
:/ 

If you have issues viewing or accessing this file contact us at NCJRS.gov.



Stress Awareness 
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In the past five years, the topic of stress in policing has received in­
creased attention from researchers, police officials, police unions and the 
public at large. As research uncovers more and more of the dire effects of 
job stress, those concerned with the performance, safety and well being of 
police officers are gradually beginning to recognize that stress is something 
more than mere griping or job tension. Perhaps Joseph Wambaugh comes close 
to capturing the enormity of the problem in the statement: 

The physical dangers of being a cop are already vastly 
overrated by TV and movies, while no one pays attention 
to the more serious. danger which is the emotional vio­
lence of the job that drives cops to divorce, suicide, 
alcoholism and drug addiction in greater numbers than 
any other vocational group. 

Yet what are these emotional dangers? What is job stres~ and what are 
its consequences? 

That we don't know all the psychological dangers in police wor.k nor their 
consequences is painfully obvioue. What is most disheartening, however, is 
that very few of those persons closest to policing are themselves aware, ex­
cept perhaps superficially, of what job stress is and how it affects the 
prysical and mental health of police officers and the health and well being 
of their families. Thi~ lack of awareness is evident from the questions and 
pleas for help which are directed to us by line police officers, union represen­
tatives and senior level police officials. Although lac.k of awareness is in 
many ways understandable, it is unfortunate. For when individuals are unaware 
of the nature of threats to their well being, they are less able to escape, avoid 
or directly confront them. Thus, in order to successfully cope with stress on 
an individual or organizational level, officers need to be made aware of the 
nature of job stress and its consequences, for awareness alone may serve to both 
prevent job stress and mediate its effects. 

Awareness of job stress serves as a stress reducer in several ways. By 
being aware of the nature of psychological job stress, the officer is alerted 
to the potential danger facing him and is cognizant of the fact that stress is 
in part a fun~tion of his environment and not totally within and unique to him­
self. Stress awareness enables him to nore easily mobilize his defenses. 
Another important function of awareness is that it places the unknown into the 
realm of the known. Awareness further serves a training or rehearsal function, 
so the officer will be prepared for what is to come and be able to monitor reac­
tions to sometimes "overwhelming" events. In addition, awareness gives the 
officer the knowledge that stress is not just. some little irritant that cmaes 
and goes, but can profoundly affect his hea." life, and job performance. 
By knowing that job stress is a significant prublem, the officer will be more 
motivated and willing to take the appropriate steps to see that it does not get 
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the best of him. As the old saying goes, IlForewarned is forearmed." Moreover, 
being aware of the cause of one's discomfort often brings about some relief, 
through a reduction in the anxiety and worry over the unknown. In the hope 
of creating such an awareness, the following paper will attempt to answer a 
series of the more common questions about stress in policing. 

What is job stress? 

To be sure, we all have some rough idea of what is meant by the term job 
stress, yet evev among researchers there is no universally accepted definition. 
Indeed, uses of the term job stress have been so general and so diverse that 
the likelihood of complete agreement on any precise conceptual definition 
seems remote. One model of job stress, however, has generated significant 
research findings and is increasingly being accepted by the research community. 
In this "stress-strain" model, job stress is defined as the condition in which 
some factor, or combination of factors at work interacts with the worker to 
disrupt his psychological and physiological equilibrium. The factor or combined 
factors are referred to as job stressors and the disrupted equilibrium is called 
job-related strain. (Margolis & Kroes, 1975). 

In the above definition the concept of factors interacting with the worker 
is significant, as it is quite clear that individuals respond to identical job 
situations in very different ways. One police officer, for example, may be up­
set at being assigned to a traffic detail, while another might find the work 
enjoyable. The strain (or disrupted equilibrium) which occurs as a result of 
this interaction between stressors and the individual may be manifested in a 
number of ways. To begin with, workers may experience short-term subjective 
states of anxiety, tension, anger and the like. Associated with these subjec­
tive states are transient clinical physiological changes, including changes in 
levels of blood press~re, blood lipids, catacholamines, and many others. If the 
stressors persist, or if the worker fails to cope with them, more chronic 
depression, feelings of fatigue, or alienation may become evident, or more 
serious physical health problems may develop. 

