
 

 

 

 

 

 

Increasing Police Officer Resilience to Stress in a Suburban Police Service in British Columbia 

by 

GREG JOHNSON 

BA(Hon), Carleton University, 1988 

 

 

 

A Thesis Submitted to the School of Leadership Studies 

in Partial Fulfilment of the Requirements for the Degree of 

 

 

 

MASTER OF ARTS 

In 

LEADERSHIP 

 

 

 

Royal Roads University 

Victoria, British Columbia, Canada 

 

 

Supervisor: Dr. Niels Agger-Gupta 

 

April 2016 

 

 

 Greg Johnson 

  



INCREASING POLICE OFFICER RESILIENCE 2 

 

COMMITTEE APPROVAL 

The members of Greg Johnson’s Thesis Committee certify that they have read the thesis titled 

Increasing Police Officer Resilience to Stress in a Suburban Police Service in British Columbia 

and recommend that it be accepted as fulfilling the thesis requirements for the Degree of Master 

of Arts in Leadership: 

 

Dr. Niels Agger-Gupta     [signature on file] 

Dr. Vern White                 [signature on file] 

 

Final approval and acceptance of this thesis is contingent upon submission of the final copy of 

the thesis to Royal Roads University. The thesis supervisor confirms to have read this thesis and 

recommends that it be accepted as fulfilling the thesis requirements: 

Dr. Niels Agger-Gupta      [signature on file] 



INCREASING POLICE OFFICER RESILIENCE 3 

 

Creative Commons Statement 

 

This work is licensed under the Creative Commons Attribution-NonCommercial-

ShareAlike 2.5 Canada License. To view a copy of this license, visit 

http://creativecommons.org/licenses/by-nc-sa/2.5/ca/. 

Some material in this work is not being made available under the terms of this licence: 

 Third-party material that is being used under fair dealing or with permission. 

 Any photographs where individuals are easily identifiable. 

 



INCREASING POLICE OFFICER RESILIENCE 4 

 

Abstract 

Canadian police officers strive to deliver service excellence to the public under ever-increasing 

scrutiny. Complex factors (e.g., technology, courts, oversight agencies) steadily shift power 

away from front-line officers. Powerlessness result in stress and limited coping ability. This 

inquiry examined police officer stress and resilience within the Central Saanich Police Service 

(CSPS) in British Columbia, Canada. The study found stress is inherent in policing, but officers 

can build capacity to turn stress into a learning opportunity. The study recommendations 

included supporting the CSPS to foster police officer resilience by building a supportive culture, 

establish a health and wellness program, and modifying suburban police officer hiring processes 

and practices. To ensure success, the responsibility is now passed to individual officers to build 

resilient capacity to thrive in the face of obstacles. This study added to the body of knowledge of 

stress and resilience within the culture of a suburban police service. 
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Chapter One: Focus and Framing 

“No call too small” (Chief of Police, personal communication, April 24, 1996)
1
 was the 

direction of George Lawson, who was the Chief of Central Saanich Police Service (CSPS) when 

I was sworn in as a member on April 24, 1996. His vision of service was for police officers to 

attend to any public concern, no matter how minor, because if it matters to the public then it 

matters to the police (Chief of Police, personal communication, April 24, 1996). I attended calls 

including children afraid of the dark and locals who asked for traffic control at their garage sale. 

The Chief reframed every call as an opportunity to build rapport with our public, which is repaid 

“ten fold, as the minor things don’t grow into major things” (Chief of Police, personal 

communication, April 24, 1996). Chief Lawson’s approach was consistent with the founding 

ideas of policing, as Sir Robert Peel wrote, “The test of police efficiency is the absence of crime 

and disorder, not the visible evidence of police action in dealing with them” (Peel, 2014, 

para. 10). Initially, I questioned whether this approach was an effective use of police resources; 

however, the results were very strong relationships with the public. Bowling and Foster (2002) 

conducted a study that showed the idea remains relevant: “Policing is a broad concept that refers 

to an intricate, almost unconscious network of voluntary controls and standards among people 

themselves and enforced by people themselves” (p. 981). I have learned that I was wrong when I 

questioned the value of being proactive and building relationships to further policing; this 

approach has been effective at the CSPS. 

The CSPS is one of seven separate police agencies that provide service to over a half a 

million citizens in Greater Victoria, British Columbia (Ministry of Justice, Police Services 

                                                 

1
 All personal communications in this report are used with permission. 
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Division, 2015). In one key measure, the Crime Severity Index, the CSPS stands out with a 

consistently low crime rate in the region and is one of the most successful police services in the 

country in terms of preventing criminal activity within its jurisdiction (Statistics Canada, 2012). 

