and 

depersonalization)   

Sweden 

Rotenberg et al. 

(2016) 

Quantitative; 

cross-

sectional; 

online survey 

N=183; 22-56 years, M=38 

years 11 months; 142 

males, 41 females; no 

education information; no 

marital status information; 

no family status 

information; no race 

information; no rank 

information; no tenure 

information; no job nature 

information  

 

Personal trust 

beliefs in the 

police 

 

Public-ascribed 

trust beliefs in 

the police 

/ Workplace stress UK 
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Singh & Nayak 

(2015) 

Quantitative; 

self-report 

questionnaire 

N=599; 65 below 20 years 

(10.85%), 98 20-29 years 

(16.36%), 107 30-39 years 

(17.86%), 230 40-49 years 

(38.4%), 99 50 years and 

above (16.53%); 550 

males (91.82%), 49 

females (8.2%); 145 under 

graduate (24.21%), 356 

graduate (59.43%), 98 post 

graduate (16.36%); no 

marital status information; 

no family status 

information; no race 

information; 100% below 

inspector level (sub-

inspectors, head constables 

and constables); 90 below 

1 year (15.03%), 21 1-5 

years (3.51%), 399 6-10 

years (66.61%), 89 11 

years and above (14.86%); 

no job nature information  

 

Work-family 

conflict 

/ Job stress  India  

McCarty (2013) 

 

Quantitative; 

cross-

sectional; 

survey 

N=908; no age 

information; 737 males, 

171 females; 536 less than 

MA (72.7%) (males), 199 

MA or above (27%) 

(males), 108 less than MA 

(63.2%) (females), 63 MA 

or above (36.8%) 

Views of 

subordinates 

Satisfaction 

with peers and 

supervisors 

Work-life 

conflict 

Unfairness 

/ Emotional 

exhaustion  

Depersonalization  

US 
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(females); 580 married 

(78.7%) (males), 154 not 

married (20.9%) (males), 

89 married (52%) 

(females), 81 not married 

(47.4%) (females); no 

family status information; 

104 African American 

(14.1%) (males), 526 

White (71.4%) (males), 85 

Hispanic (11.5%) (males), 

22 Other (3%) (males), 40 

African American (23.4%) 

(females), 110 White 

(64.3%) (females), 20 

Hispanic (11.7%) 

(females), 1 Other (0.6%) 

(females); 100% sergeants; 

30 6-10 years (4.1%) 

(males), 199 11-15 years 

(27%) (males), 211 16-20 

years (28.6%) (males), 167 

21-25 years (22.7%) 

(males), 128 26 years or 

more (17.4%) (males), 12 

6-10 years (7%) (females), 

29 11-15 years (17%) 

(females), 61 16-20 years 

(35.7%) (females), 46 21-

25 years (26.9%) 

(females), 23 26 years or 

Discipline 
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more (13.5%) (females); 

no job nature information 

  

Vuorensyrjä & 

Mälkiä (2011) 

Quantitative; 

cross-

sectional; 

electronic 

survey  

 

N=2,821; 26.3% 20-29 

years, 43% 30-39 years, 

20.9% 40-49 years, 9.8% 

50 years; 82.7% males, 

17.3% females; no 

education information; no 

marital status information; 

no family status 

information; no race 

information; 100% 

constable; 10.9% < 2 

years, 24.3% 2-5 years, 

36.3% 6-15 years, 16.6% 

16-25 years, 11.9% > 25 

years; 20.3% daily crime 

investigation, 15.8% 

demanding crime 

investigation, 63.8% 

public order and security  

 

Defective 

leadership 

Role conflicts 

Threat of 

violence 

Time pressure 

Shift work 

 

 

/ Burnout Finland 

Redman et al. 

(2011) 

Quantitative; 

cross-

sectional; 

self-

completion 

paper based 

questionnaire 

 

N=198; Median= 30-39 

years; 66% males, 34% 

females; no education 

information; 61% 

married/living as married, 

39% single/divorced/other; 

no family status 

information; no race 

information; 8% inspectors 

Hours spent in 

the workplace 

building  

Positive 

affectivity 

Sick building 

syndromes  

/ Job stress 

Burnout 

US 
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and above, 20% sergeants, 

53% constables, 18% 

others; Median= 10 years 

or more; no job nature 

information  

 

Violanti et al. 

(2018) 

 

Quantitative; 

cross-

sectional; 

self-report 

survey 

 

N=200; M=46.2 years; 143 

males (72%), 57 females 

(28%); 13 high 

school/GED (6.5%), 103 

college < 4 years (51.5%), 

84 college 4+ years (42%); 

20 single (10.1%), 137 

married (68.8%), 42 

divorced (21.1%); no 

family status information; 

162 Caucasian (81%), 38 

African American (19%); 

110 police officer (55%), 

39 sergeant/lieutenant 

(19.5%), 51 

captain/detective (25.5%); 

9 0-9 years (4.5%), 45 10-

14 years (22.5%), 68 15-19 

years (34%), 78 20+ years 

(39%); no job nature 

information 

 

Effort-reward 

imbalance 

Overcommitment 

/ Burnout 

(cynicism, 

exhaustion, and 

professional 

efficacy) 

US 

Kumar & 

Kamalanabhan 

(2017) 

Quantitative;  

survey  

N=491; aged 31-39 years 

(43%); males (81.7%); no 

education information; no 

marital status information; 

Organizational 

stressors 

(perceived 

unfairness, 

Work support  Burnout  India  
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no family status 

information; no race 

information; sub-

inspectors (54.7%); 2 

years; no job nature 

information 

inflexible work 

hours, work 

overload and role 

ambiguity) 

 

Community 

stressors (publics 

negative attitude 

toward police 

and political 

interference) 

 

Work–home 

interface (work-

family conflict 

and family–work 

conflict) 

 

Smoktunowicz et 

al. (2015) 

Quantitative; 

cross-

sectional; 

secondary 

data  

 

N=607; 21-61 years, 

M=36.64 years; 483 males 

(80%), 124 females (20%); 

no education information; 

no marital status 

information; no family 

status information; no race 

information; no rank 

information; 1-36 years, 

M=12.83 years; no job 

nature information  

 

Job demands 

Job control  

Social support 

Social support 

  

Job burnout Poland 
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Wang et al. (2014) Quantitative; 

survey 

N=521; 192 aged 40-50 

(36.9%), 162 aged 30-40 

(31.1%); 392 males 

(75.2%); no education 

information; no marital 

status information; no 

family status information; 

no race information; no 

rank information; no 

tenure information; 192 

public security (36.4%), 69 

criminal investigation 

(13.1%), 51 office (9.7%)  

 

Police job stress Locus of control 

personality 

(internality)  

Job burnout  China  

McCarty & Skogan 

(2013) 

Quantitative; 

online 

questionnaire 

N=2,564; no age 

information; 1871 males, 

663 females; 1152 less 

than Bachelor's degree, 

1298 Bachelor's degree or 

higher; no marital status 

information; no family 

status information; 365 

African American, 1508 

White, 422 Hispanic, 197 

Others; no rank 

information; M=12.93 

years (civilian), M=17.17 

years (sworn); no job 

nature information  

Job related 

(perceptions of 

danger, work-life 

conflict, shift 

assignment 

work) 

Organizational 

(social support 

from coworkers 

and supervisors, 

perceived 

unfairness of the 

organization, size 

of the 

organization) 

/ Burnout 

 

US 
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Table 4. 6 Demographic predictors of police work-related stress 

Study Age Gender Education Marital 

status 

Family 

status 

Race Rank Tenure Job 

nature 

Wickramasinghe & Wijesinghe (2018)   

 

Yes No No Yes No / No No / 

McCarty et al. (2019)  

 

Yes Yes / / / Yes Yes / / 

Bishopp et al. (2018)  

 

No No No / / No / / No 

Yun et al. (2015)  

 

No / No No / / No No / 

Ivie & Garland (2011) 

 

/ Mixed No No / No / No / 

Sayed et al. (2019) 

 

/ / / / / / / / / 

Rose & Unnithan (2015)  

 

/ No No No / Yes / Yes / 

Backteman-Erlanson et al. (2013) 

 

No / / / / / / / / 

Gächter et al. (2011a) 

 

Yes No / No No No Yes Yes / 

Gächter et al. (2011b) 

 

Yes No / No No No Yes No / 

Padilla (2020) 

 

/ No / / / Yes   No Yes  / 

Marcos et al. (2019) 

 

/ / / / / / / / / 

Galanis et al. (2019) 

 

/ / / / / / / / / 

Griffin & Sun (2018) 

 

No No No  / / Yes  No / No  
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Lambert et al. (2018) 

 

No No No / / / No No / 

Tsai et al. (2018) 

 

No No No / / No Yes No / 

Frank et al. (2017) 

 

No No Yes / / / Yes No / 

Kula (2017)  

 

/ / / / / / / / / 

Lambert et al. (2017) 

 

No No No / / / No No / 

Padyab et al.  (2016)  

 

/ / / / / / / / / 

Rotenberg et al. (2016) 

 

/ / / / / / / / / 

Singh & Nayak (2015) 

 

No / / No / / / No / 

McCarty (2013) 

 

/ / No No / Mixed / Mixed / 

Vuorensyrjä & Mälkiä (2011) 

 

/ No / / / / / Yes Mixed 

Redman et al. (2011) 

 

Mixed 

  

Mixed  / No / / / Mixed / 

Violanti et al. (2018) 

 

/ / / / / / / / / 

Kumar & Kamalanabhan (2017) 

 

/ / / / / / / / / 

Smoktunowicz et al. (2015) 

 

Yes No / / / / / / / 

Wang et al. (2014) 

 

/ / / / / / / / / 

McCarty & Skogan (2013)  / Mixed No / / Yes / No / 
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4.5 Discussion and conclusion 

The current study not only systematically considered the factors influencing police 

work-related stress from a multi-level perspective but also examined the predictors, 

mediators, and moderators of police work-related stress. Results from the current review 

found six types of predictors; (1) demographic; (2) personal; (3) organizational; (4) 

operational; (5) family-related; and (6) community, four mediators; (1) work-family conflict; 

(2) resiliency; (3) gender; and (4) supervisor support, and three moderators; (1) social 

support; (2) work support; and (3) locus of control personality (internality), enriching the 

understanding of sources of police work-related stress.   

 

4.5.1 Understanding the sources of police work-related stress from different levels 

The sources of police work-related stress can be understood from different levels, 

including individual, organizational, operational, family, and community level. Also, some 

factors can have an influence on police work-related stress indirectly.  

 

Individual level 

At the individual level, among the demographic predictors of police work-related 

stress, gender is worth discussing. Although results from this scoping review regarding the 

prediction of gender on police work-related stress were mixed, a previous systematic review 

conducted by Galanis and colleagues (2021) highlighted that male police officers 

encountered more stress. This discrepancy can be attributed to the dominance of males in 

policing occupation. Furthermore, inadequacy of physical exercises was found to be a 

personal predictor in the current review, and this is in line with a previous systematic review 

(Galanis et al., 2021). An advantage of engaging in physical exercises, for example yoga and 

swimming, is to improve police officers’ well-being (Jeter et al., 2013; Silva et al., 2017). 
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Another personal predictor found in the current review was personality. Police officers who 

were characterized by optimism encountered a lower level of job stress. However, a previous 

systematic review conducted by Galanis and colleagues (2021) highlighted that neuroticism 

and psychotism were predictors of stress. It is important to note that optimism (a positive 

personality trait) was found in this scoping review while neuroticism and psychotism 

(negative personality traits) were found in Galanis et al. (2021)’s systematic review. 

 

Organizational level 

At the organizational level, the core concepts of the JD-R model and the JDC model 

were found useful to explain police officers’ job stress and burnout in more than half of the 

selected studies in this scoping review. In the current review, police officers were found to 

encounter more job stress and burnout when under high job demands, low job control, 

inadequate support, and a negative working environment. These results are consistent with 

previous systematic reviews (Galanis et al., 2021; Purba & Demou, 2019). Besides, police 

officers who perceived unfairness were found to encounter more burnout among some 

selected studies in the current review. This result not only matches a previous systematic 

review (Purba & Demou, 2019) but also has an implication on the potential role of internal 

procedural justice as a job resource to alleviate work-related stress in policing context. Last 

but not least, to the authors’ knowledge, no review conducted considered job/workplace 

satisfaction and organizational commitment as sources of police work-related stress. Future 

research should be conducted to review these potential predictions.  

 

Operational level 

At the operational level, the microsystem of the ecological model of occupational 

stress (i.e. operational aspect of work) and the concept of “job demand” of the JD-R model 
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were found applicable to understand police officers’ work stress and burnout in some selected 

studies in this scoping review. In the current review, police officers were found to encounter 

more work stress and burnout under the exposure of bloody crime scenes, danger, and 

unpredictability of work. Likewise, a previous systematic review conducted by Sherwood et 

al. (2019) has found that working as an agent and frequent exposure to crimes against 

children as operational risk factors of burnout. In line with the assumption of the JD-R model, 

operational predictors, as job demands, cause police officers to experience work-related stress 

and burnout. However, result from the current review is inconsistent with a previous 

systematic review (Wagner et al., 2019). Wagner and colleagues (2019) did not find studies 

that examined the relationship between frequency/severity of critical incidents exposures, 

anxiety and depression. Two possible explanations were offered for this inconsistency. One 

explanation is the consideration of different mental health indicators. Work-related stress and 

burnout were considered in this scoping review while Wagner et al. (2019) considered 

anxiety and depression in their systematic review. Another explanation is the use of different 

search terms and databases, so yielding different studies.   

 

Family and community level  

At the family and community level, the ecological model of occupational stress has 

been used to explain stressors and occupational stress at these two levels. Salazar and Beaton 

(2000) applied this model to understand occupational stress among firefighters. One 

similarity between firefighters and police officers is that both are first responder occupation, 

who work under a highly stressful environment. So, this model can be applied to understand 

occupational stress in policing context. The microsystem includes inadequacy of support 

from family, driving work-related stress for police officers. The peri-organizational system 

consists of disrespect and misunderstanding of being a police officer from the community, 
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and an increased in political-related criticisms, influencing on work-related stress among 

police officers. 

 

Indirect factors influencing police work-related stress 

In addition, this scoping review discussed the mediators (i.e. work-family conflict, 

resiliency, gender, and supervisor support) and the moderators (i.e. social support, work 

support, and locus of control personality (internality) of police work-related stress. Some of 

these indirect factors were recognized in the ecological model of occupational stress. Since 

work related stress derived from job demands and the nature of policing work are inevitable, 

possible interventions offered for these indirect factors are worth considering.  

 

4.5.2 Practical implications  

Practical implications at different levels are generated from this scoping review 

aiming at alleviating work-related stress in policing occupation. Firstly, at the personal level, 

two suggestions are provided to deal with the in/out-group status. One suggestion is self-

positioning in terms of police subculture programs (Rose & Unnithan, 2015). Another 

suggestion is formal mentoring programs, which are helpful for integrating police officers 

with diverse demographics and reducing the mindset of “us and them” (Rose & Unnithan, 

2015). Also, some suggestions to maintain a work-life balance are allowing flexibility of 

working and arranging reasonable work schedule (Duran et al., 2019; Wang et al., 2014). 

Concerning the stress of conscience issue, police officers should be given opportunities to 

talk to their supervisors regarding their troublesome experiences confidentially (Hawkins, 

2001). Secondly, at the organizational level, the importance of organizational justice is 

emphasised. Organizational justice refers to employees’ perceived fairness in an organization 

(Greenberg, 1990). It has four dimensions; (1) distributive; (2) informational; (3) 
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interpersonal; and (4) procedural (Colquitt, 2001). Qureshi et al. (2016) stressed the 

importance of organizational justice and investment of both distributive and procedural 

justice in long term. Apart from organizational justice, organizational-based interventions are 

suggested to reduce job demand, increase job control, provide more job resources, increase 

job/workplace satisfaction, boost organizational commitment, promote internal procedural 

justice, and alleviate organizational problems. Thirdly, at the operational level, Violanti et al. 

(2012) recommended better shift systems designs and improved rotation to minimize the risk 

of injury. Fourthly, at the family-related level, Yun et al. (2015) recommended creating an 

organizational culture with the emphasis of both individual/family life and organizational 

goals have equal importance. Fifthly, at the community level, the public and police 

management should put efforts. For the public, they should have the ability to express their 

concerns clearly (McCarty et al., 2019). For police management, organizing activities so as to 

promote trustworthy images of the police are suggested (Rotenberg et al., 2016). Last but not 

least, the importance of community policing is highlighted, which can be established through 

engagements and interactions with the community continuously (Rotenberg et al., 2016; Yun 

et al., 2015).  

 

4.5.3 Limitations and future research 

Three limitations of this scoping review should be noted. The first limitation is that a 

majority of the selected studies in the current review are cross-sectional design, so causality 

is difficult to determine. For example, although the results found that work-family conflicts 

predicted more job stress and burnout among police officers, reverse causal relationship is 

possible. The second limitation comes from the reliance on English publications only. Issues 

concerning demographics such as gender, religion, and race in police organizations published 

in non-English are omitted in this review, limiting the understanding of the influences of 
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these demographics on police work-related stress, particularly in the developing countries 

located in non-Western context. Finally, the selected studies mainly based on male police 

officers that make result generalization difficult to female police officers.  

 

Future research conducting a review of longitudinal studies can help confirm the 

causal relationships between stressors and work-related stress among police officers. Besides, 

future studies should narrow the focus of review on particular populations such as female 

police officers, certain religious group, or ethnic minority group in policing context. Last but 

not least, evaluating the effectiveness of interventions in order to alleviate work-related stress 

in policing occupation is worthy. 

 

4.5.4 Conclusion 

In conclusion, Study One provided a comprehensive and systematic understanding of 

predictors, mediators, and moderators of police work-related stress from a multi-level 

perspective. Predictor of police work-related stress were categorized into six types; (1) 

demographic; (2) personal; (3) organizational; (4) operational; (5) family-related; and (6) 

community. Organizational predictors had seven subtypes; (1) job demand; (2) job control; 

(3) job resources; (4) job/workplace satisfaction; (5) organizational commitment; (6) internal 

procedural justice; and (7) organizational problems. Mediators of police work-related stress 

included work-family conflict, resiliency, gender; and supervisor support while moderators of 

police work-related stress included social support, work support, and locus of control 

personality (internality). Undoubtedly, police officers have been under enormous work-

related stress arising from different sources. Through identifying the sources of police work-

related stress, possible practices at different levels can be implemented.  
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This chapter focused on Study One (Factors influencing police work-related stress: A 

scoping review). This is a scoping review of considering the factors influencing police work-

related stress from a multi-level perspective and also examining the predictors, mediators, 

and moderators of police work-related stress. Predictors of police work-related stress were 

categorized into six types while four mediators and three moderators were found. However, 

an empirical understanding of police work-related stress is still lacking. Further studies 

should be conducted to provide an empirical understanding of work-related stress among 

police officers.   
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CHAPTER 5: STUDY TWO (PREDICTORS AND MEDIATORS OF WORK-

RELATED STRESS AMONG HONG KONG POLICE OFFICERS: A 

QUANTITATIVE SECONDARY SURVEY DATA ANALYSIS) 

The previous chapter has provided a comprehensive and systematic understanding of 

predictors, mediators, and moderators of police work-related stress from a multi-level 

perspective using a scoping review approach. Although the review categorized the direct and 

indirect factors affecting work-related stress among police officers at different levels in the 

existing literatures, an empirical understanding of work-related stress among police officers 

remains inadequate. To fill this gap, Study Two (the current study) is aimed to examine 

predictors and mediators of work-related stress among Hong Kong police officers based on 

the theoretical concepts of the JD-R model. This study seeks to answer the following research 

question; What are the direct and indirect factors of work-related stress among Hong Kong 

police officers? Drawing from the quantitative secondary survey data (see Section 3.4.1 

Source of secondary survey data for more information), job demands and job resources of 

work-related stress among Hong Kong police officers are presented in the following chapter.  

 

5.1 Descriptive results of demographic characteristics 

Percentage distributions and descriptive statistics of demographic characteristics are 

presented in Table 5. 1. The average age was 34.37 years, ranging from 23 years to 58 years. 

Participants comprised 83.1% male police officers and 16.9% female police officers. On 

average, the participants had 13 years of education, ranging from 7 years to 18 years. More 

than half of the participants were married (58.4%), and more than a third of the participants 

had children (38.0%). Of 335 participants, most were junior police constables (77.7%) and 

the least were station sergeants (.9%). On average, the participants had 11.46 years of tenure, 

ranging from 1 year to 38.5 years.  
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5.2 Descriptive results and reliability test results of the variables used in Study Two 

Percentage distributions and descriptive statistics of the items are presented in Table 

5. 1. For easier data comparison, values of each response in each variable were converted 

from 1 through 6 to 0 through 100 (0 for the 1st point, 20 for the 2nd point, 40 for the 3rd point, 

60 for the 4th point, 80 for the 5th point, and 100 for the 6th point). Although the measures 

were rescaled, the meanings and relationships regarding the measures were not varied 

(Preston & Colman, 2000). Means of the variables used in Study Two were calculated based 

on composite mean. The participants seldom encountered work-related stress (M = 40.0, SD 

= 18.7). Regarding the job demands, the participants rated public stressors the most stressful 

(M = 52.2, SD = 24.7), followed by pandemic stressors (M = 47.4, SD = 24.9), operational 

stressors (M = 46.2, SD = 22.0), and organizational stressors (M = 45.1, SD = 20.4). To 

interpret participants’ level of stress of the aforementioned job demands, value from 0 to 20, 

40 to 60, and 80 to 100 indicates low, medium, and high level of stress respectively. The 

means of the four job demands ranged from 45.1 to 52.2, indicating that the participants had a 

medium level of stress in each job demand. Regarding the job resources, the participants 

reported to receive some supervisory support (M = 65.6, SD = 20.8) and perceive a relatively 

high level of internal procedural justice (M = 74.8, SD = 16.6). The participants sometimes 

displayed work engagement (M = 66.0, SD = 15.9).  

 

Cronbach’s alphas of the variables used in Study Two are presented in Table 5. 1. 

Reliability refers to the consistency of a scale (Bannigan & Watson, 2009). A scale is 

considered reliable if similar or same results are found when the same scale is used for 

multiple times by different persons or in different circumstances (Drost, 2011; Roberts & 

Priest, 2006). Reliability can be assessed by internal consistency and internal consistency can 

be measured by Cronbach’s alpha (Bannigan & Watson, 2009). Cronbach’s alpha greater 
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than .9 indicates an excellent internal consistency (George & Mallery, 2019). Cronbach’s 

alpha greater than .8 indicates a good internal consistency (George & Mallery, 2019). 