No matter how job stress is defined, the most important thing to be aware 
of is that psychological stress at work is a serious occupational hazard. Like 
noxious chemicals in the working environment, job stressors are capable of caus­
ing serious health probl~ms. How serious these problems are will be made 
evident III later sections of this paper. 

What are the sources of stress in policing? 

Undoubtably a police officer's working environnlent is replete with potential 
job Btressors, and one could write a book just listing and explaining eac.h 
stressor. As this is cumbersome, for discussion purposes it is helpful to group 
the specific stressors under some general framework. One such framework (Kroes, 
in press) makes a distinction between those stressors which are, by in large, 
unique to policing, and those which are present in other occupational environments. 
Table I presents a list of major job stressors found in policing (Kroes, in press; 
Kroes, Margolis, and Hurrell, 1974) categorized in this fashion. Although this 
list is certainly not €4haustive, it does give an idea of the diversity of 
strcssors impinging on police officers. When one examines these two categories, 
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Table 1 
Some Major Stressors in Policing 

ptressors shared with other Occupations 

Administration 

Role Conflict 

Second Job 

Inactivity 

Shift Work 

Inadequate Resources 

Territoriality 

Work Overload 

Responsibility for People 

Promotional Procedures 

Role Ambiguity 

Job Complexity 

Inequities in Pay and 
Status 

Police Specific Stressors 

Courts 

Negative Public Image 

Racial Situat~~ons 

Line of Duty/Crisis Situations 

Policies concerning work assignment, 
procedures and personal conduct 

Situations in which officers are caught 
between discrepant expectations 

Holding down an additional part-time job 

Physical and/or mental idleness 

Having work hours other than normal 
8 AM to 5 PM 

Lack of the proper materials, equipment, 
etc., necessary to carry out one's job 

Working in an alien environment 

Having too much work to do in a given 
period of time 

Having excessive responsibility for the 
lives and welfare of others 

Difficulties surrounding advancement 
within the department 

Not knowing one's exact role at work 

Having to deal with many different 
people, problems, and tasks 

Being underpaid and under-recognized for 
one's work compared to other occupations 

Court rulings, procedures, and treatment 
of police officers 

Unfavorable attitudes held by citizens 
toward police officers 

Confrontations between police officers and 
minority group members 

Duty situations which either pose a threat 
to the officers physical well being or 
which may overwhelm him emotionally 
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it can be seen that not all of the stressors in either category are truly in­
herent in policing. Both categories may therefore be further divided into two 
sub-categories (or another framework): stressors inherent in the nature of 
police work and stressors which have evolved and become a part of policing (See 
Table 2). Thus divided, it appears that only the stressors responsibility for 
people, complexity, organizational territorality and line of duty / c:risis situa­
tions stem from the nature of police work and will always exist to some extent. 
All others, then, seem to arise from other sources and can under "enlightened ll 

management be reduced or eliminated. 

Examining those stressors shared with other occupations which have evolved 
and become a part of policing, one can identify two distinct sources: the 
organization and the community. Administraticn, promotional procedures, inade­
quate resources, shift work and second job are all in some way related to 
organizational practices and procedures. There is a vexy direct relationship 
between the nature of police organizations and the degree to which officers ex­
perience problems stemming from administration, promotional procedures and 
inadequate resources. Generally speaking, those departments which are more 
organizationally authoritarian seem to experience greater problem.s with these 
stressors. 

Table 2 
Stressors in Policing Classified as to whether they are Inherent in the 

Nature of Police Work or have Evolved 

Inherent 

Responsib ili ty 
Complexity 
Territoriality 

Inherent 

Line of Duty Crisis 

Shared Stressors 

Police Specific Stressors 
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Evolved 

Administration 
Role Conflict 
Second Job 
Inactivity 
Shift Work 
Inequities in Pay Status 
Work Overload 
Promotional Procedures 