This reflects a healthy community, because  “the level of crime in a community is related to its 

residents’ level of well-being (Human Resources and Skills Development Canada 2013)” 

(Perrault, 2013, para. 1). An opinion expressed by Chief Sylven was that in comparison to other 

police services, the CSPS may be regarded as an organization that is delivering effective service 

to the community (Chief of Police L. Sylven, personal communication, April 26, 2016). 

Policing in an organization is never an easy ride; in his article discussing stressors that 

law officers face, Reese (1986) stated, “Dr. S. Al Somodevilla of the Dallas, Texas, Police 

Department has stated: It is an accepted fact that the police officer is under stress and pressure 

unequaled by any other profession” (p. 233; see also Toch, 2001). Gilmartin (2002), an expert on 

policing wellness, described the career of a police officer as a journey that takes a toll from 

positive to negative, idealistic to cynical, and fit to unhealthy (p. 5). He explained that the 

reasons for this personal decline are inherent in the nature of police work, which demands 

alertness and vigilance on duty, but causes periods of isolation and withdrawal off duty 

(Gilmartin, 2002). The result is that often people who choose a policing career find it destructive 

in many ways, such as failed marriages as well as life views dominated by negativity and social 

isolation (Gilmartin, 2002, p. 5). Despite success as an organization, some members of the CSPS 

have suffered symptoms of stress such as posttraumatic stress disorder (PTSD), absenteeism, 

presenteeism, and physical illness, which are normally associated with big, dysfunctional 

agencies (CSPS Police Constable, personal communication, January 11, 2015). For this 
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organizational leadership project (OLP), I researched how the CSPS can support their employees 

to have greater resilience to stress. 

I am currently a patrol watch supervisor with 26 years of policing experience, the past 20 

years with the CSPS. My personal experience has been that policing is at times a stressful job, 

but it can also be challenging and invigorating. The majority of officers at the CSPS are 

committed, engaged, and optimistic contributors to the workplace, but every member has 

personally endured adversity (CSPS Police Constable, personal communication, January 18, 

2015). In responding to setbacks and challenges, some officers at the CSPS have managed to 

dust themselves off and bounce back, but others have gone on a negative downward spiral that is 

bad for them and the organization (CSPS Police Constable, personal communication, January 18, 

2015). In a few more extreme cases, negative dispositions have spread, leading to a toxic 

atmosphere within teams in the workplace, which pull the focus away from operations, the raison 

d’être for policing (CSPS Police Constable, personal communication, January 18, 2015). 

Many experienced members have come to the CSPS to further their careers from other 

police services (Chief of Police L. Sylven, personal communication, April 21, 2015). In my own 

case, I began my policing career as a recruit and patrol officer with the Metropolitan Toronto 

Police (MTP) from March of 1990 to April 1996. My experience with MTP fit with the idea of 

the crime-fighting images of arresting and charging suspects, matching the exciting depiction of 

law enforcement that dominates the public face of policing (Bush & Dodson, 2014, p. 198). The 

challenge came in dealing with administration. MTP had a vast bureaucracy, and outside of my 

team, I was known mostly for my monthly statistics. Research has shown that police 

administrators confuse statistics that capture inputs into policing (e.g., number of officers) or 

easily counted outputs (e.g., number of arrests) as performance measures; this is based upon the 
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flawed logic that these numbers can somehow accurately assess police performance against the 

goals of the organization (Gorby, 2013). However, studies of performance management systems 

have shown that the inconsistent use of output and outcome measures undermines the 

effectiveness of performance management systems (Koontz & Thomas, 2012). “An analyst or 

manager who mistakes outputs for outcomes is liable to miss opportunities to improve 

performance. To put it starkly, in terms of an old adage: garbage in, garbage out” (Koontz & 

Thomas, 2012, p. 770). 

In my time with MTP, the pressure to maintain good monthly reports led to decisions and 

behaviours that I believe harmed relationships with the public. Out of pressure to generate 

statistics, at times we arrested complainants and witnesses who simply walked into the police 

station looking for help or to report a crime. Although contrary to the spirit of helping victims, 

our behaviour was rewarded, as supervisors shared the monthly arrest performance for each of 

their team members. I had discussions with peers who shared their belief that the statistics-driven 

approach came at a cost of fairness, trust building, and, quite ironically, justice (MTP Police 

Constable, personal communication, January 21, 1994). 