Cronbach’s alpha greater than .7 indicates an acceptable internal consistency (George & 

Mallery, 2019). 

 

5.2.1 Work-related stress  

Eight items were originally used to measure police officers’ work-related stress 

(McCarty et al., 2007). After the pilot test by Li’s research team, two items were dropped. In 

Study Two, work-related stress was measured by six items. Respondents were asked to rate 

on a six-point Likert scale, ranging from one “never” (=1) to six “always” (=6). More than 

half of the participants responded “I feel tired at work even with adequate sleep” (WS1) as 

seldom (17.4%) or sometimes (37.1%). More than half of the participants responded “I am 

moody, irritable, or impatient over small problems” (WS2), “I futile about work” (WS3), and 

“I think I am not as efficient at work as I should be” (WS4) as rarely (32.0%; WS2, 27.8%; 

WS3, 28.7%; WS4) or seldom (27.5%; WS2, 25.4%; WS3, 25.4%; WS4). Roughly half of 

the participants responded “My resistance to illness is lowered because of my work” (WS5) 

as seldom (23.5%) or sometimes (27.1%). More than half of the participants responded “I 

have difficulty concentrating on my job” (WS6) as rarely (35.7%) or seldom (24.6%). Work-

related stress demonstrated a good reliability, with Cronbach’s alpha .887. 

 

5.2.2 Organizational stressors 

The original source of measuring organizational police stress included 20 items 

(McCreary & Thompson, 2006), which can be divided into six dimensions (Shane, 2010). 

However, the pilot test by Li’s research team not only showed a different factor structure to 

Shane’s (2010) study but also a conceptually meaningless factor structure. Hence, only six 
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items were kept. Besides, responses collected in the pilot test indicated that the original 

seven-point scale was replaced with a six-point scale for easier understanding. Therefore, 

response categories include “absolutely not stressful” (=1), “not stressful at all” (=2), “little 

stressful” (=3), “stressful” (=4), “very stressful” (=5), and “absolutely stressful” (=6). More 

than half of the participants responded “Feeling like you always have to prove yourself to the 

organization” (ORG1), “Excessive administrative duties” (ORG2), “Staff shortages” 

(ORG3), “Bureaucratic red tape” (ORG4), and “Volunteer free time to work” (ORG5) as 

little stressful (30.7%; ORG1, 28.9%; ORG2, 29.3%; ORG3, 27.1%; ORG4, 27.1%; ORG5) 

or stressful (28.3%; ORG1, 27.4%; ORG2, 27.8%; ORG3, 30.4%; ORG4, 27.1%; ORG5). 

More than half of the participants responded “Unequal sharing of work responsibilities” 

(ORG6) as not stressful at all (29.5%) or little stressful (25.0%). Organizational stressors had 

an excellent reliability, with Cronbach’s alpha .915.  

 

5.2.3 Operational stressors 

The original source of measuring operational police stress included 20 items 

(McCreary & Thompson, 2006). For the same reasons of handling the scale measuring 

organizational police stress as aforementioned, six items were retained finally. Response 

categories include “absolutely not stressful” (=1), “not stressful at all” (=2), “little stressful” 

(=3), “stressful” (=4), “very stressful” (=5), and “absolutely stressful” (=6). More than half of 

the participants responded “Work related activities on days off (e.g., court, community 

events)” (OPE1) and “Not enough time available to spend with friends and family” (OPE2) 

as little stressful (26.2%; OPE1, 23.5%; OPE2) or stressful (32.2%; OPE1, 30.1%; OPE2). 

Roughly half of the participants responded “It is hard to eat healthy at work” (OPE3), “It is 

hard to finding time to stay in good physical condition” (OPE4), and “Lack of understanding 

from family and friends about your work” (OPE5) (18.7%; OPE3, 23.4%; OPE4, 20.8%; 
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OPE5) or stressful (30.4%; OPE3, 26.7%; OPE4, 29.8%; OPE5). More than half of the 

participants responded “Feeling like you always on the job” (OPE6) as little stressful (23.2%) 

or stressful (30.7%). Operational stressors had an excellent reliability, with Cronbach’s 

alpha .925.  

          

5.2.4 Public stressors 

A scale measuring police officers’ public stressors was constructed based on 

responses from the focus group interviews, conducted by Li in 2018. Six items were 

developed based on the test-retest validity results. Response categories include “absolutely 

not stressful” (=1), “not stressful at all” (=2), “little stressful” (=3), “stressful” (=4), “very 

stressful” (=5), and “absolutely stressful” (=6). More than half of the participants responded 

“Verbal attack by citizens” (PUB1), “Unreasonable demand by citizens” (PUB2), “Handling 

social movements/riots” (PUB3), and “Complaint by citizens” (PUB4) as little stressful 

(23.2%; PUB1, 25.2%; PUB2, 23.2%; PUB3, 24.1%; PUB4) or stressful (29.6%; PUB1, 

28.6%; PUB2, 28.7%; PUB3, 29.6%; PUB4). Less than half of the participants responded 

“Video shooting by citizens at the time of duty” (PUB5) and “Verbal attack, negative labelled 

on internet platform” (PUB6) as little stressful (22.9%; PUB5, 20.7%; PUB6) or stressful 

(26.6%; PUB5, 26.2%; PUB6). Public stressors had an excellent reliability, with Cronbach’s 

alpha .949.  

 

5.2.5 Pandemic stressors 

A three-item scale measuring police officers’ pandemic stressors was developed by 

Li’s research team. Response categories include “absolutely not stressful” (=1), “not stressful 

at all” (=2), “little stressful” (=3), “stressful” (=4), “very stressful” (=5), and “absolutely 

stressful” (=6). More than half of the participants responded “Infection of COVID-19 virus in 
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your contacts with the public” (PAN1), “A threat to health when having duty at COVID-19 

pandemic” (PAN2), and “Extra work bought by COVID-19 pandemic” (PAN3) as little 

stressful (24.8%; PAN1, 26.0%; PAN2, 28.1%; PAN3) or stressful (31.7%; PAN1, 29.6%; 

PAN2, 25.1%; PAN3). Pandemic stressors had an excellent reliability, with Cronbach’s 

alpha .947.  

 

5.2.6 Supervisory support  

Supervisory support was measured using three items, adopted from Nohe and Sonntag 

(2014). Respondents were asked to rate on a six-point Likert scale (1 = “absolutely no 

support” and 6 = “enormous support”). Over two-third of the participants responded “To 

what extent can you count on your leader to back you up when you have difficulties 

combining work and family” (SS1), “To what extent can you count on your leader to listen to 

you when face difficulties in combing work and family” (SS2), and “To what extent can you 

count on your leader to help you face difficulties combining work and family” (SS3) as some 

support (33.8%; SS1, 36.3%; SS2, 32.9%; SS3) or much support (37.2%; SS1, 34.1%; SS2, 

33.2%; SS3). Supervisory support had an excellent reliability, with Cronbach’s alpha .960.   

 

5.2.7 Internal procedural justice  

Internal procedural justice was measured using five items, adopted from Wu et al. 

(2017). Respondents were asked to rate on a scale of 1 to 6 (1 = “strongly disagree” and 6 = 

“strongly agree”). A relatively higher percentage of the participants responded “When they 

are giving instructions, my supervisors explain why they give these instructions” (IPJ1) and 

“When making policy choices, my supervisors sufficiently explain why these choices are 

being made” (IPJ2) as rather agree (23.4%; IPJ1, 27.6%; IPJ2) or agree (51.4%; IPJ1, 47.4%; 

IPJ2). Over two-third of the participants responded “My supervisors are impartial when 
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making decision” (IPJ3), “When implementing changes, my supervisors sufficiently explain 

why these changes are necessary” (IPJ4), and “My supervisors give explanations for 

decisions they make that affect me” (IPJ5) as rather agree (22.2%; IPJ3, 27.0%; IPJ4, 25.5%; 

IPJ5) or agree (45.6%; IPJ3, 43.8%; IPJ4, 45.0%; IPJ5). Internal procedural justice had an 

excellent reliability, with Cronbach’s alpha .940.  

 

5.2.8 Work engagement  

Work engagement was measured by nine items from three subscales (i.e. vigor, 

dedication, and absorption subscales) with three items each (Schaufeli et al., 2006). 

Respondents were asked to rate on a six-point Likert scale, ranging from one “never” (=1) to 

six “always” (=6). Roughly three-quarter of the participants responded “At my work, I feel 

bursting with energy” (WE1) and “At my job, I feel strong and vigorous” (WE2) as 

sometimes (34.4%; WE1, 39.0%; WE2) or frequently (41.9%; WE1, 36.0%; WE2). More 

than half of the participants responded “When I get up in the morning, I feel like going to 

work” (WE3) as seldom (19.2%) or sometimes (39.2%). Roughly three-quarter of the 

participants responded “I am enthusiastic about my job” (WE4) and “My job inspires me” 

(WE5) as sometimes (36.2%; WE4, 36.2%; WE5) or frequently (39.2%; WE4, 38.6%; WE5). 

A two-third of the participants responded “I am proud of the work that I do” (WE6) as 

sometimes (30.5%) or frequently (36.2). A relatively higher percentage of the participants 

responded “I feel happy when I am working intensively” (WE7), “I am immersed in my 

work” (WE8), and “I get carried away when I am working” (WE9) as sometimes (36.9%; 

WE7, 32.3%; WE8, 38.6%; WE9) or frequently (38.4%; WE7, 45.5%; WE8, 32.3%; WE9). 

Work engagement had an excellent reliability, with Cronbach’s alpha .935.  
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Table 5. 1 Percentage distributions, descriptive statistics, and reliability test results  

 

Variables and items 

 

Coding and response categories (%)  

M 

 

SD 

 

Range 

 

α 0 1 2 3 4 5 6 

Work-related stress (WS) (1 = never; 2 = rarely; 3 = 

seldom; 4 = sometimes; 5 = frequently; 6 = always) 

       40.0 18.7 1-6 .887 

I feel tired at work even with adequate sleep (WS1)  5.4% 19.8% 17.4% 37.1% 16.2% 4.2% 3.51 1.24 1-6  

I am moody, irritable, or impatient over small problems 

(WS2) 

 8.4% 32.0% 27.5% 27.5% 4.2% .3% 2.88 1.06 1-6  

I futile about work (WS3)  15.9% 27.8% 25.4% 27.8% 2.7% .3% 2.75 1.12 1-6  

I think I am not as efficient at work as I should be (WS4)  10.2% 28.7% 25.4% 26.6% 7.5% 1.5% 2.97 1.18 1-6  

My resistance to illness is lowered because of my work 

(WS5) 

 10.5% 21.1% 23.5% 27.1% 14.5% 3.3% 3.24 1.31 1-6  

I have difficulty concentrating on my job (WS6)  14.1% 35.7% 24.6% 21.3% 4.2% 0% 2.66 1.09 1-5  

Organizational stressors (ORG) (1 = absolutely not 

stressful; 2 = not stressful at all; 3 = little stressful; 4 = 

stressful; 5 = very stressful; 6 = absolutely stressful) 

       45.1 20.4 1-6 .915 

Feeling like you always have to prove yourself to the 

organization (ORG1) 

 8.1% 21.1% 30.7% 28.3% 10.8% .9% 3.15 1.15 1-6  

Excessive administrative duties (ORG2)  7.2% 21.1% 28.9% 27.4% 10.8% 4.5% 3.27 1.24 1-6  

Staff shortages (ORG3)  5.4% 13.3% 29.3% 27.8% 15.7% 8.5% 3.60 1.29 1-6  

Bureaucratic red tape (ORG4)  6.6% 16.9% 27.1% 30.4% 14.8% 4.2% 3.42 1.24 1-6  

Volunteer free time to work (ORG5)  6.9% 27.1% 27.1% 27.1% 8.4% 3.3% 3.13 1.20 1-6  

Unequal sharing of work responsibilities (ORG6)  10.8% 29.5% 25.0% 25.3% 7.5% 1.8% 2.95 1.20 1-6  

Operational stressors (OPE) (1 = absolutely not stressful; 

2 = not stressful at all; 3 = little stressful; 4 = stressful; 5 = 

very stressful; 6 = absolutely stressful) 

       46.2 22.0 1-6 .925 

Work related activities on days off (e.g., court, community 

events) (OPE1) 

 9.9% 20.2% 26.2% 32.2% 6.6% 4.5% 3.28 2.06 1-6  

Not enough time available to spend with friends and family 

(OPE2) 

 6.9% 23.5% 23.5% 30.1% 13.6% 2.4% 3.27 1.23 1-6  
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It is hard to eat healthy at work (OPE3)  6.3% 23.8% 18.7% 30.4% 15.4% 5.4% 3.41 1.32 1-6  

It is hard to finding time to stay in good physical condition 

(OPE4) 

 8.2% 17.9% 23.4% 26.7% 18.2% 5.5% 3.45 1.34 1-6  

Lack of understanding from family and friends about your 

work (OPE5) 

 10.5% 21.1% 20.8% 29.8% 12.7% 5.1% 3.28 1.35 1-6  

Feeling like you always on the job (OPE6)  8.7% 22.0% 23.2% 30.7% 12.7% 2.7% 3.25 1.25 1-6  

Public stressors (PUB) (1 = absolutely not stressful; 2 = 

not stressful at all; 3 = little stressful; 4 = stressful; 5 = 

very stressful; 6 = absolutely stressful) 

       52.2 24.7 1-6 .949 

Verbal attack by citizens (PUB1)  7.0% 14.3% 23.2% 29.6% 18.0% 7.9% 3.61 1.34 1-6  

Unreasonable demand by citizens (PUB2)  7.9% 12.5% 25.2% 28.6% 17.0% 8.8% 3.61 1.36 1-6  

Handling social movements/riots (PUB3)   8.6% 10.7% 23.2% 28.7% 18.0% 10.7% 3.69 1.40 1-6  

Complaint by citizens (PUB4)  8.8% 16.5% 24.1% 29.6% 13.7% 7.3% 3.45 1.35 1-6  

Video shooting by citizens at the time of duty (PUB5)  8.6% 15.3% 22.9% 26.6% 17.4% 9.2% 3.57 1.40 1-6  

Verbal attack, negative labelled on internet platform (PUB6)  8.5% 13.4% 20.7% 26.2% 17.7% 13.4% 3.71 1.47 1-6  

Pandemic stressors (PAN) (1 = absolutely not stressful; 2 

= not stressful at all; 3 = little stressful; 4 = stressful; 5 = 

very stressful; 6 = absolutely stressful) 

       47.4 24.9 1-6 .947 

Infection of COVID-19 virus in your contacts with the public 

(PAN1) 

 7.6% 17.5% 24.8% 31.7% 11.8% 6.6% 3.43 1.30 1-6  

A threat to health when having duty at COVID-19 pandemic 

(PAN2) 

 7.6% 18.4% 26.0% 29.6% 10.3% 8.2% 3.41 1.33 1-6  

Extra work bought by COVID-19 pandemic (PAN3)  7.3% 23.0% 28.1% 25.1% 9.7% 6.9% 3.28 1.31 1-6  

Supervisory support (SS) (1 = absolutely no support; 2 = 

no supportive at all; 3 = little support; 4 = some support; 

5 = much support; 6 = enormous support) 

       65.6 20.8 1-6 .960 

To what extent can you count on your leader to back you up 

when you have difficulties combining work and family (SS1) 

 1.5% 3.9% 13.0% 33.8% 37.2% 10.6% 4.33 1.05 1-6  

To what extent can you count on your leader to listen to you 

when face difficulties in combing work and family (SS2) 

 2.1% 3.0% 13.6% 36.3% 34.1% 10.9% 4.30 1.07 1-6  

To what extent can you count on your leader to help you face 

difficulties combining work and family (SS3) 

 2.1% 4.8% 16.6% 32.9% 33.2% 10.3% 4.21 1.12 1-6  
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Internal procedural justice (IPJ) (1 = totally disagree; 2 = 

disagree; 3 = rather disagree; 4 = rather agree; 5 = agree; 

6 = totally agree) 

       74.8 16.6 1-6 .940 

When they are giving instructions, my supervisors explain 

why they give these instructions (IPJ1) 

 0% 1.8% 6.0% 23.4% 51.4% 17.4% 4.77 .87 2-6  

When making policy choices, my supervisors sufficiently 

explain why these choices are being made (IPJ2) 

 0% 2.1% 5.1% 27.6% 47.4% 17.7% 4.74 .88 2-6  

My supervisors are impartial when making decision (IPJ3)  .3% .6% 8.4% 22.2% 45.6% 22.8% 4.81 .92 1-6  

When implementing changes, my supervisors sufficiently 

explain why these changes are necessary (IPJ4) 

 .3% 2.7% 7.8% 27.0% 43.8% 18.3% 4.66 .97 1-6  

My supervisors give explanations for decisions they make 

that affect me (IPJ5) 

 .3% 2.7% 6.6% 25.5% 45.0% 19.8% 4.72 .97 1-6  

Work engagement (WE) (1 = never; 2 = rarely; 3 = 

seldom; 4 = sometimes; 5 = frequently; 6 = always) 

       66.0 15.9 1-6 .935 

Vigor            

At my work, I feel bursting with energy (WE1)  .3% 1.5% 15.0% 34.4% 41.9% 6.9% 4.37 .89 1-6  

At my job, I feel strong and vigorous (WE2)  .6% 3.6% 16.2% 39.0% 36.0% 4.5% 4.20 .93 1-6  

When I get up in the morning, I feel like going to work 

(WE3) 

 2.4% 10.5% 19.2% 39.2% 24.3% 4.5% 3.86 1.11 1-6  

Dedication             

I am enthusiastic about my job (WE4)  .6% 3.9% 11.7% 36.2% 39.2% 8.4% 4.35 .97 1-6  

My job inspires me (WE5)  .3% 4.5% 12.0% 36.2% 38.6% 8.4% 4.34 .97 1-6  

I am proud of the work that I do (WE6)  .6% 3.9% 11.4% 30.5% 36.2% 17.4% 4.50 1.06 1-6  

Absorption            

I feel happy when I am working intensively (WE7)  .6% 3.0% 12.3% 36.9% 38.4% 8.7% 4.36 .95 1-6  

I am immersed in my work (WE8)  0% 1.8% 6.9% 32.3% 45.5% 13.5% 4.62 .87 2-6  

I get carried away when I am working (WE9)  2.1% 5.1% 16.8% 38.6% 32.3% 5.1% 4.09 1.04 1-6  

Demographic characteristics             

Age (years)        34.37 7.99 23-58  

Gender (0 = male; 1 = female) 83.1% 16.9%      .17 .38   

Education (years)         13.04 2.60 7-18  

Marital status (0 = non-married; 1 = married) 41.6% 58.4%      .58 .49   
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Children (0 = without children; 1 = with children) 62.0% 38.0%      .38 .49   

Rank (1 = junior police constable; 2 = senior police 

constable; 3 = sergeant; 4 = station sergeant) 

 77.7% 10.7% 10.7% .9%   .12 .23   

Tenure (years)        11.46 8.48 1-38.5  

 

Note. For easier data comparison, values of each response in each variable were converted from 1 through 6 to 0 through 100 (0 for the 1st point, 

20 for the 2nd point, 40 for the 3rd point, 60 for the 4th point, 80 for the 5th point, and 100 for the 6th point). Mean for work-related stress (WS), 

organizational stressors (ORG), operational stressors (OPE), public stressors (PUB), pandemic stressors (PAN), supervisory support (SS), 

internal procedural justice (IPJ), and work engagement (WE) were calculated based on composite mean. 
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5.3 Bivariate results 

Bivariate analysis is run to determine if an association exists between two variables 

(Sandilands, 2014). If so, the degree of an association between two variables can be found 

and more advanced statistical analysis can be further conducted (e.g. regression analysis) 

(Sandilands, 2014). The strength of an association between two variables is presented as 

Pearson’s r. Values of .10, .30, and .50 indicate small, medium, and large effects respectively 

(Cohen, 1988, 1992). Correlations between all variables are presented in Table 5. 2. Age had 

a small and positive correlation with work-related stress (r = .11, p = .043), suggesting an 

increase in age was correlated with an increase in work-related stress. No significant 

correlations between gender (r = .02, p = .675), education (r = .09, p = .134), marital status (r 

= .07, p = .247), family status (having children) (r = -.04, p = .507), rank (r = .11, p = .050), 

tenure (r = -.03, p = .605), and work-related stress were found. 

 

Regarding the job demands, organizational stressors (r = .48, p < .001), public 

stressors (r = .46, p < .001), and pandemic stressors (r = .38, p < .001) had medium and 

positive correlations with work-related stress. Operational stressors (r = .56, p < .001) had a 

large and positive correlation with work-related stress. The more the stressors, the more the 

work-related stress. These bivariate results were consistent with hypothesis 2. SEM analysis 

was conducted to test the predictive power of job demands (organizational stressors, 

operational stressors, public stressors, and pandemic stressors) on work-related stress. 

 

Regarding the job resources, supervisory support (r = -.19, p =.001) had a small and 

negative correlation with work-related stress. Internal procedural justice (r = -.31, p < .001) 

had a medium and negative correlation with work-related stress. The more the supervisory 

support and internal procedural justice, the less the work-related stress. These bivariate 
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results were consistent with hypothesis 3. SEM analysis was conducted to test the predictive 

power of job resources (supervisory support and internal procedural justice) on work-related 

stress. 

 

Organizational stressors (r = -.27, p < .001), public stressors (r = -.19, p < .001), and 

pandemic stressors (r = -.23, p < .001) had small and negative correlations with work 

engagement. Operational stressors (r = -.33, p < .001) had a medium and negative correlation 

with work engagement. The more the stressors, the less the work engagement. Supervisory 

support (r = .24, p < .001) had a small and positive correlation with work engagement. 