Evolved 

Courts 
Negative Public Image 
Racial Situations 



Work overload, inactivity, role conflict, inequities in pay and &tatus, 
and role ambiguity are all shared str~ssors for police officers that have their 
sources in the community. Whether an officer is overw'orked or speilds long 
periods of time in inactivity in part seems to depend on the socio-economic 
status and crime ra te of the community and the size of the cO!Illll.t41.ity's police 
department. However, the degree to which offic~rs eA~erience roie conflict or 
perceive inequities in their pay and status often ciepends on ttle attitudes and 
expectations of the citi:!enry. Further, if the: officer is expected by the 
community to perform a mUltiplicity of conflict rol~s (as is t.;:)o often the cClS~), 
he ig extremely likely to experience both role conflict and role ambiguity. If 
the attitudes of the comrrlunity members are hostile and if awareness of the 
difficulty of the job is minimal, officers are not or:.ly like;" to feel inade­
q'U'ttely compensated for their work, but they are a.1so likely to feel that they 
are held in relatively low esteem. 

Looking at the Police-Specific Stressors (Table 2) wh:i ~ 1.1 hcve evolve.d and 
become a part of po1icing~ it can be seen tha.t both negative publi~ image and 
racial situations also have their sources in the community. If the officer is 
held in high esteem by the majority of residents in the ,ommunity h~ is not 
likely to encounter racial situations or be affected by the "coplt label both 
on and off the job. The courts stressor, however, is in ma;'1y W'ay~1 unique, in 
that it is not traceable in origin directly to the~:mllnunity or organization. 
The frustration e:I\.-perienced by pl)lice officers when a !'suspect is turned loose 
on "technicalities" or receives a "light" senteUl.:.€. can be traced Duly to the 
criminal justice system. Fur ther, the discourt.esy shown to poli C:~ vfficer in 
scheduling court appearances at inconvenient times appears to be a result ex 
lack of awareness on the part of court officials of the problems w'1ich police 
officers face. Also, the "rough treatment" given to officers nn t,.§ v-litness 
stand is a function of the established court system. 

In conclusion, since the majority of the stressors listed have their 
source in either the department's organizational structure or in the attitudes 
of citizenry, organizational change and public awareness is needed. 

Can job stress cause heart attacks? 

Although the eJ\'8.ct causal chain between job str~s~ t;J.ud cOl:onary heart 
d:!sease (CHD) has not been identified, research Clver the last 10-15 years has 
demonstt'ated a clear association between psychologicaJ jOb stress and conmary 
heart disease and its risk factors, such as hJ_gh bl(wL pressure, high choles­
terol levels and heavy smoking (House, 1~74). In fact, a growing fiumber of 
researchers have concluded that stress is a more impor' :ant factor in the 
etiology of coronary disease than diet, smoking a 1 e:~u;t:cise combined 
(Mcquade, 1972). 

Generally, three lines of evidence link job stress to CHD. First, there 
are large occupational differences in 1norbidity ano. mortality from CHD and 
cardiov~scular diseases in general, which appear to be rel~ted to psychological 
stress differences. Policemen, sheriffs, and marshal:;. in 194Q, for example, 
had a significantly higher death rate from diseases e;f ~he c~)rdiovascu1ar 
system that did lawyers and judges (Gura1nick, 1963). Secondly~ there is 
strong evidence (House, 1972; Sales and HOuse, 1971) that spe~ific psychological 
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factors such as low job satisfaction and low self-esteem in work (which are 
thought to be strain consequences of stress) predispose men to heart disease. 
A host of studies have documented relationships between specific job stressors 
such as work overload and responsibility for people as heart disease risk 
factors (e.g., Caplan and French, 1968). 

Lastly, ~here are findings from studies of heart attack victims that point 
to stress as a significant antecedent. For example, Russek and Zohman (1958), 
studying 100 coronary patients and 100 controls, found that stress accounted for 
a greater difference between the two groups than diet, heredity, smoking or 
exercise! 

With possibility of job stress being the most significant single factor 
in the etiology of coronary heart disease and the fact that this disease annually 
accounts for nearly one third of all deaths in the United States (CHD is the lead­
ing killer of working age males) , we believe much more serious attention should 
be paid to the problem of job stress and CHD. This is particularly true for those 
in the police profession. 

What are the consequences of shiftwork in policing? 