One study of police encounters with the public showed that most incidents are resolved 

through means other than arrest, such as mediation, referral, or the mere threat of arrest (Lab et 

al., 2011). At MTP, the statistics-driven approach ensured that most situations were assessed for 

the opportunity to make an arrest. I had many arrests in a short time with the MTP. Although 

many of these circumstances would have been suitable for mediation, I did not participate in an 

extrajudicial mediation until I was hired by the CSPS. Stress for me during my service with MTP 

also included a few critical incidents and violent encounters. This type of stress came and went, 

and with the tremendous social support network of the MTP members, it was manageable. In my 
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experience, ever-present administrative factors such as being exclusively measured by a monthly 

statistics printout caused more stress than violent incidents. 

I have found the job of policing at CSPS to be vastly different from my position at the 

MTP; although both had stressors to cope with, the causes differ. At the CSPS, monitoring 

statistics is not required for the Chief of Police to know who is working (Chief of Police 

L. Sylven, personal communication, January 21, 2016). The members of CSPS are measured in a 

personal way that takes into account efforts they make in building relationships, advancing 

competencies, and working together to uphold the reputation of the organization (Chief of Police 

L. Sylven, personal communication, January 21, 2016). Given the size of CSPS, there are only a 

few specialized positions, and most roles and responsibilities are limited to shift work and patrol 

(Chief of Police L. Sylven, personal communication, January 21, 2016). In contrast, the MTP has 

over 130 different job titles (MTP Police Staff Sergeant, personal communication, January 21, 

1994). At CSPS some members find stress in administrative issues and in the limitations in 

opportunities within the organization, which leads to competition, expectations, and inevitable 

disappointments (Chief of Police L. Sylven, personal communication, January 21, 2016). 

Although people outside the culture tend to view the police as being all powerful, as an 

insider, I can confirm that the reality is that officers “experience the terrible dilemma of being 

simultaneously powerful and powerless” (Kirschman, 2007, p. 67; see also Toch, 2001, p. 5). 

While the police have enormous power in dealing with some members of the public; inside 

courtrooms and police stations, most police officers are regarded as powerless (MTP Police Staff 

Sergeant, personal communication, January 21, 1994). This creates a strange sense of deflation 

in authority when a police officer walks into his own office (MTP Police Staff Sergeant, personal 

communication, January 10, 1994). Within a police station, officers are scrutinized; they are held 
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to a very high standard within the organization. An officer in Toch’s (2001) study on police 

stress summed this up well: “The most stressful call is the one that summons you to 

headquarters” (p. 4). 

The key deliverable for the CSPS is public trust, which is established and maintained 

through members’ daily contact and positive interactions with the public (Chief of Police 

L. Sylven, personal communication, January 21, 2016). Policing involves a great deal of negative 

interactions with the public, including arrests, detentions, and seizures of property. In my 

experience, for a police officer to be positive in dealing with the public, a conscious effort must 

be made to reframe many negative interactions in a positive light. Research has shown that 

police officers who cultivate a positive mindset perform better in the face of a challenge and 

present well to the public (Achor, 2012, p. 100). The culture at the CSPS includes the idea that 

the public are mostly good people who deserve to be treated in a respectful manner (CSPS Police 

Constable – Retired, personal communication, October 24 2015). This contrasted my experience 

with MTP, where the public were regarded as the enemy, many officers had extremely negative 

attitudes, and a few left the police station with the goal of “pissing off the public” (MTP 

Constable, personal communication, January 15, 1992). 

Provincial standards require annual training in the tools that officers use to ensure their 

own physical safety and survival (Government of British Columbia, n.d.; Police Act, 1996). 

However, there are other threats to the well-being of officers: “The cumulative stress that comes 

at officers from every direction exposes them to a toxicity that degrades the resiliency of our 

police force over time” (Goerling, Maldonado, & Thomson, 2013, p. 1). The CSPS has 

established assistance programs available for resolving issues once diagnosed as an illness, such 

as PTSD. Additionally, the CSPS has taken steps to train members in Critical Incident Stress 
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Management (Chief of Police L. Sylven, personal communication, March 1, 2016). Both 

programs are valued and essential; however, the CSPS has not yet formalized a proactive 

approach to care. 