Internal procedural justice (r = .46, p < .001) had a medium and positive correlation with 

work engagement. The more the supervisory support and internal procedural justice, the more 

the work engagement. Work engagement had a medium and negative correlation with work-

related stress (r = -.40, p < .001), suggesting an increase in work engagement was correlated 

with a decrease in work-related stress. These bivariate results were consistent with hypothesis 

4a and hypothesis 4b. SEM analysis was conducted to examine the direct and indirect 

relationships between different types of job demands (stressors), job resources, and work-

related stress via work engagement. 
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Table 5. 2 Correlation matrix of all variables 

 1 2 3 4 5 6 7 8 9 10 11 12 13 14 

1. WS -              

2. Age .11* -             

3. Gender .02 .23*** -            

4. EDU .09 .12* .66*** -           

5. Marital 
status 

.07 .31*** .96*** .75*** -          

6. Family 
status 
(having 
children) 

-.04 .30*** .58*** .23*** .50*** -         

7. Rank .11 .56*** .20*** .04 .20*** .19** -        

8. Tenure -.03 .55*** .30*** -.11* .27*** .25*** .51*** -       

9. ORG .48*** .07 .02 .03 .03 -.04 .11 .17** -      
10. OPE .56*** .03 .11* .09 .11* .03 .13* .16** .72*** -     
11. PUB .46*** -.01 .02 .03 .03 -.07 .13* .05 .61*** .60*** -    
12. PAN .38*** .13* .04 -.10 .02 .08 .12* .19** .52*** .47*** 52*** -   
13. SS -.19** -.12* -.07 -.12* -.09 -.02 -.08 -.02 -.34*** -.28** -.18** -.07 -  
14. IPJ -.31*** -.15** -.09 -.06 -.12* -.07 -.11* -.19** -.42*** -.32*** -.23*** -.12* .58*** - 
15. WE -.40*** -.01 -.09 .08 -.04 -.13* -.11* -.15* -.27*** -.33*** -.19*** -.23*** .24*** .46*** 

 

Note. WS = work-related stress; EDU = education; ORG = organizational stressors; OPE = operational stressors; PUB = public 

stressors; PAN = pandemic stressors; SS = supervisory support; IPJ = internal procedural justice; WE = work engagement. ***p<.001; 

**p<.01; *p<.05.  
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5.4 SEM results  

SEM results, including CFA results, model fit statistics, and path analysis results are 

presented in the following. In this study, there are one endogenous variable (work-related stress), 

six exogenous variables (organizational stressors, operational stressors, public stressors, 

pandemic stressors, supervisory support, and internal procedural justice), and one mediating 

variable (work engagement) in the hypothesized model. The statistical software of Mplus 

(version 8.10) was used.  

 

It is crucial to know “how well the factor loadings of the indicators are?” and “how well 

the hypothesized model fit the data?”. To answer these two questions, CFA was conducted and 

model fit statistics was reported respectively. Running CFA is common among previous policing 

studies (Wu et al., 2017; Wu et al., 2019). Regarding the acceptable level of factor loading, a 

cutoff point of .40 is suggested (Stevens, 2002). The maximum likelihood was used to estimate 

model parameters. To determine an acceptable model fit, it is suggested to check the value of 

several indices, including (1) the value of χ2, df, and associated p-value; (2) CFI; (3) TLI; (4) 

RMSEA; and (5) SRMR. For the value of χ2, the smaller the better (Hooper et al., 2008; 

Schermelleh-Engel et al., 2003). Recommendation for df ranges from 2-5 (Hooper et al., 2008). 

For χ2 associated p-value, value larger than .05 indicates a good model fit (Barrett, 2007; Hooper 

et al., 2008; Schermelleh-Engel et al., 2003). However, χ2 is very sensitive to sample size 

(Hooper et al., 2008; Schermelleh-Engel et al., 2003). A large sample size is associated with 

large χ2 and thus the model is likely to be rejected (Barrett, 2007; Hooper et al., 2008; 

Schermelleh-Engel et al., 2003). Value greater than .95 for CFI and TLI (Hooper et al., 2008; 

Schermelleh-Engel et al., 2003), value smaller than .05 for RMSEA (Kline, 2015; Schermelleh-
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Engel et al., 2003), and value smaller than .08 for SRMR indicate a good model fit (Kline, 2015; 

Rosenthal, 2017).  

 

CFA results are presented in Figure 5. 1. All latent variables were statistically 

distinguishable. There was no evidence of cross loadings of the indicators. Factor loadings 

ranged from .71 to .95, above the cutoff point of .40, indicating the theoretically driven 

indicators were loaded onto their respective variables. However, it is important to note that factor 

loadings higher than .90 may have three indications; (1) the items share a lot of variance; (2) the 

items are too similar; and (3) the items contribute uniformly (Clark & Watson, 1995). As 

suggested by modification indices, the mediating variable and some of the control variables, 

including age, education, and family status (having children), were correlated to improve model 

fit. Goodness-of-fit statistics suggested a good fit of the data to the model (χ2 = 6.52, df = 4, p 

= .163; CFI = .99; TLI = .94; RMSEA = .05; SRMR = .02).  
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Figure 5. 1 CFA results 

Note. WS = work-related stress; ORG = organizational stressors; OPE = operational 

stressors; PUB = public stressors; PAN = pandemic stressors; SS = supervisory support; IPJ 

= internal procedural justice; WE = work engagement.  
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5.5 Hypotheses testing  

There are different types of SEM, such as path analysis, partial least squares path 

modelling, and latent growth curve model. Path analysis is used to examine the direct and 

indirect relationships between variables (Hamilton, 2017). It is a preferred choice for Study 

Two, given that the objective of Study Two is to examine predictors and mediators of work-

related stress among Hong Kong police officers. The mediation was analyzed using 1000 

bootstrapped samples. Bootstrap is a technique that “repeatedly sampling from the data set 

and estimating the indirect effect in each resampled data set.” (Preacher & Hayes, 2008, 

p.880). As suggested by Field (2018), 1000 bootstrapped samples is a reasonable number. 

Path analysis results are presented in Figure 5. 2 and Table 5. 3. Study Two includes six 

hypotheses. Each hypothesis was tested and presented accordingly in the following.  

 

Hypothesis 1a is work-related stress is negatively related to age, education, rank, and 

tenure. As shown in Table 5. 3, work-related stress was significantly and positively related to 

age (β = .21, p = .002) but negatively related to tenure (β = -.31, p <.001). Work-related stress 

was not significantly related to education (β = -.04, p = .638) and rank (β = .04, p = .493). 

Hypothesis 1a was partially supported. Moreover, it indicates the impact of the participants’ 

demographic characteristics on work-related stress is minimal. 

 

Hypothesis 1b is more work-related stress is reported by female, non-married, and 

parenting police officers. As shown in Table 5. 3, work-related stress was not significantly 

related to gender (β = -.27, p = .300), marital status (β = .35, p = .214), and family status 

(having children) (β = -.09, p = .431). Hypothesis 1b was rejected.  
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Hypothesis 2 is job demands (organizational stressors, operational stressors, public 

stressors, and pandemic stressors) have direct and positive effect on work-related stress. As 

shown in Table 5. 3, among the job demands, only operational stressors were directly and 

positively related to work-related stress (β = .35, p <.001) in a significant manner. Work-

related stress was not significantly related to organizational stressors (β = .06, p = .422), 

public stressors (β = .11, p = .086), and pandemic stressors (β = .10, p = .144). Hypothesis 2 

was partially supported.  

 

Hypothesis 3 is job resources (supervisory support and internal procedural justice) 

have direct and negative effect on work-related stress. As shown in Table 5. 3, work-related 

stress was not significantly related to supervisory support (β = .10, p = .061), and internal 

procedural justice (β = -.08, p = .219). Hypothesis 3 was rejected.  

 

Hypothesis 4a is work engagement can mediate the relationship between job demands 

(organizational stressors, operational stressors, public stressors, and pandemic stressors) and 

work-related stress. As shown in Table 5. 3, no significant indirect effects of organizational 

stressors (β = -.03, p = .333), operational stressors (β = .06, p = .051), public stressors (β = 

-.01, p = .677), and pandemic stressors (β = .03, p = .214) on work-related stress via work 

engagement were found. Hypothesis 4a was rejected. 

 

Hypothesis 4b is work engagement can mediate the relationship between job 

resources (supervisory support and internal procedural justice) and work-related stress. As 

shown in Table 5. 3, no significant indirect effect of supervisory support on work-related 

stress via work engagement was found (β = .01, p = .766). Internal procedural justice had a 

significant and indirect effect on work-related stress via work engagement (β = -.12, p <.001), 
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but no direct effect on work-related stress (β = -.08, p = .219). Therefore, work engagement 

fully mediated the relationship between internal procedural justice and work-related stress. 

Hypothesis 4b was partially supported.  
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Figure 5. 2 Path analysis results 

Note. ORG = organizational stressors; OPE = operational stressors; PUB = public stressors; PAN = pandemic stressors; SS = 

supervisory support; IPJ = internal procedural justice; WE = work engagement; WS = work-related stress. Standardized path 

coefficients are reported. ***p<.001; **p<.01. Solid lines represent significant paths. Dot lines represent non-significant paths. 

Demographic characteristics are omitted in the figure. The analyses are based on 1000 bootstrapped samples. 
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Table 5. 3 Path analysis results  

Variable   Work engagement 

(WE) 

Work-related stress (WS) 

Direct  Direct Indirect Total  

Exogenous      

 Organizational stressors (ORG) .10 .06 -.03 .04 

 Operational stressors (OPE) -.23** .35*** .06 .41*** 

 Public stressors (PUB) .03 .11 -.01 .10 

 Pandemic stressors (PAN) -.13 .10 .03 .13 

 Supervisory support (SS) -.02 .10 .01 .10 

 Internal procedural justice (IPJ) .44*** -.08 -.12*** -.20** 

Mediating      

 Work engagement (WE) - -.27** - - 

Demographic characteristics     

 Age - .21** - - 

 Gender - -.27 - - 

 Education - -.04 - - 

 Marital status - .35 - - 

 Family status (having children) - -.09 - - 

 Rank - .04 - - 

 Tenure - -.31*** - - 

Model fit statistics      

χ2 = 6.52     

df = 4     

p = .163     

RMSEA = .05     

CFI = .99     

TLI = .94     

SRMR = .02     

 

Note. Standardized path coefficients are reported. ***p<.001; **p<.01. The analyses are based 

on 1000 bootstrapped samples. 

 

5.6 Discussion and conclusion 

Building on the theoretical concepts of the JD-R model, the objective of current study is 

to examine predictors and mediators of work-related stress among Hong Kong police officers. 

Using the quantitative secondary survey data from a sample of Hong Kong police officers, age 
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and tenure were significant demographic predictors of work-related stress. Older police officers 

encountered more work-related stress. Police officers with shorter tenure encountered more 

work-related stress. Operational stressors and internal procedural justice had a direct and an 

indirect effect on work-related stress respectively. More operational stressors predicted more 

work-related stress. More internal procedural justice predicted more work engagement, which in 

turn predicted less work-related stress. Gender, education, marital status, family status (having 

children), rank, organizational stressors, public stressors, pandemic stressors, and supervisory 

support were non-significant predictors. The above results partially supported Hypothesis 1a, 

Hypothesis 2, and Hypothesis 4b but rejected Hypothesis 1b, Hypothesis 3, and Hypothesis 4a. 

 

5.6.1 Demographic predictors  

Demographic predictors included age, gender, education, marital status, family status 

(having children), rank, and tenure.  

 

Age 

To be contradictory to Hypothesis 1a, age was found to be a positive predictor of work-

related stress among Hong Kong police officers. Similar to a previous result (Smoktunowicz et 

al., 2015), older police officers were more vulnerable to burnout because their work may become 

demanding with aging (Martinussen et al., 2007). Physical strength is highly important in 

policing occupation. However, aged police officers are likely to undergo a decline in physical 

strength and possibly they cannot carry out certain duties (Rose & Unnithan, 2015). They may 

worry about their work performance and thus encounter more work-related stress.  
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Gender 

Although previous studies have found that policewomen reported more work-related 

stress and burnout (Ivie & Garland, 2011; McCarty & Skogan, 2013), gender was a non-

significant predictor of work-related stress among Hong Kong police officers in Study Two. In 

fact, female police officers may adopt an active coping strategy, for example, problem solving 

and information seeking in response to stress (Carroll, 2013; Martinussen et al., 2007). Besides, 

gender inequality was identified as a source of stress for female police officers (Greene & del 

Carmen, 2002; Kurtz, 2008; Morash & Haarr, 1995) but gender inequality is not an issue in 

Hong Kong. Under Cap. 480 Sex Discrimination Ordinance, any “kinds of sex discrimination, 

discrimination on the ground of marital status, pregnancy or breastfeeding, sexual harassment 

and harassment of breastfeeding women” are regarded unlawful (Hong Kong e-Legislation, 

2022a, para.1). Although it is believed that more work-related stress is reported by female police 

officers in a male-dominate occupation, the items in the work-related stress scale are not specific 

to female police officers. Further effort of investigation on gender and work-related stress in a 

qualitative study is worthy.  

 

Education 

Education was a non-significant predictor of work-related stress among Hong Kong 

police officers in Study Two. Previous studies have shown no relationship between education 

and work-related stress among police officers (Ivie & Garland, 2011; Lambert et al., 2017; Rose 

& Unnithan, 2015; Tsai et al., 2018). One might speculate that police officers are not educated 

with how to deal with stress, regardless the years of education they received. In the Hong Kong 
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education system, knowledge construction and skills development are the core (Education 

Bureau, 2022). Instead, curricula or resources on stress management are limited.  

 

Marital status 

Study Two found that marital status did not predict work-related stress among Hong 

Kong police officers. Previous studies have found mixed results. Some assumed that more non-

married police officers reported more work stress because they received no spouse support (Li et 

al., 2018). Others believed that married police officers experienced greater strain-based work-

family conflict (Qureshi et al., 2016). It is postulated that, inherently, policing is a close-knit 

occupation (Chan, 2011). With cohesiveness among police officers, they may experience the 

similar stressors and have a mutual understanding of work-related stress (Kumar & 

Kamalanabhan, 2017; McCarty & Skogan, 2013). It is likely that supervisors and coworkers play 

a more supportive role, compared to a spouse.  

 

Family status (having children) 

Parenting was a non-significant predictor of work-related stress among Hong Kong 

police officers in Study Two. Previous studies have shown no relationship between with/without 

children and police burnout (Gächter et al., 2011a, 2011b; Wickramasinghe & Wijesinghe, 

2018). Two possible reasons are offered. On one hand, parenting police officers and non-

parenting police officers were unevenly distributed in Study Two. On the other hand, children 

belong to the high-risk group of infection of COVID-19. As parents, they certainly are worried 

about health of their children. In response to the COVID-19, the Education Bureau made 

announcement on face-to-face class suspension (The Government of the Hong Kong Special 
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Administrative Region, 2022b). This measure may be helpful in alleviating parents’ fear and also 

their level of stress.   

 

Rank 

Study Two found that rank did not predict work-related stress among Hong Kong police 

officers. Before becoming an eligible police officer, it is required to undergo psychometric test, 

aiming to assess emotional resilience, in the selection process (Hong Kong Police Force, 2022b). 

With emotional resilience, police officers are likely to be able to deal with their stress (Ivie & 

Garland, 2011). Moreover, both higher-rank and lower-rank officers are exposed to stress 

although they experience different stressors (Narvekar & D’Cunha, 2021). For higher-rank 

officers, their source of stress is heavy workload such as urgency of tasks, working consecutively 

without sufficient time to rest, long working hours, etc (Narvekar & D’Cunha, 2021; Singh & 

Kar, 2015). For lower-rank officers, they feel stressful because of dealing with assembles/riots, 

inadequate benefits and welfare, shift work etc (Narvekar & D’Cunha, 2021; Singh & Kar, 

2015). Therefore, one might postulate that work-related stress is reported by police officers, 

irrespective of their rank.  

 

Tenure 

Supporting Hypothesis 1a, tenure was found to be a negative predictor of work-related 

stress among Hong Kong police officers. Police officers with shorter tenure were more 

vulnerable to work-related stress can be attributable to lack of experience, which was found to be 

a source of stress in workplace (Mahmood et al., 2013). Policing is a highly disciplined 

occupation. If police officers are inexperienced, it is likely that they need to be compliant to 
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others. So, they do not have much control over tasks in working environment nor be involved in 

decision-making process. In other words, low job control. According to the JD-R model 

proposed by Demerouti and colleagues (2001), job control is an example of job resources. A lack 

of job resources predicts more negative work outcomes.  

 

5.6.2 Job demands  

Job demands examined in this study came from four domains: organizational stressors, 

operational stressors, public stressors, and pandemic stressors.  

 

Organizational stressors  

One study has found that heavy job demands were significant predictors of Indian police 

work stress (Frank et al., 2017). However, organizational stressors had no direct nor indirect 

effect on work-related stress among Hong Kong police officers in Study Two. Among the four 

stressors, the Hong Kong police officers rated organizational stressors the least stressful. In other 

words, they perceived organizational stressors, for example, excessive administrative duties, and 

staff shortages a little stressful. Compared to other stressors, assumably, organizational stressor 

is a weaker predictor.  

 

Operational stressors  

Study Two found that operational stressors had a direct effect on work-related stress 

among Hong Kong police officers. When Hong Kong police officers encounter more operational 

stressors, they report more work-related stress. Responding to the COVID-19 pandemic, Cap. 

599 Prevention and Control of Disease Ordinance was released (Hong Kong e-Legislation, 



172 
 

 

2022b). The police officers are responsible for enforcing the law. They can issue a penalty to 

people who disobey the social distancing measures such as maintaining 1.5m social distancing, 

prohibition of group gathering, and mandatory mask-wearing at all times in public places. Due to 

the nature of police work, unsurprisingly, they have encountered extra job demands and thus 

more work-related stress. One study has shown that, from a transactional perspective, operational 

stressors were perceived and appraised severe and occurred frequently, this threat led to 

emotional arousals and the associated activation of the autonomic nervous system, eventually 

causing burnout among Turkish National Police members (Kula, 2017). Result from Study Two 

echoes previous studies (Ivie & Garland, 2011; Kula, 2017; Sayed et al., 2019) and matches with 

the assumption of the JD-R model (Demerouti et al., 2001) in which heavy job demands predict 

more exhaustion. In the JD-R model, a heavy job demand working condition causes energy 

depletion and thus burnout (Demerouti et al., 2001).  

 

Public stressors  

Public stressors had no direct nor indirect effect on work-related stress among Hong 

Kong police officers in Study Two, which is consistent with previous studies (Li et al, 2018). On 

one hand, the responses were collected in 2020 (a few years later since the Umbrella 

Movement/Occupy Movement and the Mong Kok riot and also a few months later since the 

social unrest caused by the anti-extradition law amendment bill movement). On the other hand, 

based on the Prevention and Control of Disease (Prohibition on Group Gathering) Regulation 

(Cap. 599G), public processions were rejected by the Hong Kong Police Force (The Government 

of the Hong Kong Special Administrative Region Press Releases, 2021b). The number of public 

procession has significantly dropped by 93 per cent from 2019 to 2021(Hong Kong Police Force, 
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2022a). Together, the influence of the public stressors on work-related stress may be weakened. 

Last but not least, following the social movements, police officers may have gained learning 

opportunities and experiences so that their confidences have been built up and they can deal with 

public order events. Also, not only policing training regarding crowd management is 

strengthened but also specialised crowd management vehicles with water spray devices are 

procured in order to handle public assemblies and large-scale protests/demonstrations effectively 

(Press Releases, 2016).  

 

Pandemic stressors  

Pandemic stressors also had no direct nor indirect effect on work-related stress among 

Hong Kong police officers in Study Two. This result is similar to a previous study (Li et a., 

2021a). Several explanations are offered. In Study Two, pandemic stressors were only measured 

with three items and the factor loadings were high. This may indicate that the items are too 

similar and contribute uniformly (Clark & Watson, 1995), thus may not reflect police officers’ 

work related stress under the COVID-19 pandemic. One possible explanation is that masks and 

personal protective equipment are provided to the police officers by the Hong Kong Police Force 

and the Government (The Government of the Hong Kong Special Administrative Region Press 

Releases, 2020). Another possible explanation is provision of protective items are prioritized to 

the frontline police officers who are involved in implementing quarantine work so that they can 

carry out their duties safely and effectively (The Government of the Hong Kong Special 

Administrative Region Press Releases, 2020). Furthermore, the COVID-19 vaccination 

programme has launched since February 2021 (The Government of the Hong Kong Special 

Administrative Region Region Press Releases, 2021a). The vaccines are proven safe and 



174 
 

 

effective in protecting against the COVID-19, so everyone is highly encouraged to get 

vaccinated (The Government of the Hong Kong Special Administrative Region, 2022a). With 

masks, personal protective equipment, and vaccination, police officers’ fear of infection of 

COVID-19 can be reduced.  

 

5.6.3 Job resources 

Job resources investigated in this study comprised supervisory support, internal 

procedural justice, and work engagement.  

 

Supervisory support  

Likewise, supervisory support had no direct nor indirect effect on work-related stress 

among Hong Kong police officers in Study Two. Previous studies have found mixed results. 

Result from Study Two echoes Kula (2017) and Yun et al. (2015)’s results that supervisor 

support did not alleviate burnout among police officers. Nevertheless, result from Study Two 

differs from Sayed et al. (2019) and Wickramasinghe and Wijesinghe (2018)’s findings that 

supervisor support reduced police officers’ workplace stress and burnout level respectively. In 

Study Two, similar to pandemic stressors, supervisory support was measured with three items 

only and the factor loadings were high, indicating the items are too similar and contribute 

uniformly (Clark & Watson, 1995). Therefore, supervisory support may not be truly measured in 

Study Two. Another reason is that internal procedural justice was found to be a more important 

predictor, which significantly reduced the predictive power of supervisory support. Moreover, 

police officers reported not only to encounter difficulties in adjusting with their supervisors but 

also to be punished by their supervisors without being investigated properly (Singh & Kar, 
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2015), implying a poor relationship and a lack of communication or trust between police officers 

and their supervisors. In this case, supervisory support may not be protective against work-

related stress. Instead, coworkers are possibly more supportive than supervisors, as Page and 

Jacobs (2011) suggested peer-support counselling. During the COVID-19 pandemic, the 

relationship, communication, and trust between police officers and their supervisors is possibly 

worsen due to lack of supervision.  

 

Internal procedural justice and work engagement  

Study Two found that internal procedural justice had an indirect effect on work-related 

stress via work engagement among Hong Kong police officers but no direct effect on work-

related stress. More internal procedural justice predicted more work engagement, which in turn 

predicted less work-related stress. Nevertheless, internal procedural justice had no direct effect 

on work-related stress. The relationship between internal procedural justice and work-related 

stress was fully mediated by work engagement, emphasizing the importance of work 

engagement.  