In answering the question about the sources of stress in policing, shift 
work was identified as a significant stressor, not just because of the physio­
logical effects of changing eating or sleeping habits, but also because of the 
:9sychological effects resulting from disruption ,of family and social life. Con­
cerning the physiological effects, it is now recognized that there are over fifty 
fluctua ting neuro-physiological rhythms within man, many of wh'ich axe diurnal 
in nature. These rhythms include such things as basal metabolic rate, blood 
sugar lev~l, blood temperature and mental efficiency. To what extent disrupted 
physiological rhythms impact upon individual health is an unanswered question 
(see Froberg and Akerstedt, in press). There is some eVidence, however, which 
suggest that physical health problems are related to the rate of adaptation of 
time-oriented body functions to altel~ations of existing diurnal patterns. Mott, 
Mann, McLaughlin, and Warwick (1965), for example, found the incidence of ulcers 
and rheumatoid arthritis to be higher among shiftworkers who reported relatively 
more difficulty in adjusting rhythmic time oriented body functions. 

How severe are the effects of the police officer's job on homelife in comparison 
to other occupations.? 

A definite answer cannot be given to this question as there is very little 
data available for comparison purposes. There are rumblings, howevex, that 
police indeed do have more farr 'ly problems as a result of their work stress. 
The high divorce rate statistics that various police departments have reported 
seem to confirm this. 

Unlike families of workers in other high stress occupations, "police 
families" are confronted with problems stenuning solely from policing, One of 
the 1lX>st difficult of these is the stigma of being a "cop I s wife" or "cop r S 

kid". Whether an officer brings the pressure ,;,f his work home wich him or not, 
a segment of the community sees to it that the officer's wife and children are 
reminded that her husband and their father is a "cop". As a defense against 
these strong ne,';Hl.tive pressures on them, pol:l.ce families tend to close in among 
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themselves and turn to each othec for support. The families in a sense become 
socially isolated from the rest of the community. They are viewed with suspicion 
and subjected to jokes and insults, especially when stories of police corruption 
appear in the media. 

In a similar vein, a double standard is applied to police officers and their 
families. alildren of police officers are expected by society to be beyond moral 
reproach. Their teachers, neighbors and even their police officer father often 
e~~ect them to be better than other children. When they cannot live up to these 
e:l:aggerated expectations they are told that "you should know better, your father 
is a policeman". Certainly this treatment if not tempered with some understand­
ing can result in developmental problems. 

In addition to the problems created for the wife by shift work, there is 
always the shadow of potential danger. The fear of something happening to her 
husband at work is often extreme and difficult to cope vlith. Add to this fear, 
the problem of police officers trying to maintain a hardened image and show no 
emotion and serious marital problems may result. 

In summary, policing has the potential to cause serious family problems. In 
addition to coping with the stress brought home by an officer, the polil.!e family 
must cope with a host of other serious pressures. These pressures include a 
negative image in the community and meeting the exaggerated expectations of 
community members« Thus, it may "veIl be that the effects of policing on homelife 
are more severe In comparison to other occupations. 

Is alcoholism job related? 

Disentangling the web of interacting determinants in alcoholism is especially 
difficult. Traditionally there have been too vi~ws concerning alcoholism. The 
first and probably more established view is that alcohlics are people who drink 
because of some flaw in their personality. The second view, the medical model, 
is that alcoholism is a disease and like other diseases it may afflict anyone. 
In our opinion, however, both points of view are naive. Studies on alcohol addic­
tion (e.g., Jellinek 1952; 1960) suggest the sequences from moderate social 
drirlking to chronic alcoholism follows a fairly predictable path. First of all j 

social imitation gives rise to the practice of drinking. Once the practice of 
normal social drinking becomes established, however, the powers of positive rein­
forcement become more significant than those of imitation. In other words, after 
an individual begins drinking socially he may learn to his pleasure that alcohol 
carl ditninish stress and bolster his confidence. The rate at \vhich he drinks may 
be determined by the amount of stress he experiences. Given the presence of high 
levels of stress, drinking can become a deeply ingrained stress coping technique. 
It is especially powerful in this regard since its effects are immediate, in con­
trast to the slow and delayed character of other. mare complicated forms of coping. 