 

Internal procedural justice plays a beneficial role and is considered as an example of job 

resource. Work engagement and organizational commitment are two similar concepts. The 

former “is defined as a positive, fulfilling, work-related state of mind that is characterised by 

vigor, dedication, and absorption.” (Schaufeli et al., 2002, p.74). In other words, the relationship 

between an employee and his or her job performance (Kim et al., 2017). The latter refers to the 

degree of an employee’s identification with and involvement in an organization (Mowday et al., 

1982) and focuses on the relationship between an employee and the organization (Kim et al., 
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2017). One study found that sufficient job resources predicted more engagement (Taris et al., 

2017). Another study highlighted that organizational justice played an important role in shaping 

work engagement (Piotrowski et al., 2021). Job resources play a dual motivational role; intrinsic 

and extrinsic. When job resources play an intrinsic motivational role, they not only promote 

employees’ learning but also satisfy basic human needs (Deci & Ryan, 1985). An example of job 

resource (i.e. feedback promotes learning), which in turn increases job competence (a basic 

human need) and finally intrinsic motivation. When job resources play an extrinsic motivational 

role, with sufficient job resources, employees are willing to spend more abilities and efforts on 

their job in order to achieve their job goals (Meijman & Mulder, 1998). With provision of 

feedback and support, employees are more likely to be succeeded in achieving their job goals. 

Taken together, when basic human needs are satisfied or job goals are achieved, positive work-

related state of mind (i.e. engagement) is stimulated.  

 

Other studies found that organizational commitment protected police officers from 

burnout (Lambert et al., 2018; Yun et al., 2015). Organizational commitment can be sub-

categorized into two dimensions (i.e. affective commitment and continuance commitment) 

(Allen & Meyer, 1990). Affective commitment can be defined as employees’ emotional 

attachment to the organization (Allen & Meyer, 1990; Mercurio, 2015). Indeed, being 

psychologically attached to the police agency may help police officers to build up positive 

psychological feelings and emotions (Lambert et al., 2018). Continuance commitment “refers to 

commitment based on the costs that employees associate with leaving the organization” (Allen & 

Meyer, 1990, p.1). Examples of costs include benefits, salary, skills etc. (Allen & Meyer, 1990). 
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If police officers perceive it is too costly to leave, they may need to stay. In this case, it is likely 

that they feel stuck in the police agency and thus feel stressful (Lambert et al., 2018). 

Overall, these results match with the motivational process of the revised JD-R model (Schaufeli 

& Bakker, 2004; Schaufeli & Taris, 2014). Applying the motivational process of the revised JD-

R model in Hong Kong policing context, when making policy choices, supervisors explain why 

these choices are being made in detail. Police officers are more engaged to their work and 

therefore encounter less work-related stress.  

 

5.6.4 Theoretical implications 

Results from Study Two have valuable theoretical implications. The current study found 

that operational stressor was a positive predictor of work-related stress among Hong Kong police 

officers. The more the operational stressors, the greater the work-related stress. This result 

supported one assumption of the JD-R model in which high job demands predict more 

exhaustion. Besides, this study found that internal procedural justice indirectly predicted work-

related stress via work engagement among Hong Kong police officers. More internal procedural 

justice fostered increased work engagement, which in turn led to less work-related stress. This 

result supported the motivational process in the JD-R model. This result also implied internal 

procedural justice as a job resource in the JD-R model, extending the relationship between 

internal procedural justice and work-related stress among Hong Kong police officers. The JD-R 

model can be applied to explain work-related stress among Hong Kong police officers. However, 

this study did not find organizational stressors, public stressors, pandemic stressors, and 

supervisory support have direct nor indirect effects on work-related stress among Hong Kong 

police officers. Although these job demands and job resource and their predictions on work-
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related stress were hypothesized based on the theoretical concepts in the JD-R model, these 

findings did not provide support to the model.  

 

The present study attempted to examine work-related stress (as a negative organizational 

outcome) of the motivational process in the JD-R model. A majority of previous literatures using 

the JD-R model have investigated positive organizational outcomes, for example, job crafting 

behaviour (da Silva Júnior et al., 2021), job performance (Dan et al., 2020; De Clercq et al., 

2022; van de Brake et al., 2020; Xie et al., 2022; Yao et al., 2022), job satisfaction (Awwad et al, 

2022; Drüge et al., 2021; Flores et al., 2021; Kaiser et al., 2020; Muylaert et al., 2022; Ninaus et 

al., 2021; Wodociag et al., 2021), counterproductive workplace behaviours (Turek, 2021), 

intention to stay (Yu et al., 2021), occupational/organizational commitment (Hara et al., 2021; 

Wang et al., 2020a), and organizational citizenship behaviour (Turek, 2021; Zhang et al., 2021a). 

Several recent studies have applied to other positive outcomes such as life satisfaction (Chen & 

Hsu, 2020; Drüge et al., 2021) and quality of life (Barbieri et al., 2021). Focusing on a negative 

organizational outcome in this study, the JD-R model is expanded as work-related stress was 

found to be an outcome within the motivational process in the JD-R model.  

 

5.6.5 Methodological implications 

Study Two has an important methodological implication. In the current study, SEM was 

used to analyse quantitative secondary survey data. SEM is a flexible statistical analytical 

technique, which can deal with a series of regression equations (Nachtigall et al., 2003). SEM 

can consider latent variables, observed variables, and the associated measurement errors 

simultaneously with data analysis, resulting in greater reliability and validity (Schumacker & 
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Lomax, 2004). The present study provided a more accurate understanding of predictors and 

mediators of work-related stress among Hong Kong police officers by using SEM. 

 

5.6.6 Practical implications 

Practical implications for alleviating work-related stress among police officers are 

generated. Firstly, Qureshi and colleagues (2016) stressed the importance of organizational 

justice. In particular, internal procedural justice should be promoted in policing context. 

Supervisors should be consistent when making decisions (Kumar & Kamalanabhan, 2017) so 

that instructions/policies given to police officers will be clearer while an impartial system of 

reward and punishment distributions should be adopted to ensure fairness (McCarty & Skogan, 

2013). Secondly, because of the job nature, police work derived stress and burnout are inevitable. 

Some suggestions to minimize the risk of injury include better shift systems designs, changes in 

scheduling practices, and improved rotation (Violanti et al., 2012). Thirdly, the list of police 

duties should be streamlined. Due to the advancement in technology, digital devices/tools are 

recommended to be applied on policing work. For example, using a virtual policing response 

when dealing with cases. Rapid video responses were used for domestic abuse cases (Rothwell et 

al., 2022). The use of rapid video responses were associated with a higher arrest rate for suspects, 

compared to face-to-face responses (Rothwell et al., 2022). With s, police officers are likely to 

achieve a greater sense of satisfaction from work, which in turn may reduce their work-related 

stress.  
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5.6.7 Conclusion 

In conclusion, Study Two provided important insights into the sources of work-

related stress among Hong Kong police officers. Operational stressors had a direct effect on 

work-related stress while internal procedural justice had an indirect effect on work-related 

stress via work engagement. Therefore, interventions that aim at reducing police work-related 

stress derived from operational domain should be offered whereas internal procedural justice 

and work engagement should be improved in policing context.  

 

This chapter focused on Study Two (Predictors and mediators of work-related stress 

among Hong Kong police officers: A quantitative secondary survey data analysis). The 

current study examined predictors and mediators of work-related stress among Hong Kong 

police officers. The results showed that operational stressors and internal procedural justice 

had a direct and an indirect effect on work-related stress respectively. More operational 

stressors predicted an increased work-related stress. More internal procedural justice fostered 

increased work engagement, which in turn led to less work-related stress. However, this 

study cannot identify causality and the context and process of forming police work-related 

stress. Further qualitative researches should be conducted to provide a contextual and in-

depth understanding of stress in policing context.  
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CHAPTER 6: STUDY THREE (A CONTEXTUAL UNDERSTANDING OF WORK-

RELATED STRESS AMONG HONG KONG POLICE OFFICERS: QUALITATIVE 

INTERVIEWS WITH A TIMELINE APPROACH) 

The precedent chapter has reported and discussed the predictors and mediators of 

work-related stress among Hong Kong police officers with the quantitative secondary data 

analysis. Although it provided readers an empirical understanding of the factors affecting 

police work-related stress based on the JD-R model, a contextual understanding of the 

formation of police work-related stress is lacking. To fill this gap, the JD-R model guided 

Study Three (the current study) that aims at capturing the context, process, scenario, and 

subjective experiences of police work-related stress. This study seeks to answer the following 

research question; What is the contextual and subjective understanding of the formation 

process of work-related stress among Hong Kong police officers? Using semi-structured 

interviews with a timeline approach, the narratives of 16 Hong Kong police officers coming 

from diverse demographic background across three time phases of the COVID-19 pandemic 

were reported in the following chapter.  

 

6.1 Qualitative data collection 

6.1.1 A timeline approach  

In Study Three, qualitative data were collected using semi-structured interviews with 

a timeline approach. A timeline is a visual method used to depict a participant’s significant 

and meaningful life events in chronological order (Berends, 2011; Kolar et al., 2015; 

Patterson et al., 2012). With the use of timelines, researchers can not only provide a concise 

and comprehensive form of presentation but also have a better understanding regarding 

participants’ important life experiences (Berends, 2011; Kolar et al., 2015). Timelines are 

also helpful to recall sequential personal events (Gramling & Carr, 2004), for example 
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immigrant women, street-involved youth, and obese women (Kolar et al., 2015; Sheridan et 

al., 2011). One of the greatest advantages of combining qualitative interviews with timelines 

is that textual data and visual image are combined, and thus increasing data quality (Berends, 

2011). Conducting qualitative interviews in conjunction with timelines is also advantageous 

to examine changes of events and experiences of participants across a period of time 

(Patterson et al., 2012). Other advantages include facilitating data management, enabling 

insightful analysis, and providing holistic perspective/understandings (Berends, 2011).  

 

The use of a timeline approach in Study Three is justifiable. This study looks at police 

officers’ lived experiences at a time-series manner (i.e. the changes of demands and resources 

among Hong Kong police officers at different time phases throughout the COVID-19 

pandemic), so it appears to be sensible to utilize a timeline approach. Besides, timelines are 

useful for enhancing participants’ engagement (Kendellen & Camiré, 2019; Kolar et al., 

2015). Considering that police officers usually take a suspicious attitude toward outsiders 

(Chan, 2011), student researcher was prepared to take time to engage the interviewees (i.e. 

police officers) with a timeline approach in this study. More importantly, using a timeline 

approach has made Study Three innovative. A sample of a timeline is presented in Figure 6. 

1. The timeline includes three time phases to indicate five waves of COVID-19 in Hong 

Kong. Through the timelines with visual information (see Figures 1 to 3 on Figure 6. 1 A 

timeline sheet for collecting qualitative data), interviewees can recall their memory and then 

they were allowed adequate time to express their emotions, feelings, and thoughts of a 

particular timeframe.  
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Figure 6. 1 A timeline sheet for collecting qualitative data
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6.1.2 Process of qualitative data collection  

Before data collection, pilot test of the semi-structured interview guide was conducted 

with two participants in December 2021. Before conducting the interviews, a couple of 

meetings were held with the JPOA for the following three purposes; (1) introducing this 

study; (2) explaining inclusion criteria; and (3) getting a consent of potential interviewees 

referral. Throughout the interviews, questions were asked according to the semi-structured 

interview guide. The process of the semi-structured interviews were divided into four phases. 

Before the interviews, the interviewer gave a self-introduction, followed by introducing the 

information sheet and informed consent. Interviewees were then provided a few minutes to 

read the information sheet, sign the consent form, complete a demographic information 

survey, and ask questions if they had any. At the beginning of the interviews, the interviewer 

started the interviews by asking “When did you join the Hong Kong Police Force?”. During 

the interviews, the interviewer showed the timeline sheet (with visual information) and then 

gave a brief description of significant events occurred in that particular time phase in order to 

recall interviewees’ memory and thus facilitate the expression of their thoughts. The 

timelines were implemented in parallel with the semi-structured interviews. Interviewees 

were invited to write down their emotions or feelings in that particular time phase on the 

timeline sheet and then answered the questions being asked by the interviewer. These steps 

were repeated three times as the timeline includes three time phases. Towards the end of the 

interviews, questions related to demographic characteristics (i.e. gender, marital status, 

having children, rank, and tenure) and work-related stress were asked. The interviewer also 

asked the interviewees if they had other information that they wanted to share. Finally, the 

interviewer ended the interviews nicely by expressing expressed gratitude, reassuring the 

confidentiality of information provided, and assuring potential future interviews. 
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6.1.3 Questioning techniques  

Moreover, the interviewer applied different questioning techniques during the 

interviews. Firstly, to introduce the topic of interest, a ground mapping question (i.e. “can 

you write down your feeling(s) or emotion(s)?”) was asked. Secondly, to narrow the topic of 

interest, some dimension mapping questions (i.e. “Can you tell me about the changes in your 

organization e.g. staff shortages, supervisory support/communication/trust, internal 

procedural justice in this time phase?” and “Can you tell me about the changes in your work 

nature/content e.g. working hour, shift work, contact with the public, any extra work bought 

by the COVID-19 pandemic in this time phase?”) were asked. To gain elaborations and 

explanations, an amplificatory probe (i.e. “Are these changes related to your work-related 

stress?”) was asked, followed by an explanatory probe (i.e. “Why?”). For further 

elaborations, an amplificatory probe (i.e. “Any other determinant(s) that cause you feel 

stressful at work?”) was asked.  

 

6.2 Qualitative data analysis  

This study adopted a deductive approach for qualitative data analysis. A deductive 

approach “is a top down approach that works with existing framed and theoretically rooted 

constructs and theories that guide data analysis.” (Pandey, 2018, p.147), also known as, 

theory-driven codes (Boyatzis, 1998). Since the student researcher already had a clear 

theoretical framework and the related concepts had been well reviewed and established, a 

deductive approach seemed justifiable.  

 

Along with the deductive approach, template analysis was applied to analyse the data. 

Template analysis is a style of thematic analysis (Brooks et al., 2015; King, 2012) that refers 

to a set of techniques in which textual data are thematically analysed and organized (King, 
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2004). Prior to qualitative template analysis, researchers define codes (i.e. templates) and 

themes based on existing theories (Brooks et al., 2015; King, 2004). This is the use of an 

initial template, also a key feature of template analysis (Brooks et al., 2015). In general, an 

initial template includes codes, higher order codes, and themes. Similar codes are grouped 

together to form higher order codes, organizing in a hierarchical structure (King, 2004, 2012). 

This hierarchical organization of codes is another key feature of template analysis (King, 

2004, 2012). The initial template can be revised through the following five main types of 

modifications; (1) insertion; (2) deletion; (3) merging; (4) changing the scope; and 

(5)changing the higher-order classification (King, 2012). The process from developing an 

initial template to forming a final template is iterative (Brooks et al., 2015). Details of the 

deductive approach to qualitative data analysis using template analysis are presented in the 

following paragraph. Advantage of using template analysis is its flexibility (Brooks et al., 

2015; King, 2004, 2012). Template analysis offers researchers a clear, systematic, and well-

structured approach to analyzing the qualitative data (Brooks et al., 2015; King, 2012).  

 

In Study Three, the process of qualitative data analysis includes seven steps (see 

Figure 6. 2 Process of qualitative data analysis). With the deductive approach, the first step 

was to develop the initial template on the basis of the theory, the literature reviews, and the 

concepts investigated in Study Two (i.e. organizational stressors, operational stressors, public 

stressors, pandemic stressors, supervisor support, and internal procedural justice) (see Figure 

6. 3 Initial template). The second step was to do transcriptions. The third step was to get 

familiar with the transcriptions by reading the transcriptions repeatedly. After familiarizing 

with the transcriptions, the initial template was modified to form the revised template. The 

revised template was modified by inserting more higher order codes. More codes were also 

inserted under corresponding higher order codes (see Figure 6. 4 Revised template). During 
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data coding, it was found necessary to modify the revised template. The final template was 

revised by inserting more codes, some minor amendments of the name of the codes, and 

changing categorization of codes (see Figure 6. 5 Final template). The final template was 

applied to the full dataset.  
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Figure 6. 2 Process of qualitative data analysis 
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 Figure 6. 3 Initial template 
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Figure 6. 4 Revised template 
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Figure 6. 5 Final template  
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6.3 Qualitative data quality  

 

The four criteria for ensuring data quality in qualitative research mentioned by Guba 

and Lincoln (1989) - credibility, transferability, dependability, and confirmability are well 

taken in this study. First, credibility refers to the confidence in the truth of the results. There 

are many techniques to establish credibility, including prolonged engagement, persistent 

observation, peer debriefing, negative case analysis, progressive subjectivity, and member 

checks (Guba & Lincoln, 1989). In the bi-weekly supervision meetings, the data analysis 

method and process were monitored and discussed. Besides, the student researcher was 

encouraged to develop her reflexivity towards the results and conduct negative case analysis. 

Second, transferability refers to the extent to which the results can be transferred to other 

samples in other contexts. Transferability can be established through thick description (Guba 

& Lincoln, 1989) so that other researchers can evaluate whether it is transferable to their 

situations (Guba & Lincoln, 1989; Maher et al., 2018). Transferability in this study was 

achieved with sufficient and detailed description of the time, place, setting, participants, 

process, and template. It provides good reference for other researchers to transfer to their 

samples, contexts, or situations in the future. Third, dependability is concerned with the 

“stability of the data over time” (Guba & Lincoln, 1989, p.242). A key technique to establish 

dependability is dependability audit (Guba & Lincoln, 1989), involving an inquiry auditor to 

examine the process (Lincoln & Guba, 1985). Fourth, confirmability is concerned with 

ensuring the results are determined by the participants and contexts but not by the biases, 

interests, motivations, perspectives, or values of the researchers. A key technique to establish 

confirmability is confirmability audit (Guba & Lincoln, 1989), involving an inquiry auditor 

to examine the products (data, results, interpretations) (Lincoln & Guba, 1985). Both 

dependability and confirmability were achieved by the bi-weekly supervision meetings. In 
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the meetings, the student researcher discussed with the supervisor regarding the process, 

results, and interpretations of data.  

 

Both dependability and confirmability were also achieved concurrently using the 

audit trail (Lincoln & Guba, 1985) that includes the six file types (Schwandt & Halpern, 

1988) as follows; (1) raw data files (including timelines, audio recordings, and 

transcriptions); (2) data reduction files (including category of codes, higher order codes, 

themes, and the initial template); (3) data reconstruction files (including hierarchy of codes, 

higher order codes, themes, the final template, results, discussion, and thesis); (4) process 

notes (including methodological notes i.e. description of study design, sampling method, 

sampling matrix, semi-structured interview guide, and proposed qualitative data analysis plan 

and trustworthiness notes i.e. involvement of a debriefer and a thick description); (5) notes 

about intentions and motivations (including research proposal i.e. research goals, research 

objectives, research questions, theoretical background, literature review, and planned 

methodology and personal notes i.e. self-reflection); and (6) instruments, tools, and resources 

(including pilot semi-structured interview guide, Mplus, and MAXQDA). 

 

6.4 Participants 

Under the arrangement of the JPOA, semi-structured interviews using a timeline 

approach were conducted with 16 Hong Kong police officers with different genders, marital 

status, and tenure (see Table 6. 1 Number of participants split by gender, marital status, and 

tenure) from July to August in 2022 across various police stations. All interviews were 

conducted face-to-face, and ranged from approximately 50 minutes to 90 minutes. All 

interviews were conducted smoothly, except for one interviewee. In this sole case 

(Interviewee #14), interviewee’s emotional feelings were arisen. In view of this, the interview 



194 
 

 

was suspended for a while. The interviewer comforted the interviewee by showing sympathy 

and providing emotional support. After expressing the emotional feelings, the interview was 

resumed. 

 

Table 6. 1 Number of participants split by gender, marital status, and tenure 

Gender Marital status Tenure Total 

Less than 12 years More than 12 years 

Male Married 1 5 6 

Unmarried 1 1 2 

Female Married 0 2 2 

Unmarried 3 3 6 

Total  5 11 16 

 

Demographic characteristics of interviewees are presented in Table 6. 2. The age of 

interviewees ranged from 29 years to 54 years. Interviewees comprised an even distribution 

between male police officers and female police officers. In terms of education, five 

interviewees had a Bachelor’s degree, five interviewees had a Diploma/Associate degree, five 

interviewees graduated with secondary school (senior), and one interviewee graduated with 

secondary school (junior). For marital status, interviewees comprised an even distribution 

between married police officers and unmarried (including single, divorced, and widowed) 

police officers. More than half of the interviewees had no children. Regarding rank, six 

interviewees were junior police constables, six interviewees were senior police constables, 

three interviewees were sergeants, and one interviewee was a station sergeant. The tenure of 

interviewees ranged from 5 years to 31 years. The diverse background of the interviewees is 

believed to generate a comprehensive picture of this topic.  
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Table 6. 2 Demographic characteristics of interviewees 

Interviewee Age Gender Education  Marital 

status 

Children (With/ 

Without children) 

Rank Tenure 

Interviewee 1 31 Female Bachelor’s degree Single No  Junior police constable  5 

Interviewee 2 36 Female Secondary school (senior) Single No Junior police constable 7 

Interviewee 3 42 Female Secondary school (senior) Single No Senior police constable 24 

Interviewee 4 47 Female Secondary school (senior) Single No Senior police constable 29 

Interviewee 5 52 Male Diploma/Associate degree  Married Yes (Two daughters) Station sergeant 30 

Interviewee 6 54 Female Secondary school (senior) Married Yes (One son and 

one daughter) 

Senior police constable 31 

Interviewee 7 30 Male Bachelor’s degree Single No Junior police constable 7 

Interviewee 8 41 Male Diploma/Associate degree Married Yes (One son) Senior police constable 21 

Interviewee 9 43 Male Diploma/Associate degree Married No Sergeant 25 

Interviewee 10 37 Male Bachelor’s degree Married Yes (One son and 

two daughters) 

Junior police constable 15 

Interviewee 11 39 Male Bachelor’s degree Divorced No Sergeant 15 

Interviewee 12 33 Female Diploma/Associate degree Single No Junior police constable 11 

Interviewee 13 29 Male Diploma/Associate degree Married Yes (One son) Junior police constable 10 

Interviewee 14 48 Female Secondary school (senior) Widowed Yes (Two sons) Senior police constable 24 

Interviewee 15 44 Female Secondary school (junior) Married Yes (One son and 

one daughter) 

Senior police constable 24 

Interviewee 16 45 Male Bachelor’s degree Married No Sergeant  28 
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6.5 Demands among Hong Kong police officers 

One key concept (job demands) in the JD-R model is found applicable to understand 

stressors among police officers in Hong Kong. Examples of job demands in this model 

include physical workload, time pressure, recipient contact, physical environment, and shift 

work (Demerouti et al., 2001). One proposition of the model is that high job demands predict 

more exhaustion (Demerouti et al., 2001). In policing context, job demands such as role 

ambiguity, role conflict, work overload, emotional demands, and role uncertainty were 

associated with greater level of work stress and burnout (Frank et al., 2017; Taris et al., 

2017).  