From the above discussion, it seems logical to aS8~~e that alcoholism is job 
related to the extent that the stress an individual e:lI.-pe:c:i.ences eminates from 
the working environment. A recent study by Margolis, Kroes and Quinn (1974) 
lends some credence to this assumption. Using interview data from some l,496 
employed persons, these researchers found that overall job stress was signifi­
cantly related to escapist dril1king, i.e., those experiencing high stress drank 
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more than those experi_9tlcing less job stress. Further they found significan'c 
relations between escapist drinking and a number of specific job stressors. Thus 
it might be stated that alcoholism can be job related depending on the pressures 
resulting from work. 

Looking at policing, in particular, it would seem that the police setting 
is especially conducive to alcoholism. Since police officers frequently work 
in an environment where social drinking is common place, it is relatively easy 
for t':lem to become social drinkers. The nature of their work and the environ­
ment in which it is performed provides the stress stimulus. All the officer 
need do is discover how easy it is to alay stress by drinking. Although there 
is no hard data to substantiate a high incidence of alcoholism among police, 
'department officials have rp.ported informally that as many as 25 percent of the 
officers in their respective departments have serious alcohol abust problems. 

Traditionally police departments adhere tc t?1e "char:acter flaw" theury of 
alcoholism explained above. Tbi.s philosc,p'l1y •. ~al.J,s fOi: ~he denunciation and 
dismissal of an ufficer with a aJ.c,;nol p:cobh.lli I.)ccause recongizing him as a 
symptom of tmderlyil.lg m:'obJ ;;!';'3 reflects en the department. What is not con­
sidered is that alcoholism may result from the extraordinary stresses of the 
job and that eliminating the officer does not do away with the sources of stress. 

Does the existence of a police subculture intensify job stress? 

Some maintain that "the existence of the police subculture probably greatly 
ir.tensifies stress. Police officers who always associate only with other 
officers, talking shop, comparing experiences, exaggerating exploits, displaying 
their manliness, are living and reliving their stressful experiences at the SaffLe 

time that they are creating false and exaggerated expectations for themselves" 
(from Kliesment, 1975). In our opinion the contrary occurs; the existence of 
a police subculture does not intensify prress but reduces it. This building 
of "esprit de corps" serves a very positive function. Lacking positive feedback 
from other segements of society, the officer is often able to obtain needed 
social support only from his peers. Further, and perhaps more importantly, the 
reliving of stressful experiences helps the officer to get the trauma off his 
chest and allows others to see how difficult situations are handled, and also 
increases their stress awareness! 

Social support appears to be one of the stronger factors in mitigating the 
strain consequences of job stress. Generally speaking, it seems to act as a 
buffer between job stress and strain. That is to say, men who have high social 
support from others in their work environment show few strain effects (Caplan, 
Cobb, French, Harrison and Pinneau, 1975). In fact, social support has been 
shown to condition the effects of job stress on cortisol, blood pressure, glu­
cose, the number of cigarettes smoked, and the rate of quitting smoking (see 
Caplan> et. 0.1., 1975). Again relating to the police subculture, the police 
peer group can and often does serve as a major source of social support for the 
individual officer. 

As stated, one's peers can playa positive role in terms of stress reduc­
tion. However, there are negative factors in the police subculture which 
diminish the potential force for good. There is often an extLeme competitiveness 
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between officers which is disruptive of good psychological functioning. Also, 
at times there is a fear to relate all to one's peers, fear of looking bad, 
or fear that officers might pass on damaging information which may hurt their 
career. It must be remembered that promotional opportunities in policing are 
poor and only a few advance up the ranks. This creates a sort of juggling for 
positions which hinders a true group cohesion. 

Does eJ~ercise help reduce str~ss'? 

Although this specific question has received little research attention, a 
great deal of literature indirectly suggest that achieving physical fitness 
through re3ular systematic physical activity may reduce stress or mediate its 
effects. To begin with, there is evidence which suggests that habitual exer­
cise produces a decreased susceptibility to cardiovascua1ar incidents (e.g., 
Fox and Skinner, 1964). In fact, two recent studies (Paffenbarger and Ha.le, 
1974; Kroener, 1973) strongly indicate that repeated bursts of strenuous 
exercise establish a plateau of protection against coronary mortality. In 
simple terms, exercise helps develop a collateral blood supply network which 
in an emergency, such as a blood clot, will provide an alternate pathway for 
blood flow. 

Exercise may also benefit individuals psychologically~ since through ex­
erd,se the individual is able to unwind and release some built-up tension. The 
benefits suggested by the literature from regular exercise include greater 
relaxation, greater participation in family and social activities, im.provement 
in work attitudes, and increased capacity for work and recreation (Kroener, 1973). 

One caution concerr.,ing exercise: just being "physically fit" is not, by 
itself, adequate insurance against experiencing the health consequences of job 
stress. We mention this caution b:acause there appears to be a tendency in 
policing to hit upon one answer in stress reduction, and to proceed as if it 
was the panacea, immediately installing or crusading for that technique as 
the answer. In the particular case of formalized physical fitness programs, it 
is just one technique, and one which we would consider a"down the line variable" 
(i. e., one that may have less payoff than some others for stress reduction in 
policing) • 

Given that policing is a high stress occupation, what can be done about it? 

Though stress reduction may be accomplished in a myriad of ways, the 
various methods all fall within one of the following categories: eliminating 
the stressors, increasing the individual's stress coping ability, or providing 
the stressed individual with help (Kroes, in press). Although the following 
paragraphs discuss these three types of methods individually, one must bear in 
mind that every person is somwhat unique in his reaction to stress and no single 
method can be expected to work optimally for all individuals. Thus, what is most 
desirable is a systems approach combining various methods to meet the special 
needs of a particular department. 
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Of the three types of stress reduction methods, probably the most effec­
tive approach involves identifying and eleminating the job stressors. Although 
there are a number of ways to go about identifying stressors, one of the 
easiest involves using the "consultant" services of the rank and file officer. 
The officer on the street has built up a wealth of experience and intimately 
knows the stressors which impinge on him. By getting a group of experienced 
officers together to talk about stress problems, the most significant stressors 
can be identified, Once the major stressors are known, ideas need to be de­
veloped on how they may be eliminated. Since organizational change may be 
necessitated, the full cooperation of management is ne.cessary in this process. 
It is also especially important to allow individual officers to participate 
in any decision about eliminating a stressor which directly affects their job 
should it be found that a particular stressor is "impossible" to eliminate, job 
rotation may be helpful. That is, personnel could be rotated on and off assign­
ments so that they are faced with as little of the stressor as an individual's 
stress coping ability might be used in a comprehensive stress reduction program. 
In a practical sense, these techniques involve training in stress awareness, in­
sights into self and others, and specific skill training. Since the advantages 
of training in stress awareness were discussed in some detail earlier, they 
w1ll not be reiterated in the following discuo8ion. 

Most individuals have available a major untapped resource to help them 
cope with stress--themselves. Yet this resource will remain untapped as long 
as the individual is ignorant of how to use his full potential. Therefore, 
an officer needs training to understand his own reactions to various stimuli. 
Since the officer's job to a large extent involves interacting with people, he 
also needs training in what roles personality, motivation, cognition, emotion, 
fear, etc., have in affecting human behavior. Although it is unreasonable 
to expect an officer to become a fully trained behavioral scientist, there is 
a body of practical psychology that the officer needs to knmv and be trained in. 
Si.nce there are college courses and instructors available around the country 
this training is :teadily available and sho'uld be considered. 

Specific skills training differs from th~ above two illentioned approaches 
in increasing an individual's ability to cope with stress in that the officer 
is taught how to act and deal with specific stituations. Trainl~g in dealing 
with events which are highly stressful and which the officer is very likely to 
encounter is especially called for. These events include family crisis situ­
ations, racial conflicts, and child tragedies. Through training, the officer's 
skills are improved and his overall stress level is decreased when he faces 
the situations, as he is so~ewhat desensitized to the events. 