 

Also based on the JD-R model, a scoping review and the quantitative data analysis 

were conducted in Study One and Study Two respectively. The results of these two studies 

offered foundation for formulating an initial template for data analysis of Study Three. The 

initial template was modified and revised to form the final template for data analysis in this 

study as follows. Following the key concept (job demands) in the JD-R model, six demands 

among Hong Kong police officers were emerged; (1) organizational stressors; (2) operational 

stressors; (3) public stressors; (4) pandemic stressors; (5) work-family conflict stressors; and 

(6) other stressor (see Figure 6. 6 Summary of themes, higher order codes, and codes on 

demands among Hong Kong police officers and Table 6. 3 Template checklist).  

 

6.5.1 Organizational stressors 

The first demand emerged in this study were organizational stressors. It refers to 

“certain characteristics of the organization and behaviours of its employees that may create 

stress for the employees” (Kula, 2017, p.148). 13 out of 16 interviewees indicated that they 
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had organizational stressors. Examples were manpower, workload, working hours, offering a 

safe working environment, and relationships in workplace. 

Nearly all interviewees (15 police officers) mentioned regarding manpower and many of 

them described inadequate manpower. For example:  

Normally, there are 12-15 colleagues on duty per day. However, only a few on duty at 

that time (first time phase). (Interviewee #1, aged 31, female) 

During the fifth wave of COVID-19 pandemic, many of my colleagues got infected. It 

seemed 13 colleagues (got infected). Originally, there are 30 colleagues in the team. 

Half of them got infected. (Interviewee #7, aged 30, male) 

There’s a shortage of staff. Particularly, during the fifth wave of COVID-19 

pandemic, the shortage was severer. (Interviewee #14, aged 48, female) 

All interviewees mentioned regarding workload and many of them described work overload. 

For example: 

I had a lot of work suddenly. That’s one of the stresses. (Interviewee #1, aged 31, 

female) 

I was responsible for administrative work. Actually, I needed to handle every single 

case. More people arrested at that period of time (third time phase). Yes, so at that 

phase (Interviewee is pointing the third time phase), I thought the stress was greater. I 

needed to work on many files. (Interviewee #7, aged 30, male) 

(I had) greater stress at work. (I had) more workload. I thought it’s moderate stress.  

(Interviewee #11, aged 39, male)  

Although a majority of interviewees had work overload, three interviewees had no such 

experience:  

 No (extra work). (Interviewee #6, aged 54, female) 

 (My workload) was not heavy. (Interviewee #8, aged 41, male) 
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 For me, no (extra workload). (Interviewee #16, aged 45, male) 

More than half of the interviewees (nine police officers) mentioned regarding working hours 

and six of them stated that they had longer working hours. For instance: 

Everyone worked for 12 hours. Longer working hours. I was tired. (Interviewee #5, 

aged 52, male) 

Long working hours. I worked for 13-14 hours everyday. I worked at night most of 

the time. (Interviewee #11, aged 39, male) 

One female police officer described offering a safe working environment derived stress:  

As the requirement on air change or air purifiers in dine-in restaurants was suggested 

by the COVID-19 expert advisory panel, the canteen was closed. The fresh air 

ventilation system is expensive, so it’s closed. It’s inconvenient. Canteen is an 

important place. It’s inconvenient. No canteen. That’s stress. (Interviewee #4, aged 

47, female) 

One male police officer described relationships in workplace derived stress:  

In terms of dealing with relationships in workplace/supervisors, I think that’s greater 

stress. If you have good job performance, but that doesn’t mean you have good 

relationships in workplace. I think it’s hard. Even for now, some relationships in 

workplace. (Interviewee #13, aged 29, male) 

A source of police work-related stress comes from organizational domain. The 

problem of workload existed commonly among police officers, yet a few of them can survive 

under this tough situation. Other problems in policing context included inadequacy of 

manpower, longer working hours, working under an environment align with COVID-19 

pandemic preventative and control measures, and poor relationships in workplace.  
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6.5.2 Operational stressors  

The second demand emerged in this study were operational stressors. Ten of 16 

interviewees indicated that various operational stressors confronted them in workplace. These 

included job nature, danger, and negative exposures of policing work. Below are some 

examples:  

All interviewees mentioned regarding job nature. They are responsible for duties such as:  

Traffic wing is responsible for conducting the random breath test frequently. 

(Interviewee #1, aged 31, female) 

Emergency unit is responsible for handling emergency cases. Maybe a husband 

physically attacks his wife using weapons at home. We need to handle (this type of 

case). (Interviewee #2, aged 36, female) 

Our duties mainly focus on places of amusement, amusement game centers, and bars. 

When they can open but limited to two persons per table, we conducted joint-

operations with the Food and Environmental Hygiene Department. (Interviewee #10, 

aged 37, male)  

People were attracted to come to Tung Chung and also Cap. 599 related cases. So, (I 

had) greater stress at work. (Interviewee #11, aged 39, male) 

Although a majority of interviewees not only needed to perform their usual duties but were 

also involved in COVID-19 pandemic related duties, three interviewees expressed that they 

had no significant change on their job content. For instance: 

No change. Duties remained the same. (Interviewee #13, aged 29, male) 

There’s not much change on my duties. (Interviewee #16, aged 45, male) 

A female police officer described the danger in this way: 

When handling cases, I may have contacts with the criminals or others. During 

investigation, he/she can suddenly attack me using a knife. For example, an arson 
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case, after firefighting, we then carry out the investigation, but the scope of 

investigation is full of unknowns. We need to enter the scope of investigation. There’s 

a chance of danger. (Interviewee #12, aged 33, female)  

A male police officer described his negative exposures in this way: 

I was responsible for transferring dead bodies to Fu Shan Public Mortuary. Basically, 

I needed to deal with at least 30 to 40 dead bodies per day. When performing duties at 

the time, I needed to open the container and I felt sad. (Interviewee #10, aged 37, 

male)  

Inevitably, police officers experienced work-related stress derived from operational 

domain. They were involved in a wide range of duties. During an unusual period like the 

COVID-19 pandemic, they needed to take up additional duties. Some of them even 

confronted danger and negative exposures when having duties. These situations are not 

typically seen in other occupations.  

 

6.5.3 Public stressors 

The third demand emerged in this study were public stressors. 14 out of 16 

interviewees indicated that they had public stressors. Examples were handling social 

movements related duties, hostility from the public, doubt about self-legitimacy, concern of 

safety of family members, doxxing, and poor attitude/being treated unfairly from medical 

personnel.  

Five interviewees mentioned regarding handling social movements related duties. For 

example:  

In terms of handling social movements related duties, I have stress until now although 

it has been a few years. From that moment, I had insomnia. Even for now, I still have 

insomnia. For the arrangement of training for five hundred colleagues, or their basic 
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necessities of life, I was the only one who was responsible for these. So, I was quite 

stressed at that time. (Interviewee #9, aged 43, male) 

At that period (second time phase), I was responsible for tiderider operations in 

Lantau Island areas. I needed to handle social movements related duties. (Interviewee 

#11, aged 39, male) 

Among the 16 interviewees, quite a lot of interviewees (11 police officers) experienced 

hostility from the public. For example: 

When performing duties, there’re some (hostilities from the public). For example, I 

arrest a person because he/she steals a purse. Others may gather and take photos. 

They may verbally attack against me. Now, I am in police uniform when performing 

duties. When others look at me, the label may be more negative. (Interviewee #9, 

aged 43, male) 

Many young people in Tin Shui Wai area are antagonistic. (Interviewee #10, aged 37, 

male) 

 I think it’s not very offensive. Maybe (he/she) took a poor attitude at the beginning or 

showed hostility. (Interviewee #12, aged 33, female) 

Although a majority of interviewees had experience of hostility from the public, two female 

police officers had no such experience:  

In this time phase (first time phase), not at all (social movements related negative 

labels nor verbal attacks). (Interviewee #4, aged 47, female) 

No. (social movements related negative labels nor attacks). (Interviewee #6, aged 54, 

female) 

One respondent casted doubt on his self-legitimacy of being a police officer:  

I think this occupation is isolated. Although social movements in Hong Kong become 

stable, it’s very contradictory. How a police officer is viewed from the perspective of 
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society? Or, the role of a police officer in society. I have stress, even I work as a 

police officer for many years. When I meet a stranger, I cannot proudly introduce 

myself as a police officer. Or, I cannot properly introduce myself as a police officer. I 

think it’s problematic. It’s a decent employment. It’s intangible stress. To me, it’s an 

issue that weighs heavily in my heart. (Interviewee #5, aged 52, male) 

Three interviewees showed their concern of safety of family members. For instance: 

I tell my wife: When you are on the way home with the son (by taxi), please tell the 

(taxi driver) that you get off at somewhere nearby our residence. Because when she is 

alone, you don’t know what’s going to happen. (Interviewee #8, aged 41, male) 

I need to protect my family members. I tell them: When they are on their way home, 

be alert! Make sure it’s safe when you go home. (Interviewee #13, aged 29, male) 

A few interviewees (three police officers) mentioned regarding doxxing. For example:  

One of the cases I handled was uploaded on the Internet by someone. Some people 

can recognize me. My personal information was posted on social media. (Interviewee 

#13, aged 29, male) 

Three respondents mentioned regarding poor attitude/being treated unfairly from medical 

personnel. For example:   

Some (medical personnel) wore scowl on their face. They may not verbally attack 

against us. But they were mean verbally. Also, sometimes they took a poor attitude. 

(Interviewee #14, aged 48, female) 

Since the Umbrella Movement/Occupy Movement in 2014, public stressors have 

become influential. When handling social movements related duties, hostility between police 

officers and the public was caused, thus raising concern of safety of family members, being 

doxxing, having doubt about self-legitimacy and eventually driving police officers to feel 
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stressed. Noteworthy, stressful feelings derived not only from citizens but also medical 

personnel.  

 

6.5.4 Pandemic stressors 

The fourth demand emerged in this study were pandemic stressors. Ten out of 16 

interviewees indicated that they had pandemic stressors. This included concern of infection of 

COVID-19 when having duties, concern of transmission of COVID-19 to family members, 

anti-COVID-19 pandemic measure, and inadequacy of medical treatment.  

Among the 16 interviewees, seven interviewees showed their concern of infection of 

COVID-19 when having duties while five interviewees had no such concern. For instance: 

When performing duties, I need to put my mask on. I am scared. I am worried. I don’t 

know if he or she (the driver) is diagnosed with (COVID-19) or not. I remember once: 

(The driver) told me that (he or she) had fever but didn’t know if diagnosed with 

(COVID-19) or not. I was scared but I still needed to conduct (the random breath 

test). (Interviewee #1, aged 31, female) 

We needed to go to the homes for the elderly (for investigation). Our stress increased 

because of this. We needed to go to these high-risk places and perform our duties. 

How can we handle this? (Interviewee #10, aged 37, male) 

Among the 16 interviewees, eight interviewees showed their concern of transmission of 

COVID-19 to family members. For instance: 

(I live with my grandmother. She is a centenarian). I am very worried that I get 

infected and then transmitted to my family members. (Interviewee #4, aged 47, 

female) 
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Because I have contacts with different people when performing duties. When I go 

home after work, I am worried that my family members may get infected. 

(Interviewee #7, aged 30, male) 

I have three children. So, I am very scared. After handling COVID-19 pandemic 

related duties, will my children get infected when I return home? Actually, I am 

scared about the sequelae. The death rate is high. I am very scared about the high 

infectiousness. Because one of my children was born in 2020. (Interviewee #10, aged 

37, male) 

However, one respondent showed no such concern: 

I am not worried that if I get infected then I may transmit to my family members. As 

time goes on, I know this disease can’t take away our lives. At the beginning, I 

thought it’s a severe disease. But now, it’s not as severe as I think. I expect that I will 

get infected someday. (Interviewee #5, aged 52, male) 

One interviewee described that stress caused by the anti COVID-19 pandemic measure, 

namely travel restrictions: 

I think maybe I am depressed, and I stay in Hong Kong for a long period of time. I 

have this feeling. I think many people also have this feeling. No travel. (Interviewee 

#7, aged 30, male) 

One male police officer described the inadequacy of medical treatment derived stress: 

Recently, I had great stress. I knew if I got infected, it’s very difficult to seek medical 

treatment at that time (third time phase). Also, there was no place for me to receive 

medical treatment appropriately. In case I got infected, there was no medical 

treatment. Maybe you queued up for ten hours and you can only get some painkiller. 

(Interviewee #10, aged 37, male) 
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Since the COVID-19 pandemic, everyone has been in a panic, police officers are no 

exception. Throughout the COVID-19 pandemic, police officers not only had concern of 

infection of COVID-19 when having duties but also had concern of transmission of COVID-

19 to family members. To combat the COVID-19 pandemic, travel restrictions is a commonly 

adopted strategy, so police officers cannot travel to other places for relaxation. Noteworthy, 

the inadequacy of medical treatment triggered different negative emotions for police officers 

during the peak of the fifth wave of COVID-19 pandemic in Hong Kong.  

 

6.5.5 Work-family conflict stressors 

The fifth demand emerged in this study was work-family conflict. Work-family 

conflict “is a form of interrole conflict in which the general demands of, time devoted to, and 

strain created by the job interfere with performing family-related responsibilities” 

(Netemeyer et al., 1996, p.401). Three out of 16 interviewees indicated that they experienced 

work-family conflict, including family conflicts and no family gathering. 

Two interviewees mentioned regarding family conflicts and responded this way: 

I have arguments with my family members. Because my mother is opposing. Yes. 

That’s (opposing positions among family members) stress. We have different 

opinions and positions among family members. This problem exists until now. That’s 

a source of stress. (Interviewee #1, aged 31, female) 

I had conflicts with my family members. We had arguments when discussing politics 

basically. My sister-in law is very extreme. She sent messages in our family 

WhatsApp group, for example, verbal attacks against police officers, or some very 

extreme political opinions. We may have conflicts. That’s quite difficult to deal with. 

(Interviewee #13, aged 29, male) 

One female police officer responded no family gathering in this way:  
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(I had) stress for sure. I had meals alone. I can’t have meal together with others. 

That’s stress. Of course, it’s great stress. I can’t have dinner with my family members. 

When I had dinner at home, I kept distance (with my family members). I had dinner 

alone, with a few dishes, at the corner. No communication with my family members. 

(Interviewee #4, aged 47, female) 

It is clear from the above cases, policing work not only triggered arguments with 

family members but also caused no family gathering. Policing work interfered the role as a 

member in the family, creating stressful feelings among police officers. Therefore, the 

importance of work-family balance is stressed.   

 

6.5.6 Other stressor 

The sixth demand in this study was other stressor. Only one interviewee indicated that 

he had other stressor, namely policing culture. Policing culture is defined as “a set of values, 

attitudes, and norms that are widely shared among officers” (Paoline et al., 2000, p.575). 

Policing culture of authoritarianism was a determinant of police burnout (Yun et al., 2015).  

One respondent described that stress caused by policing culture, namely unification:  

Unification in policing culture causes some colleagues (to feel stressful). Other 

colleagues may not accept those who have opposite opinions. Unification is a policing 

culture. For some colleagues, this’s stress. (Interviewee #5, aged 52, male) 

It is clear from the above case, having different opinions/views created dilemmas or 

psychological tension in policing context. Police officers believed they had to uphold the 

policing culture of unification, but they found their opinions/views not in line with their 

fellows.  
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Figure 6. 6 Summary of themes, higher order codes, and codes on demands among Hong 

Kong police officers 

 

6.6 Resources among Hong Kong police officers 

The key concept of “job resources” in the JD-R model is found useful to explain 

resources among police officers in Hong Kong. Examples of job resources in this model 

include feedback, rewards, job control, participation, job security, and supervisor support 

(Demerouti et al., 2001). This model posits that a lack of job resources predict more 

disengagement (Demerouti et al., 2001). In policing occupation, job resources such as 

formalization, organizational support, job involvement, job satisfaction, organizational 

commitment, growth opportunities, and support from supervisors were associated with lower 

level of work stress and burnout (Frank et al., 2017; Lambert et al., 2018; Taris et al., 2017). 

Five resources among Hong Kong police officers were emerged following the key concept 
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(job resources) in the JD-R model; (1) supervisory support; (2) internal procedural justice; (3) 

organizational support; (4) personal resources; and (5) social support (see Figure 6. 7 

Summary of themes, higher order codes, and codes on resources among Hong Kong police 

officers and Table 6. 3 Template checklist). 

 

6.6.1 Supervisory support  

The first resource emerged in this study was supervisory support. 12 out of 16 

interviewees indicated that they received supervisory support, including instrumental support 

(i.e. providing materials and resources) (Cohen & Wills, 1985) and emotional support (i.e. 

feelings of caring and love) (Morelli et al., 2015).  

A few interviewees (three police officers) received instrumental support from supervisors. 

For example:  

At that time (first time phase), we can get whatever we requested. Supervisor was 

very supportive at that period (second time phase). (Interviewee #9, aged 43, male) 

However, one respondent described no instrumental support received from supervisors: 

In brief, no practical support. No practical support for the colleagues. (Supervisor) 

cannot provide places (for colleagues to rest). At that moment (second time phase), 

everyone wanted to take some rest after work in one of the community isolation 

facilities. But no such in fact. (Interviewee #5, aged 52, male) 

Quite a lot of interviewees (11 police officers) mentioned they received emotional support 

from supervisors. For example:  

Yes. (Supervisor) is considerate. If it’s dangerous, prioritize yourself. Your life is the 

most important. Be careful when performing duties. (Interviewee #12, aged 33, 

female) 
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My madam cares for the colleagues and asks: How’s he/she? How are his/her family 

members? She calls and asks (the colleagues): How’s your situation? How’s your 

body condition? (Interviewee #14, aged 48, female) 

Supervisor cares for us and always reminds us: In case we feel unwell, seek medical 

treatment. (Interviewee #15, aged 44, female) 

Both instrumental and emotional support from supervisors could protect police 

officers against work-related stress. Interestingly, the above cases illustrated that police 

officers received more emotional support than instrumental support from their supervisors. 

Truly, both types of support are important and should be provided in policing context.  

 

6.6.2 Internal procedural justice 

The second resource emerged in this study was internal procedural justice. 13 out of 

16 interviewees indicated they perceived internal procedural justice, including fairness and 

clarity of instructions/policies from supervisors. A previous study conducted on police 

officers in Germany has found the lower the perceived fairness, the greater the emotional 

exhaustion (Wolter et al., 2019).  

Four respondents mentioned fairness and all of them perceived fairness. For instance:  

I am transferred to emergency unit. Actually, I think there is no fairness nor 

unfairness in a team. At least, I don’t think I am treated unfairly. (Interviewee #2, 

aged 36, female) 

It’s fine. There are four teams. The manpower in each team is evenly distributed. 

Overall, I think it’s OK. (Interviewee #11, aged 39, male)  

A majority of interviewees mentioned about instructions/policies received from their 

supervisors during the COVID-19 pandemic. Quite a lot of interviewees (11 police officers) 

expressed they received clear instructions/policies from supervisors. For instance: 
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But the only policy I thought it was good and that was: the suspension of random 

breath test at that time (first time phase). (Interviewee #1, aged 31, female) 

Because of the COVID-19 pandemic, our chief inspector gave us this order: Don’t go 

to high-risk places and handle (cases) if it is not necessary. He gave this order and 

requested us to follow this instruction. I think that’s good. (Interviewee #10, aged 37, 

male) 

Very clear (instructions from supervisor). My supervisor can tell us the work 

arrangement comprehensively. (Interviewee #12, aged 33, female) 

However, ten respondents expressed they received unclear instructions/policies from 

supervisors. For instance:  

Actually, my supervisor at the beginning…(I was) very straight-forward. Supervisor 

didn’t give us special guidance. Supervisor really didn’t give any special guidance. 

(Supervisor) didn’t give any instructions: Because of the COVID-19 pandemic, you 

should reduce interviews with candidates. No! (Supervisor) never ever mentioned 

this. For example, for non-urgent interviews, you can suspend. Perhaps you can meet 

those urgent interviews. No such instructions! No instructions at all! No! (Interviewee 

#3, aged 42, female) 

Not very clear. Supervisor may not have a clear instruction and tell you how to do. 

There were many confusions and thus caused stress. (Interviewee #11, aged 39, male) 

The above cases illustrated that, on the one hand, fairness could play a protective role 

to alleviate work-related stress in policing context but only a few officers perceived fairness. 

On the other hand, a clear instruction from supervisors during an unusual period like the 

COVID-19 pandemic was regarded as important by the police officers. Nevertheless, their 

experiences were rather diverse. Importantly, internal procedural justice should be promoted 

by ensuring fairness and providing clear instructions/policies in policing context. 
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6.6.3 Organizational support 

The third resource emerged in this study was organizational support. Organizational 

support refers to the degree of an organization provides encouragements and resources to the 

employees (Eisenberger et al., 1990; Lin, 2006). The importance of providing both physical 

and mental health care support to police officers has been emphasized (Hong Kong Police 

Force, 2021g; Hong Kong Police Review, 2019; Jetelina et al., 2020; Stogner et al., 2020).  

In the present study, 13 out of 16 interviewees indicated that they received organizational 

support. This included harmony, provision of health care products, and preventative and 

control measures for COVID-19 pandemic.   

Two male police officers mentioned regarding harmony and responded this way:   

We work under a harmonious atmosphere. The atmosphere in traffic wing is different 

from other departments. We have close relationships. Because the atmosphere is fine 

in our team, I don’t have many discontents. (Interviewee #7, aged 30, male) 

It’s harmonious at that moment (second time phase). Overall, I was very happy. 

Because we all had meal together, regardless of rank. Even (our) chief inspector also 

had meal together. (Interviewee #11, aged 39, male) 

Harmony existed in policing context. When working under a harmonious atmosphere, 

police officers experienced positive emotions. 

Three interviewees mentioned provision of health care products. Health care products such as 

soup, vitamins, medicines, and supplements were provided. One of the interviewees 

responded this way: 

Actually, I can tell our welfare department tried their best. Free soup was provided for 

the colleagues by the canteen. It was provided regularly, three days per week in every 

police station. Everyone was given some vitamins. I felt better psychologically. 

(Interviewee #5, aged 52, male) 
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The provision of health care products could possibly alleviate police officers’ stressful 

feelings. 