Another distinct type of specific skill training involves the learning 
of psychological processes pertinent to police work (such as human communi­
cation, group dynamics, and organizational behavior). Take the stress of 
administration for example. One way to better handle it is to know more about 
the human side of organizations. To do this specific training in group dyna­
mics and organizationational psychology would prove nseful, as it would give 
the officers new awareness into the nature and dynamics involved in organiza­
tions. Another type of training would be toward developing improved 
communications skills, much of the friction in policing is a result of either 
police-citizen interaction or police-police administration interaction. 
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Training in direct relaxation techniques may also prove to be useful in 
a stress reduction. One of the more promising of these techniques involves the 
use of biofeedback. As the name implies, the individual is given feedback on 
his biological processes. From this feedback, he may learn to relax and elimi­
lla te problems such as tension, anxiety and migraine headaches. Another relaxa­
tion technique of some benefit to policing is neuromuscualr relaxation. Here 
the officer is also trained in how to relax his body, but in this case by 
conscious effort to detect and subsequently control residual muscle tension 
(without the aid of monitoring devices). There are more exotic but no less 
effective relaxation techniques such as yoga, transcendental medication and the 
lik All have one thing in common--they help the individual become more aware 
o~ himself and his body and help him to physically relax. As suggested earlier, 
the third category of-stress reduction techniques includes those methods which 
are aimed at providing the stressed individual with help. Either an ~cute 
situational crisis or a slow buildup of job-related strain to a chronic and 
dangerous level can cause a police officer to need professional help. In most 
communities there are mental health professionals available, yet these profes­
sionals are often ill prepared to deal with police personnel because of their 
lack of familiarity with the nature of police work and the pressures a police 
officer experiences. Therefore, it is advisable to have a full-time mental 
health worker on th~ police force. This arrangement has several advantages. 
For one, the consultant gets to know on an intimate level the workings of the 
police force and the problems involved. For another, the men learn to trust 
and find it easier to discuss their problems and the problems of their families. 
The full-time health consultant also is more able to provide viable inputs to 
the department on stress matters. 

Stressed officers may also be provided with help in more informal ways. 
Social support, as mention earlier, is one of the more important avenues avail­
able for reducing stress. A supportive supervisor is a tremendous resourse to 
his men in times of trouble, Social support from the family is also extremely 
important and can be encouraged in a number of ways. One is simply to encourage 
a get-together between experienced police officers wives and the wives of new 
recruits. The senior wives ca.n relate their experiences, and in so doing begin 
to prepare the yo-unger wives for what is to be expected and the difficult periods 
their husbands may go through. 

244 



REFERENCES 

Caplan, R.D., Cobb, S. French, J.R.P., Jr" Harrison, R.V. & Pinneau, S.R., 
Jr. Job demands and worker health, Contract No. HSM-99-72-6l, U.S. 
Department of Health, Education and Welfare, HEW Publication No. (NlOSH), 
1975. 

Caplan, R.D. & French, J.R.P., Jr, Final Report to NASA. Unpublished manu­
script, University of Michigan, 1968. 

Fox, S.M. III & Skinner, J.S. Physical activity and cardiovascular health. 
American Journal of Cardiology, 1964, 14, 731-735. 

Froberg, J.E. & Akerstedt, T. Night and shiftwork effects on health and well 
being. In Levi, L. (Ed.) Society, Stress and Disease: Working Life, 
Vol. 4, London: Oxford University, (in press). 

Gural~ick, L. Mortality by occupation and cause of death among men 20-64 years 
of age, United States 1950, Vital 8tatistics--8pecial Reports, 1963,. 53. 

House, J.8. The relationship of intrinsic and extrinsic work motivations to 
occupational stress and coronary heart disease risk (Doctoral dissertation, 
University of Michigan 1972). Dissertation Abstracts International, 1972, 
33, 25l4-A. University Microfilms No. 72-29094). 

House, J. S. Occupational stress and coronary heart disease: a review and 
theoretical intergration, In J. O'Toole (Ed.) Work and the Quality of Life, 
Cambridge, Mass.: M.l.T. Press, 1974. 

Jellinek, E.M. phases of alcohol addiction. Quarterly Journal of Studies in 
Alcohol, 1952, 13, 673-678. 

Je11inek, E.M. The disease concept of alcoholism. New Haven, Hillside Press, 
1960. 

Kliesmet, R.B. Job stress in policing. Shield and Star (a publication of the 
Milwaukee Police Brotherhood), 1974,2, (1), 4-8. 

Kroes, W.H., Margolis, B.L., & Hurrell, J.J., Jr. Job stress in Policemen. 
Journal of Police Science and Administration, 1974, ~ (2), 145-155. 

Kroes, W.H. Society's victim--the policeman. Springfield, Charles V. Thomas, 
1976. 