Quite a lot of interviewees (12 police officers) mentioned regarding the implementation of 

preventative and control measures for COVID-19 pandemic. Below are some examples:  

Protective gowns, goggles, and N95 surgical masks were provided, available on the 

emergency unit police car. (Interviewee #2, aged 36, female) 

There are some preventative and control measures for COVID-19 pandemic 

implemented in the police stations. If people come and report crime, they are required 

to do a temperature checking. (Interviewee #10, aged 37, male) 

Before entering the police stations, it is required to scan the QR code. (Interviewee 

#4, aged 47, female) 

The aforementioned strategies were implemented to minimize the risk of infection of 

COVID-19 among police officers 

Special work arrangements and closed-loop management (i.e. a management method used to 

strictly control the flow of people in a particular area during the COVID-19 pandemic) (Bai 

et al., 2022) were not implemented for them. For instance:  

Although the government suggested everyone to work from home, we were not 

allowed to. We gave up this idea! No work from home! (Interviewee #3, aged 42, 

female) 

If closed-loop management is implemented, I will then perform my duties. 

(Interviewee #5, aged 52, male)  

To stringently prevent and control the risk of infection of COVID-19 among police 

officers, both special work arrangements and closed-loop management are strongly suggested 

to be implemented.  
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Organizational support is possibly helpful to reduce work-related stress in policing 

context in three-folds, as aforementioned. Practical implications from an organizational 

perspective can be generated. Police organizations should offer esteem, informational, social 

companionship and instrumental support. 

 

6.6.4 Personal resources 

The fourth resource emerged in this study was personal resources. Personal resources 

are conceptualized as “aspects of the self that are generally linked to resiliency” (Hobfoll et 

al., 2003, p.632). Examples of personal resources include personal health, personal 

transportation (e.g. car), and sense of pride/success (Hobfoll, 2001). Six out of 16 

interviewees indicated that they had personal resources. Examples were mentalities, religion, 

personality characteristic, previous respiratory disease experience, and personal coping 

strategies.   

A few interviewees (three police officers) mentioned regarding mentalities and described as 

follow: 

Because I feel at ease under all circumstances. I won’t say no. Maybe (supervisor) 

arranges these duties for me, I’ll just take them. (Interviewee #2, aged 36, female) 

I have a calm demeanor. I am not particularly concerned, worried, nor panic. So, I 

think it’s really a calm demeanor, even though I get infected. Mentality is important. 

You don’t have to panic. It’s an issue in society. It’s worldwide. Why worry? Why 

concern? So, it’s really a calm demeanor. Even though I am worried, it’s useless. 

(Interviewee #6, aged 54, female) 

I have ‘preciousness gain after difficulties’ in my mind. I overcome many difficulties. 

It’s difficult but it’s possible, then you can gain preciousness. When you encounter 
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many difficulties in life, think of this motto. This can solve many problems. 

(Interviewee #16, aged 45, male) 

The protective role of religion against job strain, burnout, and poor mental health was well-

supported in occupations such as teachers and healthcare workers (Chirico, 2017; Chow et al. 

2021). In policing occupation, one female police officer described the benefits of having a 

religious belief as follow:  

I am mentally prepared. Because I have a religious belief. God will arrange how long 

is everyone’s life and the experience towards the end of the life. Everything is 

arranged. I pray for everyone can spend every day peacefully. It’s good to have a 

religious belief, which can support me psychologically. (Interviewee #6, aged 54, 

female) 

One female police officer responded personal characteristic, namely emotional stability, in 

this way:  

(I am) very calm. I am very emotional stable. I don’t feel anxious nor insomnious 

because of the COVID-19 pandemic. (I am) very emotional stable. I don’t overreact. 

Very calm. (Interviewee #6, aged 54, female) 

A few interviewees (three police officers) mentioned regarding previous respiratory disease 

experience, namely severe acute respiratory syndrome (SARS). For example: 

For the COVID-19 pandemic in the beginning of 2020. I was not particularly worried. 

Because I have been through SARS. So now for the COVID-19 pandemic, I have no 

particular concerns about work. (Interviewee #3, aged 42, female) 

Because it was the first time to encounter SARS in 2003. From SARS to COVID-19, 

everything is getting clearer. Both SARS and COVID-19 are similar. (Interviewee #6, 

aged 54, female) 

Two interviewees mentioned regarding personal coping strategies and responded this way: 
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Actually, I personally think that if the issue can’t be solved, even though you keep 

putting stress on yourself, that issue still can’t be solved. So, (I would rather) stop for 

a while, think for a while, and then think of other solutions. I don’t have stress 

because I can solve the issue by myself. I think I know how to solve the issue. If it 

can’t be solved, then put it aside. I think that’s better at work. (Interviewee #8, aged 

41, male) 

I can tell my story, but I cannot guarantee if it’s useful for you. If yes, I am happy. 

Because it’s meaningful. (Interviewee #16, aged 45, male) 

Apparently, some police officers could make use of their personal resources to deal 

with job demands. The successful experiences articulated above could offer practical 

implications from a personal perspective.  

 

6.6.5 Social support 

The fifth resource emerged in this study was social support. Social support can come 

from family and friends (Lin et al., 1979).  

Only one female police officer received family support and described as follow: 

My family members also work as a police officer. We have a common topic. I don’t 

chat much with my father before. When I become a police officer, we chat more, and 

we have a common topic. We have a close relationship. (Interviewee #14, aged 48, 

female) 

Four interviewees mentioned that they received no friends support in the following:  

Some of my friends even blocked me (on social networking sites). Obviously, I have 

fewer friends. I really have fewer friends. We have different thoughts. It cannot be 

forced. (Interviewee #2, aged 36, female) 
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Some of my friends we know each other since we are young, they have opposing 

political views. We don’t have contact anymore. (Interviewee #9, aged 43, male) 

I have little contacts with my friends. (I was) forced to quit the groups. (I was) 

unfriended on social media. (Interviewee #13, aged 29, male)  

I lost contacts with many of my friends. Previously, I kept in touch with them via 

WhatsApp. We had dinner together regularly. But now, we have no contacts. Some of 

them even deliberately spoke (regarding negative police images) in front of me. 

(Interviewee #14, aged 48, female) 

Family support could be effective in alleviating stressful feelings for police officers, 

unless their family members are also employed in policing occupation. The sole yet 

successful case could offer practical implications from a social perspective. However, police 

officers did not receive any support from friends. Contrary to the above cases, family and 

friends have shown to be supportive in previous studies (Galanis et al., 2019; Li et al., 2018; 

Schantz et al., 2020). In the past decade, Hong Kong has confronted several riots and social 

movements. The relationship between police officers and their family members or friends 

was escalated, resulting in clashes. Therefore, it seemed that social support from family and 

friends were not salient to Hong Kong police officers.  
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Figure 6. 7 Summary of themes, higher order codes, and codes on resources among Hong 

Kong police officers 
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Table 6. 3 Template checklist 

                                                                                                                                  Interviewees 

   I01 I02 I03 I04 I05 I06 I07 I08 I09 I10 I11 I12 I13 I14 I15 I16 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1. Demands 

 

 

1.1 Organizational 

1.1.1 Manpower                 

1.1.2 Workload                 

1.1.3 Working hours                 

1.1.4 Offering a safe working 

environment 

                

1.1.5 Relationships in workplace                 

 

1.2 Operational  

1.2.1 Job nature                  

1.2.2 Danger                 

1.2.3 Negative exposures                 

 

 

 

 

1.3 Public  

1.3.1 Handling social 

movements related duties 

                

1.3.2 Hostility from the public                  

1.3.3 Doubt about self-

legitimacy 

                

1.3.4 Concern of safety of 

family members 

                

1.3.5 Doxxing                  

1.3.6 Poor attitude/Being treated 

unfairly from medical personnel 

                

 

 

1.4 Pandemic 

1.4.1 Concern of infection of 

COVID-19 when having duties  

                

1.4.2 Concern of transmission of 

COVID-19 to family members 

                

1.4.3 Anti COVID-19 pandemic 

measure 

               

1.4.4 Inadequacy of medical 

treatment  

                

1.5.1 Family conflicts                 
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1.5 Work-family 

conflict  

1.5.2 No family gathering                  

1.6 Other 1.6.1 Policing culture                  

 

 

 

 

 

 

 

 

 

2. Resources  

2.1 Supervisory 

support 

2.1.1 Instrumental support                 

2.1.2 Emotional support                 

 

2.2 Internal 

procedural justice 

2.2.1 Fairness                 

2.2.2 Clarity of 

instructions/policies from 

supervisors   

                

 

 

2.3 Organizational 

support  

 

2.3.1 Harmony                  

2.3.2 Provision of health care 

products  

                

2.3.3 Preventative and control 

measures for COVID-19 

pandemic 

                

 

 

2.4 Personal 

resources  

2.4.1 Mentalities                 

2.4.2 Religion                 

2.4.3 Personality characteristic                 

2.4.4 Previous respiratory 

disease experience  

                

2.4.5 Personal coping strategies                  

2.5 Social support  2.5.1 Family support                 

2.5.2 Friends support                  
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6.7 Changes of demands/resources across the three time phases 

This study assumes that job demands and job resources would change alongside with 

the development of the COVID-19 pandemic. The understanding of these changes may help 

formulate more relevant policies and practices for mitigating work-related stress among 

police officers. In the following paragraphs, changes in (1) organizational stressor 

(workload); (2) operational stressor (job nature); (3) public stressor (hostility from the 

public); and (4) internal procedural justice (clarity of instructions/policies from supervisors) 

across the three time phases were presented (see Figure 6. 8 Changes of demands/resources 

across the three time phases).  

 

6.7.1 Change in organizational stressor (workload) across the three time phases 

An increase of workload from the first time phase to the third time phase was 

emerged. This increase can be attributed to the shortage of manpower.  

Despite the outbreak of COVID-19 pandemic in Hong Kong in late January 2020, only a few 

colleagues got infected, so police officers had no significant change on their workload. Two 

male police officers described the manpower during the first time phase:  

At the beginning, not many colleagues got infected. I remembered everyone went to 

work normally. (Interviewee #7, aged 30, male) 

No impact on manpower. Because only a few colleagues got infected. (Interviewee 

#9, aged 43, male) 

As time goes on, more colleagues got infected, or some colleagues were transferred to Centre 

for Health Protection. Police officers needed to share the workload, so they had more 

workload. Two interviewees described the manpower during the second time phase: 

At that time, there’s less manpower. Because some colleagues got infected, some 

needed quarantine. (Interviewee #5, aged 52, male) 
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There’s less manpower. Some of my colleagues were transferred to Centre for Health 

Protection and assisted in anti-pandemic duties. (Interviewee #12, aged 33, female) 

Finally, the high infectiousness of the omicron variant triggered the fifth wave of COVID-19 

in Hong Kong in January 2022. Therefore, there was a manpower shortage and police 

officers had work overload. Two respondents described the manpower during the third time 

phase: 

During the fifth wave of COVID-19 pandemic, many of my colleagues got infected. It 

seemed 13 colleagues (got infected). Originally, there are 30 colleagues in the team. 

Half of them got infected. (Interviewee #7, aged 30, male) 

There’s a shortage of staff. Particularly, during the fifth wave of COVID-19 

pandemic, the shortage was severer. (Interviewee #14, aged 48, female) 

There was an increase of workload across the three time phases due to the inadequacy 

of manpower.  

 

6.7.2 Change in operational stressor (job nature) across the three time phases 

A difference in job nature across the three time phases was emerged. Duties of police 

officers in the three time phases and the reasons beyond the difference were presented in the 

following.  

Because of the outbreak of COVID-19 pandemic in Hong Kong in late January 2020, flow of 

people in society was reduced, still, police officers needed to perform their usual duties. One 

interviewee described his duties during the first time phase: 

My duties…Yes. No significant change. Because I am mainly responsible for Road 

Traffic Ordinance. If there is one or ten drivers on the road, as long as the driver’s 

behavior is illegal. Actually, we then carry out the relevant procedures. No change. 

(Interviewee #7, aged 30, male) 
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To fight the COVID-19 pandemic in Hong Kong, Cap.599 Prevention and Control of Disease 

Ordinance was released. Interviewees were involved not only in their usual duties but also the 

enforcement of Cap. 599 Prevention and Control of Disease Ordinance in the second time 

phase. Under this ordinance, police officers were responsible for: 

Of course. For example, restriction-testing declaration operations. I needed to provide 

assistance to conduct compulsory testing in buildings. (Interviewee #5, aged 52, 

male)  

Our duties mainly focus on places of amusement, amusement game centers, and bars. 

When they can open but limited to two persons per table, we conducted joint-

operations with the Food and Environmental Hygiene Department. (Interviewee #10, 

aged 37, male)  

During the third time phase, interviewees were responsible for their usual duties and COVID-

19 pandemic related duties. Given that the COVID-19 pandemic situation in Hong Kong was 

severe, still, police officers were involved in the relevant duties, as aforementioned. Also, 

they needed to handle more complicated and serious cases such as drug trafficking: 

Some people or the triads trafficked dangerous drugs. We often can find dangerous 

drugs on (their) cars. (Interviewee #7, aged 30, male) 

One respondent explained why more complicated and serious cases happened: 

Due to the COVID-19 pandemic in Hong Kong, the triads may suspend their criminal 

activities for a long period of time. The triads need income, so they resume their 

criminal activities. More criminals arrested on a charge of drug trafficking at this 

phase (the third phase). (Interviewee #7, aged 30, male) 

Job nature changed across the three time phases. Police officers were involved in 

different duties. The underlying reasons were discussed above.  
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6.7.3 Change in public stressor (hostility from the public) across the three time phases 

A decrease of hostility from the public from the first time phase to the third time 

phase was emerged. The sources of hostility come from negative labels, poor attitude, and 

verbal attacks by the public. At the beginning, interviewees had more experience of hostility 

from the public. During the second time phase, interviewees had less such experience. In the 

third time phase, interviewees experienced the least. This decrease can be attributed to two 

reasons.  

One reason is the shifted attention to the COVID-19 pandemic: 

The COVID-19 pandemic occurred in January 2020. Maybe everyone worried about 

their safety, and they avoided assemblies. Because of the COVID-19 pandemic, 

hostility from the public is reduced. (Interviewee #2, aged 36, female) 

Because everyone focuses on the number of COVID-19 infections. (Interviewee #5, 

aged 52, male) 

Another reason is the implementation of the National Security Law: 

After the implementation of the National Security Law, hostility from the public is 

really reduced. (Interviewee #1, aged 31, female) 

Because of the National Security Law, and it is stringently enforced. Actually, with 

this law, I think that’s much better. (Interviewee #10, aged 37, male) 

The decrease of hostility from the public across the three time phases was attributed 

to the shifted attention to the COVID-19 pandemic and the implementation of the National 

Security Law.  
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6.7.4 Change in internal procedural justice (clarity of instructions/policies from supervisors) 

across the three time phases 

An increase of clarity of instructions/policies from supervisors from the first time 

phase to the third time phase was emerged. The reason of this increase is the clarity of flow 

of policies from the government to the supervisors.  

In response to the COVID-19 pandemic, the government implemented many preventative and 

control measures (i.e. Cap. 599 Prevention and Control of Disease Ordinance). To fight the 

virus, police officers play a role, and they are responsible for enforcing the law. However, 

these preventative and control measures for COVID-19 implemented by the government kept 

changing and thus caused confusions. These confusions flowed from the government, the 

Civil Service Bureau, the Hong Kong Police Force, to the supervisors. Therefore, police 

officers received confused instructions from their supervisors. Two female police officers 

responded the flow of policies from the government to the supervisors during the first time 

phase: 

Yes. The policies were confused. (Interviewee #1, aged 31, female) 

 Because it’s very messy at the beginning. (Interviewee #3, aged 42, female) 

As time goes on, the flow of policies from the government to the supervisors became clearer, 

so police officers received clearer instructions from their supervisors. Two interviewees 

responded the flow of policies from the government to the supervisors during the second time 

phase: 

It’s much better. It’s systematic. (Interviewee #14, aged 48, female) 

It's getting stable. The operation was smooth. (Interviewee #16, aged 45, male) 

Two interviewees responded the flow of policies from the government to the supervisors 

during the third time phase: 
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In the third phase, actually it’s mature. I don’t think it’s very messy. (Interviewee #5, 

aged 52, male) 

It’s not messy. The policies were not confused. (Interviewee #15, aged 44, female) 

The increase of clarity of instructions/policies from supervisors across the three time 

phases is attributable to the increase of clarity of flow of policies from the government to the 

supervisors over time.   

 

Figure 6. 8 Changes of demands/resources across the three time phases 

Note. *Police officers had additional workload but they can still handle. #Police officers had 

too much workload which they cannot handle.   
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6.8 Demographic comparisons 

Demographic comparison among (1) gender; (2) marital status; and (3) tenure was 

made (see Figure 6. 9 Demographic comparison on work-related stress).  

 

6.8.1 Gender 

Male police officers encountered more work-related stress than female police officers. 

Because of gendered duty allocation, three male police officers expressed that they were 

stressful while three female police officers expressed that they did not feel stressed.  

Male police officers described their gender related stressful experiences:  

More (work-related stress) for sure. As a male police officer, I encounter more stress. 

Personally, I think everyone expects that a male police officer has a higher ability. So, 

in terms of work arrangements, (male police officers are arranged more challenging 

duties). Or in terms of citizens’ expectations, I think their expectations on male police 

officers are higher. So, (we) expect more from him. I always mention this: When 

some supervisors give orders, they won’t tell a female colleague to do so if it’s heavy. 

(Interviewee #8, aged 41, male) 

Yes. There’s a relationship (between gender and work-related stress). Others perceive 

that males with high ability is a must. For females, if they have relatively poor 

performance, no one blame them. Females don’t have to be the tops. For males, we 

need to have good performance in everything. (Interviewee #13, aged 29, male) 

It is clear from the above cases, male police officers are perceived more capable, so 

others not only have higher expectations on them but also expect they should have good 

performance. These anticipations caused male police officers to feel more stressed.  
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Nevertheless, female police officers expressed that they were not stressful at all: 

It’s not a stress. I think it’s a preferential treatment. When performing duties, male 

colleagues help me with everything. Yes. I think I get preferential treatments. 

(Interviewee #1, aged 31, female) 

For example, equipment or (we) need to carry some tools when performing duties. 

Some are light. Some are heavy. They carry those which are heavy. We carry those 

which are light. So, I’m not very stressful. (Interviewee #12, aged 33, female)   

Interestingly, there is a gendered duty allocation in Hong Kong policing context (i.e. 

male police officers should take over the more challenging duties and physical demanding 

jobs). Responding to this, female police officers were pleased to accept it while male police 

officers might perceive it a source of work-related stress.  

 

6.8.2 Marital status 

Both married and unmarried police officers did not encounter work-related stress. 

Married police officers expressed that they were not stressful since they had spouse support: 

In my situation, my wife supports me a lot. I don’t spend much time at home. I spend 

most of my time on work, no matter daily duties, or JPOA related duties. My wife is 

supportive. (Interviewee #9, aged 43, male) 

For example, maybe I need to work overtime. Or maybe I need to promote to a higher 

rank during that phase. So, I may spend less time at home. I tell my wife and she is 

considerate. (Interviewee #10, aged 37, male) 

Although unmarried police officers did not have spouse support, one interviewee expressed 

that she was not stressful because she had less to worry about:  

I have less work-related stress as I am not married. I don’t need to worry about 

(marriage, spouse, and children). (Interviewee #2, aged 36, female) 
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Another unmarried interviewee did not encounter work-related stress because she had friends 

support:  

I don’t have a partner, then I share with others. If I really want to talk to others, I will 

chat with my friends. (Interviewee #3, aged 42, female) 

Apparently, married police officers have some experiences of work-family conflict. 

Although they spent more time on work which may have interference in their role as a 

husband or father in the family, they received spouse support. Unmarried police officers also 

experience some work-family conflicts such as family quarrels and no family gathering. 

Their work may interfere their role as a son/daughter/grandchild in the family. Nevertheless, 

their work-related stress was mitigated through friends support.  

 

6.8.3 Tenure 

Police officers with shorter tenure encountered more work-related stress than police 

officers with longer tenure.  

Police officers with shorter tenure expressed that they were stressful since they were 

inexperienced:   

Certainly. When performing duties, in particular, when we have contact with the 

public, there’s a chance of sudden occurrences. If I have experience, I can handle it 

well. Experience is important. (Interviewee #7, aged 30, male) 

Yes. Because there’re a lot of variations. (I have) greater stress because I don’t know 

how to do so. There’re unknowns. (Interviewee #12, aged 33, female)  

Nevertheless, police officers with longer tenure did not encounter work-related stress since 

they were experienced:  
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Now, I think I know how to release and handle stress. Because I work as a police 

officer for many years, now I am mature and I know how to handle. (Interviewee #4, 

aged 47, female) 

There’s certainly a relationship between tenure and work-related stress. As I have 

experience, I can handle (cases and sudden occurrences). Others have greater 

confidence on me. (Interviewee #5, aged 52, male) 

Truly, being experienced play an important role to mitigate work-related stress among 

police officers. Due to lack of experience, police officers with shorter tenure felt more 

stressed than police officers with longer tenure.  

 

Figure 6. 9 Demographic comparison on work-related stress   

Note. *Both married and single police officers did not experience work-related stress. 

 

6.9 Discussion and conclusion  

Guided by the JD-R model, the objective of current study is to capture the context, 

process, scenario, and subjective experiences of work-related stress among Hong Kong police 

officers. Drawing from semi-structured interviews with a timeline approach conducted with 

16 Hong Kong police officers, six demands (1) organizational; (2) operational; (3) public; (4) 

pandemic; (5) work-family conflict; and (6) other while five resources (1) supervisory 

support; (2) internal procedural justice; (3) organizational support; (4) personal resources; 
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and (5) social support were emerged. Also, four changes of demands/resources; (1) an 

increase of workload; (2) a difference in job nature; (3) a decrease of hostility from the 

public; and (4) an increase of clarity of instructions/policies from supervisors across the three 

time phases were presented. Demographic comparison among (1) gender; (2) marital status; 

and (3) tenure was made.  

 

6.9.1 Demands among Hong Kong police officers 

Providing support to the assumption of job demands in the JD-R model, demands 

among Hong Kong police officers were categorized into six types; (1) organizational 

stressors; (2) operational stressors; (3) public stressors; (4) pandemic stressors; (5) work-

family conflict stressors; and (6) other stressor.  

 

Organizational stressors (Issues deriving from the organization) 

Study Three found that in organizational domain, police officers’ work-related stress 

came from inadequacy of manpower, work overload, longer working hours, working under 

an environment align with COVID-19 pandemic preventative and control measures, and poor 

relationships in workplace. Consistent with several literatures, heavy job demands and long 

working hours were identified as risk factors of work stress and burnout among police 

officers (Frank et al., 2017; Taris et al., 2017; Wickramasinghe & Wijesinghe, 2018; Wolter 

et al., 2019; Yulianti & Rohmawati, 2020). Additionally, results from the current study 

provided support to the assumption of the JD-R model, suggesting this model is well suited to 

explain police work-related stress in Hong Kong. Although results regarding inadequacy of 

manpower, working under an environment align with COVID-19 pandemic preventative and 

control measures, and poor relationships in workplace were not confirmed in previous 
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studies, these potential predictors were recognized. Further efforts to investigate their 

predictions on work-related stress and burnout are worthy.  