Margolis, B.L., Kroes, W.H., & Quinn, R.P. Job stress: An unlisted occupational 
hazard. Journal of Occupational Medicine, 1974, 16 (10) 659-661" 

Margolis"B.L. & Kroes, W.H. Occupational stress and strain, Occupational Mental 
Health, 1973, ~, 4-6. 

Mcquade, W. What stress can do to you. Fortune, 1972. 

245 



Mott, P.E., Mann, C.F. & McLaughlin, Q. Shiftwork. Ann Arbor, University of 
Michigan Press, 1965. 

Paffenbarger, R.S. & Hale, W.E. Work activity and coronary heart mortality. 
New England Journal of Medicine, 1975, 292 (11), 545-549. 

Russek, H.I. & Zohman, B. Relative significance of heredity, diet, and occupa­
tional stress in coronary heart disease of young adults. American Journal 
of Medical Science, 1958, 235, 266-Z77. 

Sales, S. M. & House, J. Job dissatisfaction as a possible risk factor in 
coronary heart disease. Journal of Chronic Diseases, 1971, ~, 861-873. 

i 
i 

246 

1 

! 
1 
1 



APPENDIX A 

Bruce B. Barker 
Chief, Littleton and Boxbourough Police Departments 
Littleton, Massachusetts 01460 

Stanley L. Brodsky, Ph.D. 
Department of Psychology 
University of Alabama 
Box 2968 
University, Alabama 35486 

Terry Eisenberg, Ph.D. 
Patrolman, San Jose Police Department 
201 W. Mission Street 
San Jose, California 95110 

John R. P. French, Jr., Ph.D. 
Program Director, Institute for Social Research 
University of Michigan 
Ann Arbor, Michigan 48106 

Mark Frustenberg 
Director of Personnel 
Boston Police Department 
154 Berkeley Street 
Boston, Massachusetts 02116 

Carl Goodin 
Chief, Cincinnati Police Department 
310 Lincoln Park Drive 
Cincinnati, Ohio 45214 

Judith M. Grencik, Ph.D. 
Department of Criminal Justice 
California State University 
Long Beach, California 90840 

Neal Q. Herrick 
Director, Ohio Quality Work Project 
8 East Long Street, 9th Floor 
Columbus, Ohio 43215 

Joseph J. Hurrell, Jr. 
National Insitute for Occupational Safety and Health 
1014 Broadway 
Cincinnati, Ohio 45202 

Jerome H. Jacobi, M.D. 
816 Hollywood Boulevard 
Los Angeles, California 90069 

247 



George L. Kelling> Ph. D. 
Director of Evaluation, Police Foundation 
1734 East 63rd Street, Suite 104 
Kansas City, Missouri 64104 

George L. Kirkham, Ph.D. 
School of Criminology 
Florida State University 
Tallahassee, Florida 32306 

William H. Kroes, Ph.D. 
National Insitute for Occupational Safety and Health 
1014 Bxoadway 
Cincinnati, Ohio 45202 

Robert M; Mills, Ph.D. 
Department of Criminal Justice 
French Hall, Room 402 
University of Cincinnati 
Cincinnati, Ohio 45221 

Lourn Phelps 
Department of 
University of 
Reno, Nevada 

Criminal Justice 
Nevada 
89507 

Martin Reiser, Ed.D, 
Department Psychologist 
L08 Angeles Police Department 
150 N. Los Angeles Street 
Los Angeles, California 90012 

Wayne Richard, Ph.D. 
Dede Wallace Center 
700 Craighead Avenue 
Nashville, Tennessee 37204 

Michael Roberts, Ph.D. 
Director of Psychological Services 
San Jose Policp. Department 
201 W. Mission Street 
San Jose, California 95110 

Cindy Schwartz, Ph.D. 
Law Enforcement Training and Research Associates, Inc. 
1321 20th Avenue 
San Francisco, California 94122 

Jeffery Schwartz, Ph.D. 
Law Enforcement Training and Research Associates, Inc. 
1321 20th Avenue 
San Francisco, California 94122 

248 
u.s. GOVERNMENT PRINTING OFFICE: 1m Q-:!3B-)l71 

.. ~ 