 

Operational stressors (A wide range of duties) 

The current study found that in operational domain, job nature, danger, and negative 

exposures caused work-related stress among police officers. They were involved in different 

duties. They needed to take up their usual duties such as arresting criminals and preventing 

crime but also played a role to fight the COVID-19 pandemic by enforcing the relevant law. 

Besides, potential danger came from having contacts with criminals and investigating scopes 

with many unknowns. In some situations, they were exposed to dead bodies. Consistently, 

two previous literatures have identified exposing to bloody crime scenes and transporting 

prisoners as sources of work stress for police officers (Ivie & Garland, 2011; Sayed et al., 

2019). Results from the current study not only supported the role of operational stressors as 

job demands in the JD-R model but also suggested this model is applicable in understanding 

work-related stress among Hong Kong police officers. 

 

Public stressors (Opposing political views) 

One key demand found in Study Three was public stressors. For example, police 

officers in this study experienced public stressors derived from handling social movements 

related duties and hostility from the public. Results in this study match Wolter et al.’s (2019) 

study but contradict the finding of a previous study that public was a non-significant 

predictor of work stress among police officers (Li et al., 2018). One possible explanation is 

that a more comprehensive picture of public stressors was depicted in the current study, with 

the consideration of doubt about self-legitimacy, concern of safety of family members, 

doxxing, and poor attitude/being treated unfairly from medical personnel. However, public 
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stressors were examined with a strong focus on citizens-derived hostility such as complaints 

and verbal attacks (Li et al., 2018).  

 

Pandemic stressors (great concerns amid the COVID-19 pandemic) 

Another key demand found in the current study was pandemic stressors. Police 

officers’ stressful feelings arose from concern of infection of COVID-19 when having duties, 

concern of transmission of COVID-19 to family members, anti COVID-19 pandemic 

measures, and inadequacy of medical treatment. These results echo Stogner et al.’s (2020) 

study that COVID-19 policing was a significant stressor and police officers had a great 

concern of transmitting the virus to family members after contracting with the public when 

having duties. Unlike findings of a recent study that showed pandemic was a non-significant 

predictor of work engagement and work performance for police officers (Li et al., 2021a). It 

is speculated that pandemic stressors were more well-captured in the current study as data 

collection was conducted from July to August in 2022 (a period after the peak of the fifth 

wave of COVID-19 pandemic in Hong Kong). After experiencing the most severe period, 

police officers were likely to give different responses regrading pandemic stressors. Whereas, 

Li et al.’s (2021a) data were collected in May and June 2020. 

 

Work-family conflict stressors (Interfering with my family life) 

Result from Study Three revealed that policing work not only caused conflicts but 

also no gathering with family members. This was in agreement with several literatures that 

found work-family conflict was a determinant of work stress and burnout among police 

officers (Kumar & Kamalanabhan, 2017; Li et al., 2018; Li et al., 2021b; Yun et al., 2015). 

The JD-R model is limited by its application to understand family-related stressors (Barnett et 

al., 2012). Alternatively, these findings can be explained using concepts in the model of 
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COR. This model assumes that individuals innately conserve current resources and build new 

resources (Hobfoll, 1988, 1989). Stress occurs in one of the following circumstances; a 

potential loss of resources, an actual loss of resources, or a lack of resource gain after 

resource investment (Hobfoll, 1989, 2001). Resources, for example “time with loved ones” 

and “intimacy with spouse or partner”, are valued by the individuals (Hobfoll, 1989, 2001). 

Applying the model of COR to policing, officers are likely to feel stressed if their work 

reduces resources they valued. For instance, work overload and long working hours 

associated with policing work can interfere maintaining relationships with family members 

and performing responsibilities in the family, causing police officers to experience work 

stress (Li et al., 2018, 2021b).  

 

Other stressor (Policing culture of unification) 

Study Three found that policing culture is conceptualized as unification. For instance, 

a discrepancy of opinions on a matter created stressful feelings for police officers. A previous 

study found police subculture was a predictor of job stress, with American police officers 

who perceived themselves as not a part of the subculture were prone to a higher level of job 

stress (Rose & Unnithan, 2015). Another previous study found authoritative culture in 

policing context predicted more burnout (Yun et al., 2015). Nevertheless, these previous 

studies did not specifically look at policing culture of unification. Though policing culture of 

unification was recognized as a factor influencing police work-related stress in this study, 

further efforts of investigations not only on its prediction but also its role as a job demand in 

the JD-R model are worthy.  
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6.9.2 Resources among Hong Kong police officers 

Supporting the assumption of inadequate job resources predict more disengagement in 

the JD-R model, resources among Hong Kong police officers were categorized into five 

types; (1) supervisory support; (2) internal procedural justice; (3) organizational support; (4) 

personal resources; and (5) social support.  

 

Supervisory support as a resource (Instrumental and emotional support from supervisors) 

Study Three found that police officers, who received instrumental or emotional 

support from their supervisors, felt less stressed. Although this result echoes several 

literatures that support from supervisors was salient in policing occupation (Sayed et al., 

2019; Sørengaard & Langvik, 2022; Taris et al., 2017; Tummers & Bakker, 2021; 

Wickramasinghe & Wijesinghe, 2018), conceptual definition of supervisory support varied 

among studies. Supervisory support emerged in the current study included instrumental and 

emotional support. Sayed et al.’s (2019) study considered credits and praises given by 

supervisors while Wickramasinghe & Wijesinghe’s (2018) study considered frequency and 

level of satisfaction of support from supervisors. Thus, different forms of supervisory support 

should be taken into consideration. The present results suggest that the JD-R model is helpful 

to explain work-related stress among Hong Kong police officers.  

 

Internal procedural justice as a resource (Treated with fairness) 

The current study found that internal procedural justice reduced stress effectively in 

policing occupation. Police officers, who perceived fairness or received clear 

instructions/policies from supervisors, were less stressful. In line with several literatures, 

fairness played a protective role to reduce work stress and burnout in both Western and 

Eastern policing context (Kumar & Kamalanabhan, 2017; Sayed et al., 2019; Wolter et al., 
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2019). Notably, one recent study applied the JD-R model and highlighted the important role 

of fairness for police officers in a European country (Wolter et al., 2019). The potential role 

of internal procedural justice (fairness) as a job resource to reduce work-related stress among 

Hong Kong police officers is implied. Future research to examine the relationship between 

clarity of instructions/policies from supervisors and police work-related stress is worth 

considering. 

 

Organizational support as a resource (A variety of support from the organization) 

In the current study, organizational support was found to protect police officers 

against stress. For example, officers’ stress level was mitigated through the existence of 

harmony in policing context. Likewise, two previous literatures conducted on American 

police officers pointed out the beneficial functions of support from their 

organization/workplace (Brady et al., 2017; Tsai et al., 2018). Noteworthy, organizational 

support was conceptualized differently between the aforementioned studies. Organizational 

support emerged in the current study included working under a harmonious atmosphere, 

provision of health care products, and implementation of preventative and control measures 

for COVID-19 pandemic, reflecting organizational support provided, particularly during the 

COVID-19 pandemic. Organizational support was measured by workers’ perceived support 

given by the organization in Brady et al.’s (2017) study whereas support in workplace was 

operationalized by counselling support from top management or union in Tsai et al.’s (2018) 

study. So, support provided by the organizations is essential during both a usual period and a 

tough time such as the COVID-19 pandemic. More importantly, the present results not only 

provided support to the JD-R model but also extended the understanding of police work-

related stress during the COVID-19 pandemic. 
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Personal resources (Self-help and resilience) 

Police officers in the present study can manage their stress using personal resources. 

Five types of personal resources were emerged in this study. Firstly, one of the personal 

resources emerged in this study was mentalities, yet it seems to be a rarely investigated 

concept. Police officers who had a positive mind can cope with stress effectively. Secondly, 

one police officer in this study pointed out that having religious beliefs could be helpful to 

deal with stress. Similarly, two previous literatures have highlighted the potential benefits of 

spirituality (Robinson, 2019; Subhashini, 2018). Religiosity and spirituality have been shown 

to reduce depressive symptoms (Braam & Koenig, 2019) and improve job performance 

(Robinson, 2019). Thirdly, one police officer in this study who was characterized by 

emotional stability can deal with stress effectively. Likewise, a recent study conducted on 

Spanish National Police members found that being optimistic was less vulnerable to job 

stress (Marcos et al., 2019). Although these studies considered different personality 

characteristics, it is likely that positive personality traits play an important role in buffering 

stress. Fourthly, being specific to Hong Kong context, having previous respiratory disease 

experience is possibly to be a protective factor. People in Hong Kong demonstrated resilience 

following SARS in 2003 (Li, 2020), so they can withstand difficulties arising from the 

COVID-19 pandemic. “Resilience is characterized by the absence of functional impairment 

or psychopathology following highly adverse events.” (Southwick et al., 2014, p.11). Finally, 

the present study found some personal coping strategies for managing stress while a previous 

study considered mindfulness as a personal practice to reduce mental symptoms of strain 

(Fisher et al., 2019). Though there are different types of personal coping strategies, they are 

proven to be effective, and individuals can practice the copings that suit themselves. Personal 

resources are uncommonly used among police officers in this study, but the beneficial effect 

is well-noted. Theoretically speaking, positive mentality as a personal resource is implied in 
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the JD-R model whereas religion, positive personality characteristics, previous respiratory 

disease experience, and personal coping strategies can be integrated as personal resources in 

this model.  

 

Social support as a resource (Support and understanding from family members) 

The current study found that police officers received social support from family 

domain, so their stress level was alleviated. This result matches two recent literatures 

conducted on American and Greek police officers that found family or friends support were 

protective factors (Galanis et al., 2019; Schantz et al., 2020). Truly, social support could be 

helpful to promote better psychological health including improved self-esteem and more 

positive affect (Wills & Shinar, 2000). The JD-R model is weaken by its application to 

understand family-related resources (Barnett et al., 2012). The present findings can be 

explained by the model of COR. Family support can be an example of resource gain, which is 

in line with a core concept in the model of COR. A previous study adopted the model of COR 

and found that the more the family support, the more the work engagement for police officers 

in Hong Kong (Li et al, 2018). Nevertheless, police officers in the current study did not 

receive any friends support. This result differs from Galanis et al. (2019)’s study and Schantz 

et al. (2020)’s study. It could be true that because of the increased tensions and loss of trust 

between Hong Kong police officers and their friends after several riots and social movements 

in the past decade, support from friends has been diminishing and thus police officers’ 

stressful feelings cannot be mitigated. In the model of COR, companionship and “intimacy 

with at least one friend” are listed as examples of resources (Hobfoll, 2001), providing an 

implication to friends support as a resource in the model. As friends support was found to 

reduce occupational stress and burnout in policing context, future studies are suggested to 

examine its beneficial effect among Hong Kong police officers.   
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6.9.3 Theoretical implications 

Results from Study Three have valuable theoretical implications. The current study 

found organizational stressors, operational stressors, public stressors, and pandemic stressors 

were demands of work-related stress among Hong Kong police officers. These results 

supported one assumption of the JD-R model (i.e. heavy job demands predict more 

exhaustion). Moreover, work-family conflict stressors and policing culture of unification 

emerged as demands in this study. However, being subject to constraints of the JD-R model, 

these two demands and their effects on work-related stress cannot be explained using this 

model. 

 

This study also found support from supervisors and organization were resources of 

work-related stress among Hong Kong police officers. These results supported another 

assumption of the JD-R model (i.e. a lack of job resources predict more disengagement). 

Therefore, with the support from supervisors, quite a lot of police officers in this study 

demonstrated to be less stressful. Besides, internal procedural justice was found to be a 

resource to alleviate work-related stress among Hong Kong police officers in this study. This 

result provided an implication that internal procedural justice as a job resource in the JD-R 

model, extending the understanding of internal procedural justice and work-related stress 

among Hong Kong police officers. Although social support emerged as a resource in this 

study, the JD-R model is subject to constraints. Social support and its impacts on work-

related stress cannot be explained using this model. 

 

One strength of the JD-R model is its integration of personal resources and this study 

shed light on the beneficial role played by personal resources. Many previous literatures 

using the JD-R model have examined personal resources, for instance, adaptability 
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(Cockerham et al., 2022), employability (Wodociag et al., 2021), resilience (Farewell et al., 

2022; Mette et al., 2020; Rattray et al., 2021; Yu et al., 2021), self-efficacy (Barbieri et al., 

2021; da Silva Júnior et al., 2021; Jasiński, 2021), trait emotional intelligence (Tesi, 2021). In 

the current study, personal resources including mentalities (e.g. feeling at ease under all 

circumstances), religion, positive personality characteristics (e.g. emotional stability), 

previous experiences of confronting communicable diseases, and personal coping strategies 

(e.g. personal story telling) were emerged. The JD-R model is extended with the 

consideration of these additional personal resources. 

 

6.9.4 Methodological implications 

Previous studies have implemented timelines among immigrant women, street-

involved youth, and obese women (Kolar et al., 2015; Sheridan et al., 2011). One previous 

policing study has used a qualitative research design to understand police officers’ workplace 

stress (Sayed et al., 2019). Another previous policing study has used a qualitative research 

design to understand lived experiences of police officers during the COVID-19 pandemic 

(Helfers & Nhan, 2022). To the student researcher’s knowledge, Study Three was a first 

attempt to adopt this novel data collection approach (i.e. a timeline approach), and this has an 

important methodological implication. The current study provided a better understanding of 

work-related stress among Hong Kong police officers throughout the COVID-19 pandemic 

by using semi-structured interviews with a timeline approach. Using timeline is a relatively 

novel approach to collect data (Marshall, 2019). As a novice in conducting qualitative 

researches, using a timeline approach to collect data is manageable in which data are 

organized clearly and systematically. This study presented the changes of demands and 

resources among Hong Kong police officers at different time phases throughout the COVID-

19 pandemic. The use of a timeline approach is particularly appropriate in articulating such 
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changes because timelines are helpful to look at lived experiences of individuals at a time-

series manner. In addition, semi-structured interviews with a timeline approach were 

conducted with police officers in this study. Given that police officers typically regard 

individuals and issues with suspicion (Balch, 1972), this study using a timeline approach is 

suitable since timelines are useful to enhance participants’ engagement (Kendellen & Camiré, 

2019; Kolar et al., 2015) so that police officers are more willing to express their feelings and 

thoughts. 

 

6.9.5 Practical implications 

Practical implications are generated to alleviate work-related stress in policing 

occupation at different levels. Personally, mentalities and personality characteristics are 

inherent. Practical implications at the personal level are offered regarding religion, resilience, 

and personal coping strategies. Religion functions as a resource in improving both physical 

and mental health is well-researched (Lucchetti et al., 2021). By voluntary, police officers are 

encouraged to engage in religious practices including confession, forgiveness, liturgy, and 

personal prayer (Behere et al., 2013). Efforts aim at fostering resilience for police officers 

appear to be worthwhile. Police officers’ practical skills in communication, real-time problem 

solving, and tactical decision making are needed to be strengthened (Bishopp et al., 2018; 

Griffin & Sun, 2018). Also, emotional regulation skills can be practised to help police 

officers in building up their confidence about abilities and strengths, and managing stress 

derived responses (i.e. emotions and impulses) (Bishopp et al., 2018; Griffin & Sun, 2018). 

Other effective personal coping strategies, such as adaptive coping, constructive coping, and 

mindfulness (Fisher et al., 2019; Griffin & Sun, 2018; Ivie & Garland, 2011; Sayed et al., 

2019) can be taken into consideration.  
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At the organizational level, organizational-based interventions should aim to (1) 

reduce job demands; (2) consider the issue of long working hours; (3) improve relationships 

in workplace; (4) provide necessities and support amid a pandemic; and (5) shift 

organizational culture. Firstly, several suggestions to cope with work overload include 

administrative changes in police organizations, modifying current policies and procedures so 

that they match preferable tasks and work routines, assigning less paperwork, and 

multitasking competencies training (Frank et al., 2017; Galanis et al., 2019; Kumar & 

Kamalanabhan, 2017). Secondly, a suggestion for the long working hours is a shift system 

with stipulated working hours and the provision of incentives (Kumar & Kamalanabhan, 

2017). Thirdly, one suggestion for relationships in workplace derived stress is a social 

program aiming at improving social capital (Gächter et al., 2011b). In other words, to 

establish effective and good cooperation with units. Fourthly, in response to a pandemic, 

policing organizations should provide health care products (i.e. vitamins and supplements) 

and personal protective equipment (i.e. surgical masks, googles, protective gloves, protective 

gowns, and disinfectant). In addition, policing organizations should implement the following; 

(1) preventative and control measures (i.e. temperature checking before entering the police 

stations and tracking visit records via digital tools); (2) special work arrangement (i.e. work 

from home); and (3) closed-loop management. The implementation of closed-loop 

management is particular important to police officers during a pandemic. If police officers’ 

scope of activities is strictly controlled in a particular area after performing duties, the risk of 

spreading the virus to their family members is avoided and thus police officers’ concern can 

be reduced. Finally, organizational culture should shift its focus from unification in policing 

context to emphasizing the importance of both family life and organizational goals (Yun et 

al., 2015).  
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At the family level, police officers often encounter a dilemma between work and 

family responsibilities, promoting a family-friendly working environment is the key to deal 

with work-family conflict. Relevant measures to be taken comprise special leaves (e.g. 

compassionate leave, marriage leave, and parental leave) and flexible work arrangements 

(e.g. flexible working hours, five-day work week, and work from home). Another possible 

way to deal with work-family conflict is to organize programs or workshops, which aim at 

assisting police officers to understand this dilemma, reduce its effects, and more importantly, 

encounter this conflict proactively (Lambert et al., 2017).  

 

6.9.6 Reflexivity 

Following the interactions with the police officers, I had two changes on my thoughts 

and perceptions. As a female, I have some pre-assumptions, for example I believe that female 

police officers are more vulnerable to work-related stress. However, after interacting with the 

police officers, my thought was changed. Contradictory, male police officers feel more 

stressed than female police officers. The underlying reason is the gendered duty allocation in 

Hong Kong policing context. For male police officers, they are responsible for more 

challenging duties and physical demanding jobs. For female police officers, they are 

responsible for easier tasks. Also, as a student researcher, I have a different background and 

experiences from the police officers, which can be a challenge when interacting with them 

during qualitative data collection. Through recognizing the tough working condition, 

showing my sympathy, and more importantly, using a timeline approach, the police officers 

were willing to share their personal experiences during the interviews.  
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6.9.7 Conclusion 

In conclusion, Study Three provided a contextual and in-depth understanding of 

work-related stress among Hong Kong police officers. Demands among Hong Kong police 

officers consisted of six types. Resources among Hong Kong police officers included five 

types. Four changes of demands/resources, including an increase of workload, a difference in 

job nature, a decrease of hostility from the public, and an increase of clarity of 

instructions/policies from supervisors, across the three time phases were presented. Three 

demographic comparisons were made. In response to the demands among Hong Kong police 

officers, resources should be provided from the corresponding levels.  

 

This chapter focused on Study Three (A contextual understanding of work-related 

stress among Hong Kong police officers: Qualitative interviews with a timeline approach). 

The current study identified the context, process, scenario, and subjective experiences of 

work-related stress among Hong Kong police officers by presenting the results into four 

parts; (1) six demands among Hong Kong police officers; (2) five resources among Hong 

Kong police officers; (3) four changes of demands/resources (i.e. an increase of workload, a 

difference in job nature, a decrease of hostility from the public, and an increase of clarity of 

instructions/policies from supervisors) across the three time phases; and (4) three 

demographic comparisons. However, results from this study have limited generalizability to 

police officers at management level and non-local police officers because data were collected 

only from junior police officers. Future studies should aim at greater diversity by recruiting 

inspectors, superintendents, and police officers from ethnic minority background.
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CHAPTER 7: DISCUSSION AND CONCLUSION 

This is a theory-driven empirical research that aims at gaining a comprehensive and 

in-depth understanding of work-related stress among Hong Kong police officers. With the 

triangulation of methods, a scoping review of existing literatures, secondary data analysis of a 

survey study, and the semi-structured interviews with a timeline approach were adopted. This 

concluding chapter begins with the summary of the studies, followed by theoretical 

implications, practical implications, limitations and suggestions for future research, and ends 

with a conclusion of this research.   

 

7.1 Summary of the studies   

This research includes three interlocking and sequential studies. The sequence of 

conducting these studies is as follows; (1) Study One (Factors influencing police work-

related stress: A scoping review); (2) Study Two (Predictors and mediators of work-related 

stress among Hong Kong police officers: A quantitative secondary survey data analysis); and 

(3) Study Three (A contextual understanding of work-related stress among Hong Kong police 

officers: Qualitative interviews with a timeline approach). A summary of each study was 

given in the following. Key findings on demands and resources of the three studies are 

summarized in Table 7. 1.  

 

7.1.1 Study One (Factors influencing police work-related stress: A scoping review)  

Study One is intended to categorize the factors influencing police work-related stress 

directly or indirectly from a multi-level perspective. This scoping review not only considered 

the factors influencing police work-related stress from a multi-level perspective but also 

examined the predictors, mediators, and moderators of police work-related stress. Adopting a 

scoping review approach underpinned by the six-stage methodological framework, 30 studies 
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were selected from six electronic databases and grey literature sources. Study One 

categorized six types of predictors of police work-related stress; (1) demographic; (2) 

personal; (3) organizational (job demand, job control, job resources, job/workplace 

satisfaction, organizational commitment, internal procedural justice, and organizational 

problems); (4) operational; (5) family-related; and (6) community. This study also found four 

mediators; (1) work-family conflict; (2) resiliency; (3) gender; and (4) supervisor support and 

three moderators; (1) social support; (2) work support; and (3) locus of control personality 

(internality). Although this study categorized the direct and indirect factors affecting work-

related stress among police officers at different levels, an empirical understanding is still 

lacking. Hence, the subsequent studies were conducted to provide an empirical understanding 

of work-related stress among police officers. Undoubtedly, policing is a stressful occupation. 

Therefore, to reduce stress in the context of police work, interventions should be provided at 

different levels.  

 

7.1.2 Study Two (Predictors and mediators of work-related stress among Hong Kong police 

officers: A quantitative secondary survey data analysis)  

The objective of Study Two is to examine predictors and mediators of work-related 

stress among Hong Kong police officers. Permission to use the quantitative secondary survey 

data based on 335 Hong Kong police officers was obtained from the principal investigator of 

the WSWE study. SEM results showed that age and tenure were significant predictors of 

work-related stress. Aged police officers and police officers with shorter tenure encountered 

more work-related stress. Job demand (operational stressors) and job resource (internal 

procedural justice) had a direct and an indirect effect on work-related stress respectively. 

More operational stressors predicted more work-related stress. More internal procedural 

justice predicted more work engagement, which in turn predicted less work-related stress. 
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These results provide support for one of the assumptions and the motivational process in the 

JD-R model. Police work-related stress can be reduced at the operational level. Other 

practical implications include improving internal procedural justice and work engagement in 

policing context. However, demographic characteristics (gender, education, marital status, 

family status (having children), and rank), organizational stressors, public stressors, 

pandemic stressors, and supervisory support were non-significant predictors.   

 

7.1.3 Study Three (A contextual understanding of work-related stress among Hong Kong 

police officers: Qualitative interviews with a timeline approach)  

Drawing upon the JD-R model, Study Three is aimed to identify the context, process, 

scenario, and subjective experiences of work-related stress among Hong Kong police 

officers. Data were collected via semi-structured interviews using a timeline approach with 

16 Hong Kong police officers, and analyzed using template analysis. Results were presented 

under six demands (1) organizational; (2) operational; (3) public; (4) pandemic; (5) work-

family conflict; and (6) other and five resources (1) supervisory support; (2) internal 

procedural justice; (3) organizational support; (4) personal resources; and (5) social support. 

These results support the JD-R model. Also, changes of demands/resources across the three 

time phases were presented as the following four domains; (1) an increase of workload; (2) a 

difference in job nature; (3) a decrease of hostility from the public; and (4) an increase of 

clarity of instructions/policies from supervisors. Whereas, demographic characteristics 

(gender, marital status, and tenure) comparisons were made.   
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Table 7. 1 Summary of key findings on demands and resources of the three studies 

 

 Demands  Resources 

Study One Personal predictors 

Organizational predictors (job 

demand, job control, job/workplace 

satisfaction, organizational 

problems) 

Operational predictors  

Family-related predictors  

Community predictors  

 

Support from supervisors and 

coworkers 

Organizational commitment  

Internal procedural justice 

Study Two  Organizational stressors 

Operational stressors 

Public stressors 

Pandemic stressors 

 

Supervisory support  

Internal procedural justice  

Work engagement  

Study Three Organizational stressors 

Operational stressors 

Public stressors 

Pandemic stressors 

Work-family conflict stressors 

Policing culture  

Supervisory support  

Internal procedural justice 

Organizational support  

Personal resources 

Social support  

 

7.2 Theoretical implications  

This research is theoretically guided by the JD-R model. Theoretical implications are 

provided. The original version of the JD-R model, proposed by Demerouti and colleagues in 

2001, has two assumptions. One assumption is high job demands (i.e. physical workload, 

time pressure, recipient contact, physical environment, and shift work) predict more 

exhaustion (Demerouti et al., 2001). Another assumption is insufficient job resources (i.e. 

feedback, rewards, job control, participation, job security, and supervisor support) predict 

more disengagement (Demerouti et al., 2001).  

 

The later version of the JD-R model includes two independent processes. The first 

one is the energetic/health impairment process, which posits high job demands cause more 

burnout, resulting in physical and mental health problems including cardiovascular disease 

and depression (Schaufeli & Taris, 2014). The second one is the motivational process, which 
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postulates more job resources play a motivational role, engagement is boosted, leading to  

organizational outcomes, such as lower turnover intention and better job performance 

(Schaufeli & Bakker, 2004; Schaufeli & Taris, 2014).   

 

The recent version of the JD-R model recognizes two interaction effects (Bakker et 

al., 2014). In the first interaction effect, job resources (i.e. social resources/support, shared 

values, and positive leadership climate) ameliorate the influence of job demands (i.e. 

authoritative organizational culture, assaults by citizens while being on duty, and high 

workload) on burnout and organizational commitment (Choi et al., 2020; Santa Maria et al., 

2018). In the second interaction effect, job demands boost the influence of job resources on 

work engagement. Breevaart and Bakker (2018) found that when an employee had heavy 

cognitive demands and work overload, more daily transformational leadership behavior 

played an important role in boosting work engagement.  

 

7.2.1 Consistency with previous studies using the JD-R model   

Operational stressors, as job demands, were found to be sources of work-related stress 

among Hong Kong police officers in the current research. This result echoes one of the 

propositions in the original version of the JD-R model, providing support to the application of 

this model in understanding work-related stress in Hong Kong policing context.  

 

Consistently, previous policing studies using the JD-R model have found that high job 

demand was a predictor of more work stress and burnout. Considering some European 

countries, more job demands, indicated by workload, emotional demands, role uncertainty, 

administrative stressors, and verbal assaults by citizens, predicted greater feelings of burnout 

for Dutch and German police officers (Taris et al., 2017; Wolter et al., 2019). Regarding 
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some Asian countries, heavy job demands, operationalized by role ambiguity, role conflict, 

role overload, and emotional demands, predicted more work stress and burnout for police 

officers in India and Indonesia respectively (Frank et al., 2017; Yulianti & Rohmawati, 

2020). As can be seen, the JD-R model has been applied to understand work stress and 

burnout among police officers around the world. 

 

Result regarding job demands (operational stressors) and work-related stress in the 

current research was also consistent with previous studies using the JD-R model and applying 

on different occupational groups worldwide. In the European context, more job demands (i.e. 

overtime, work-family conflicts, experienced aggression, and work stressors) were predictors 

of a greater feeling of emotional exhaustion among Swiss home care workers (Möckli et al., 

2020). Four German studies found that heavy job demands, conceptualized as quantitative 

demands/workload, emotional demands, work–privacy conflict, role conflicts, qualitative 

workload, environmental stress, and time pressure predicted more burnout for teachers, social 

workers, and intralogistics workers (Drüge et al., 2021; Hartwig et al., 2020; Mette et al., 

2020; Schmid & Thomas, 2020). Besides, two Italian studies found that public universities 

administrative staff and supermarket workers encountered more burnout driven by greater 

perceived risk of being infected with COVID-19 during daily work, quantitative job demand 

overload, more physical load, and more emotional load (Guidetti et al., 2022; Ramaci et al., 

2021). A study conducted on Chinese healthcare workers by Zhou et al. (2022) highlighted 

that more epidemic-related job stressors were predictors of more burnout. From the 

aforementioned studies, the JD-R model has been widely applied to understand mental well-

being in various occupations and countries.  
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7.2.2 Inconsistency with previous studies using the JD-R model  

The current research considered the COVID-19 pandemic as a job demand in the JD-

R model. This research examined the impact of the COVID-19 pandemic on work-related 

stress among Hong Kong police officers. However, work-related stress imposed by the 

COVID-19 pandemic was not investigated in previous policing studies (Lambert et al., 2022; 

Sørengaard & Langvik, 2022; Yulianti & Rohmawati, 2020). 

 

Furthermore, the current research highlighted the protective role of internal 

procedural justice (as a job resource). Internal procedural justice can help Hong Kong police 

officers to reduce their work-related stress both directly and indirectly. A previous study 

conducted on German police officers found that perceived fairness was associated with 

improved well-being (Wolter et al., 2019). The current research found both direct and 

indirect effects but previous policing studies only found a direct effect. In the present 

research, internal procedural justice had a direct effect on police work-related stress. Also, 

internal procedural justice had an indirect effect on police work-related stress via work 

engagement. Whereas, a direct effect of fairness on stress associated outcomes was found in 

previous policing studies. The conceptualization of internal procedural justice could be one 

possible explanation for the differences among studies. In the present research, internal 

procedural justice was considered as a two-dimensional concept, including fairness and 

clarity of instructions/polices from supervisors, but previous policing studies only considered 

fairness.  

 

In addition, this research focused on a negative organizational outcome (i.e. work-

related stress) of the motivational process in the JD-R model. Nevertheless, many previous 

studies have investigated positive organizational outcomes of the motivational process in the 
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JD-R model, for example job performance, job satisfaction, and occupational commitment 

(Dan et al., 2020; Flores et al., 2021; Hara et al., 2021).  

 

Another inconsistency between the current research and previous studies using the 

JD-R model is the consideration of personal resources. The current research divided some of 

its attentions to personal resources, for example personality characteristic (i.e. emotional 

stability) and personal coping strategy (i.e. personal story telling). Previous studies using the 

JD-R model considered different personal resources. Some studies considered personality 

traits including, optimism (Marcos et al., 2019; Zhang et al., 2021a; Zhang et al., 2021b), 

proactive personality (Callea et al., 2022), and psychological capital (Sarwar et al., 2021). 

Other studies considered personal coping strategies, such as mindfulness (Farewell et al., 

2022; Tulucu et al., 2022; Xie et al., 2022).   

 

7.2.3 Expansion of the JD-R model   

The JD-R model has expanded in four-folds. Results from the current research enrich 

the JD-R model by considering demands, resources, and work-related stress in policing 

occupation during an adverse period. In other words, advancing the understanding of police 

officers’ work-related stressful experiences in the COVID-19 pandemic. Moreover, the 

current research was an attempt to position a novel job resource (i.e. internal procedural 

justice) in the JD-R model. Internal procedural justice was found to function as a job resource 

among Hong Kong police officers in two ways; (1) protect against work-related stress; and 

(2) reduce work-related stress via work engagement. These results contribute to the JD-R 

model by showing the protective role of internal procedural justice on police work-related 

stress in a direct or indirect way. 
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In this research, internal procedural justice (independent variable) reduced work-

related stress (outcome variable) via work engagement (mediator), supporting work-related 

stress as a negative organizational outcome of the motivational process in the JD-R model, 

and thus extending the model. Finally, this research found mentalities, religion, personality 

characteristic (i.e. emotional stability), previous respiratory disease experience, and (i.e. 

personal story telling) as personal resources for Hong Kong police officers to alleviate their 

work-related stress. Considering these additional personal resources, the JD-R model is thus 

expanded.  

 

7.3 Practical implications  

Regarding policing occupation, practical implications at the organizational, public, 

and pandemic levels are generated from this research.   

 

7.3.1 Practical implications at the organizational level  

At the organizational level, it is suggested to increase manpower, provide more 

support, and promote organizational justice (in particular internal procedural justice).  

 

Practical implications for increasing manpower  

Currently, the Hong Kong Police Force is encountering a severe shortage of 

manpower. Manpower can be increased from two ways; (1) retaining current police officers; 

and (2) attracting more candidates to join the Hong Kong Police Force.   

 

To retain current police officers, more benefits and welfare should be provided. For 

example, higher salary, more vacation leave, some tax allowance etc. Besides, better housing 

benefits, education assistance, and medical care should be offered. Housing benefits can be 
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improved by shortening the waiting time of housing. Education assistance can be improved 

by increasing the allowance, covering university tuition fee, and providing some educational 

allowance for police children, particularly for police officers who are appointed with the new 

entry system. Medical care can be improved by providing more quotas for civil servants. A 

foreseeable career path is also recognized as important. More job positions should be offered 

such as assistant sergeant and assistant station sergeant. More importantly, the nature of 

policing work is dangerous (as pointed out by Interviewee #12), an insurance specific for this 

occupation is preferred. Moreover, providing benefits for police officers’ family members 

should be taken into consideration. For instance, organizing interest classes or recreational 

activities for the children. Finally, targeting on police officers who reach their retirement age 

soon, one retention strategy is the option for extension of the service of civil servants (The 

Government of the Hong Kong Special Administrative Region Press Releases, 2023). So, 

police officers can extend their services for five more years and retire at the age 60.   

 

To attract more candidates to join the Hong Kong Police Force, three suggestions are 

provided. The first suggestion is the provision of preferable working conditions in terms of 

salary, benefits, and welfare etc., compared to other disciplined services. The second 

suggestion is publicity through regularly organizing recruitment activities, for example the 

Police Recruitment Experience and Assessment Day, Police Mentorship Programme, Project 

ACHIEVE, Auxiliary Police Recruitment Express, and Auxiliary Undergraduate Scheme 

(The Government of the Hong Kong Special Administrative Region Press Releases, 

2023).  The third suggestion is recruitment targeting on specific groups (e.g. university 

students and the ethnic minority group). To attract university students to join the Hong Kong 

Police Force, organizing the Police University Recruitment Express at local universities is 

considered as a possible recruitment strategy (The Government of the Hong Kong Special 
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Administrative Region Press Releases, 2023). Furthermore, to facilitate the ethnic minorities 

joining the Hong Kong Police Force, lowering entry qualifications (i.e. language proficiency 

requirements) is suggested. For the ethnic minority group, basic Chinese Language ability is 

required. If they have other language abilities, which can be considered as an advantage.  

 

Practical implications for providing more support  

  

In policing context, more support should be provided, particularly in different forms. 

Also, support from supervisors, co-workers, and police organizations should be considered. 

Support resources are categorized into four types; (1) esteem; (2) informational; (3) social 

companionship; and (4) instrumental (Cohen & Wills, 1985). The first type is esteem support. 

The definition of esteem support is “information that a person is esteemed and accepted” 

(Cohen & Wills, 1985, p.313). This type of support also refers to emotional support (Cohen 

& Wills, 1985). For example, supervisors showed care and sympathy during the tough time 

(as expressed by both Interviewee #14 and Interviewee #15). The second type is 

informational support. With informational support, it is helpful to define, understand, and 

deal with problems (Cohen & Wills, 1985). For instance, supervisors should give advice and 

guidance, such as the direction of investigation, when handling a criminal case. The third 

type is social companionship support, defined as “spending time with others in leisure and 

recreational activities” (Cohen & Wills, 1985, p.313). Supervisors are encouraged to do 

sports or outdoor activities with officers to promote both physical and mental health. Yoga 

and swimming have been shown to be effective in reducing stress, negative moods, and 

coronary risk (Jeter, Cronin & Khalsa, 2013; Silva et al., 2017). The fourth type is 

instrumental support, refers to “the provision of financial aid, material resources, and needed 

services” (Cohen & Wills, 1985, p.313). The provision of health care products is essential (as 

indicated by Interviewee #5). Preventative and control measures, special work managements, 
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and closed-loop management during pandemics should be implemented by the police 

organizations (as pointed out by Interviewee #10, Interviewee #3, and Interviewee #5 

respectively). Apart from supervisory support, support from co-workers and 

organization/workplace have been proven to be protective (Brady et al., 2017; Martinussen et 

al., 2007; McCarty & Skogan, 2013; Padyab et al., 2016; Smoktunowicz et al., 2015; Tsai et 

al., 2018). Therefore, the provision of different types of support resources (i.e. esteem, 

informational, social companionship, and instrumental) and different sources of support (i.e. 

supervisors, co-workers, and police organizations) is of importance. 

 

Practical implications for promoting organizational justice (in particular internal procedural 

justice) 

 Additionally, attentions should be paid on organizational justice, which can be 

promoted from the four following involvements; (1) police officers; (2) supervisors; (3) 

police administrators; and (4) police organizations. Firstly, police officers can be encouraged 

to express their concerns fearlessly (Agrawal & Mahajan, 2022). Secondly, it is suggested 

that supervisors should have interactions with the frontline officers or their subordinates 

(Agrawal & Mahajan, 2022). Thirdly, police administrators should deal with the criticisms 

(arise from police officers) constructively and seriously (Agrawal & Mahajan, 2022). Finally, 

police organizations should provide a working atmosphere and environment where police 

officers are allowed to convey their concerns without fear of retaliation and participate in 

social activities actively (Kaygusuz & Beduk, 2015; Qureshi et al., 2016).  

 

Particularly considering internal procedural justice, police supervisors and managers 

should be trained for its dispensation (Van Craen & Skogan, 2017a). Internal procedural 

justice can be promoted in policing context in the following two ways; (1) ensuring fairness; 
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and (2) giving clear instructions/policies to police officers. Increased fairness can be achieved 

by adopting participative and transactional leadership styles (Van Craen & Skogan, 2017b). 

Police supervisors should not only promote greater fairness in duty allocation but also 

maintain the atmosphere in the workplace as fair as possible (Donner, 2021; Wang et al., 

2020a). Equitable policies and procedures should be designed and implemented by police 

administrators (Donner et al., 2015; Wu et al., 2017) while rewards and punishments should 

be distributed impartially by police organizations (McCarty & Skogan, 2013). To give clear 

instructions/policies to the subordinates, consistent decisions should be made (Kumar & 

Kamalanabhan, 2017) whereas reasons beyond the ambiguous decisions being made should 

be explained (Agrawal & Mahajan, 2022; Roberts & Herrington, 2013). Police supervisors 

should also foster greater transparency in disciplinary decisions (Donner, 2021).  

 

7.3.2 Practical implications at the public level    

In Hong Kong, the relationship between the police officers and the public has 

ruptured following several riots and social movements since the last decade. To rebuild the 

relationship, the Police Public Relations Branch has been upgraded to become the Public 

Relations Wing since July 2022 (The Hong Kong Police Force Offbeat, 2022). One of the 

main responsibilities of the Public Relations Wing is quashing fake news and rumours rapidly 

(The Hong Kong Police Force Offbeat, 2022). Deploying advanced technology methods, a 

round-the-clock public opinion tracking system, aims at monitoring online information, 

identifying rumours as early as possible, and combating rumours, was set up (Sun, 2022).    

Regarding practical implications for the police-public relationship, efforts from both police 

management and the public are important. Police management may organize activities aiming 

to promote trustworthy images of the police (Rotenberg et al., 2016) while the public should 

be given opportunities to express their concerns or views clearly (McCarty et al., 2019; 
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Roberts & Herrington, 2013). More importantly, the relationship between the police and the 

community is highlighted. To establish this relationship, continuous engagements and 

interactions with community members are advised (Rotenberg et al., 2016; Yun et al., 2015). 

The importance of community policing is stressed.  

 

7.3.3 Practical implications at the pandemic level  

Practical implications for the pandemics are offered in two ways (i.e. during a 

pandemic and after a pandemic). During a pandemic, the provision of health care products 

such as vitamins is essential (as indicated by Interviewee #5) so that police officers can be 

physically stronger. Personal protective equipment (i.e. surgical masks, googles, protective 

gloves, protective gowns, and disinfectant) should be also provided (as mentioned by 

Interviewee #2) in order to reduce police officers’ risk of infection when having duties. 

Besides, to ensure a safe working environment, the implementation of preventative and 

control measures, such as temperature checking before entering the police stations and 

tracking visit records via digital tools, is important (as pointed out by Interviewee #10 and 

Interviewee #4 respectively). More importantly, special work arrangement (i.e. work from 

home) and closed-loop management during a pandemic should be implemented (as strongly 

emphasized by Interviewee #3 and Interviewee #5 respectively). The former is suggested for 

police officers who are responsible for office duties. The latter is suggested for frontline 

police officers. In other words, their scope of activities is restricted in a particular area after 

performing duties. By avoiding close contact with family members, the chance of 

transmission of virus to them is thus reduced, which is particularly important for police 

officers who live with children or elders (as expressed by both Interviewee #4 and 

Interviewee #10). 
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In response to future pandemics, an emergency plan for operating usual duties 

continuously and effectively in case of a sudden manpower shortage is important (Brito et al., 

2009; Richards et al., 2006). This should contain deployment of manpower and resources for 

more critical and essential duties (Brito et al., 2009). Police departments should provide 

training aims at developing and improving skills for successful coping in the face of 

adversities (Stogner et al., 2020). Police departments should also make sure the provision of 

personal protective equipment, for example surgical masks, hand sanitizer, googles, 

protective gloves and gowns, are in stock at all times (Brito et al., 2009). Moreover, to be in 

agreement with personal protective equipment suppliers, the provision of personal protective 

equipment to police organizations should be prioritised in case of a shortage (Brito et al., 

2009). 

 

7.4 Limitations and suggestions for future research   

Although four limitations should be noted when interpreting the results from current 

research, these results have provided some insights that future research may need to consider 

for further investigations. This research only examined the indirect effect of job resources on 

work-related stress via work engagement based on the motivational process in the JD-R 

model as a conceptual framework. Taking the energetic/health impairment process in the JD-

R model into account, there is a possibility that work-related stress serves as a mediator. 

Future studies are suggested to investigate the indirect effect of job demands on work 

engagement via work-related stress.   

 

Besides, this research used secondary cross-sectional survey data, so the causal 

relationships between the explanatory variables (i.e. job demands and job resources) and the 

outcome variable (i.e. work-related stress) are difficult to make. For example, though this 
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research highlighted a non-significant effect of supervisory support on Hong Kong police 

officers’ work-related stress, reverse relationship is possible. It appears to be reasonable that 

police officers with more work-related stress may receive more support from their 

supervisors. Another direction of effect can be thus ruled out. Future studies collecting 

longitudinal data on police officers’ demands, resources, and work-related stress at different 

time points should be conducted to confirm the causal relationships.   

 

Moreover, results regarding gender difference in police work-related stress were not 

validated in this research. No gender difference was detected in the secondary survey data 

analysis while male police officers were found more stressful, compared to female police 

officers, in the qualitative timeline interviews. Results regarding gender difference in police 

work-related stress were also varied among previous literatures. For better understanding of 

this phenomenon, it would be a useful endeavour for further studies to design a gender 

specific scale to measure work-related stress for male and female police officers separately.   

 

Finally, this research only identified factors influencing police work-related stress. 

Intervention studies aim at evaluating the effectiveness to reduce work-related stress in 

policing occupation are worthy. This research had a narrow focus on supervisory support, 

which may not comprehensively reflect all types of supervisory support that police officers 

received. Therefore, investigating different types of supervisory support, such as 

informational and social companionship, and their effectiveness on alleviating work-related 

stress among police officers should be considered. Though internal procedural justice has 

been a relatively understudied concept in previous literatures, this research highlighted that 

internal procedural justice protected Hong Kong police officers from work-related stress. 
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Further studies should consider to examine the effectiveness of internal procedural justice on 

mitigating work-related stress in other policing contexts.  

 

7.5 Conclusion   

This research provided a comprehensive and in-depth understanding of work-related 

stress among Hong Kong police officers in the COVID-19 pandemic. The protective role of 

internal procedural justice as a job resource in the JD-R model was supported. The impact of 

operational stressors on work-related stress among Hong Kong police officers was validated 

by using different methodologies. Although work-related stress among police officers is a 

great concern, practical implications at different levels are provided to reduce work-related 

stress for this occupation.   

 

This chapter is about the discussion. A summary of each study was given. Taken 

together, with all three interlocking and sequential studies, a comprehensive and in-depth 

understanding of work-related stress among Hong Kong police officers was provided. 

Theoretical implications, practical implications, limitations, and suggestions for future 

research are discussed.  
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