Policing is a career that is high on emotional labour and can be particularly stressful, both 

internally and externally (Hesketh, Cooper, & Ivy, 2015, p. 227). Although most people think of 

police stress as coming from critical incidents and crime fighting, the stress caused by internal 

politics and personalities can be pervasive and destructive (Toch, 2001). The tool I have seen 

succeed for police officers to learn and grow through adversity is personal resilience, which is 

“broadly viewed as the antidote to stress” (Hesketh et al., 2015, p. 222). The capacity of 

resilience is a key factor to realizing, maintaining, and improving the well-being of the police 

workforce (Hesketh et al., 2015, p. 227). 

The idea of resilience is born largely from the work of Norman Garmezy (1991), who 

took an interest in children who did surprisingly well, thriving in fact, despite facing severe 

adversity (see also Masten, Nuechterlein, & Wright, 2011). Garmezy went to many schools in 

the United States, often in the worst areas, where kids were in poverty, usually with a single 

parent, and living in ghetto conditions (Garmezy, 1991). He took an interest in studies of these 

young, disadvantaged children, and he would ask administrators if there were kids who seemed 

likely to become a problem who had become surprisingly a success story and a source of pride 

(Garmezy, 1991). Garmezy found numerous examples, including common factors amongst kids 

whom seemed to beat the odds with a behaviour that would later become known as resilience 

(Masten et al., 2011). The idea of resilience has been developed to be an understanding of how 

some people succumb to stress, while others bounce back from setbacks with learning and 

growth through a series of behaviours, attitudes, and skills (Masten et al., 2011; see Figure 1). 
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Figure 1. Factors for police officer resilience. 

Note. Based upon the works of Garmezy (1991) and Masten et al. (2011). 

The setting, processes, and dynamics of the organization are all factors in building the 

resilience of individual police officers (Cooper, Flint-Taylor, & Pearn, 2013). Organizational 

practices and culture as well as poorly handled leadership behaviour can all seriously undermine 

officer resilience; however, managed properly, they can help boost and sustain the resilience of 

all members of an organization (Cooper et al., 2013). Stress is ever present in police 

organizations, and leadership that accepts this as a fact and takes steps to address it creates the 

best conditions for a place where people can sustain and build their resilience (Cooper et al., 

2013). Also understanding the role of stress and adversity are essential in building resilience as 

the capacity to thrive in future setbacks requires experience (Cooper et al., 2013). As Chief Les 

Sylven explained, “We do not learn to sail in calm waters” (L. Sylven, personal communication, 

August 20, 2015). 
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Chief Les Sylven asserted the CSPS is striving to be a learning organization, and he 

acknowledged the difficult realities of this continual process of improvement (L. Sylven, 

personal communication, August 20, 2015). This kind of organization is self-aware and 

continually improving is consistent with what Senge (2006) described as a learning culture, 

which fosters constant improvement through reflection (p. 132). 

Chief Sylven supports reflecting upon and learning from the past, which is a break from 

many policing traditions (L. Sylven, personal communication, March 3, 2015). I believe that in 

reflecting and learning from the past, the CSPS leaders should consider the adversity and stress 

that members may reasonably face in their careers. As a key measure of officer performance at 

the CSPS is accountability and building public trust, the CSPS leaders should be mindful of the 

ability of members to cope positively with adversity. Research has shown that there are attitudes 

and strengths that may be supported to enhance police officers’ ability to deal the obstacles and 

setbacks they will likely experience (Hesketh et al., 2015). The purpose of this OLP was to 

answer the inquiry question: How might the CSPS provide effective support to police officers to 

improve resilience? The following subquestions enabled a deeper level of understanding: 

1. How might stress affect police officers, and, in particular, the officers in the CSPS?  

2. Is police officer stress primarily internal to the policing organization or inherent to 

police work? 

3. How are some police officers successful in combating stress? 

4. Are there opportunities for the CSPS to support police officers with resilience to 

stress? 
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Significance of the Inquiry 

The scope of this study was limited to personal police officer resilience at the CSPS; 

however, there are also implications for the CSPS organization, and potentially some ideas that 

might apply to suburban policing more broadly. Sutcliffe and Vogus (2003) studied the effect of 

resilience in organizations and proposed that they could increase their effectiveness by 

developing the capability of employee resilience (see also Harland, Harrison, Jones, & Reiter-

Palmon, 2005). The inquiry sought to find ways the CSPS could maximize the capacity of its 

people by preparing to handle setbacks, including those at work, by rolling with the punches and 

rapidly rebounding with endurance, fortitude, and adaptability (Hesketh et al., 2015; Warrior 

Resilience, 2013). As an organization, the CSPS has lost people to health issues, and there have 

been costs in terms of absenteeism and sick time claims. The most widely reported results of 

police stress include suicide, divorce, heart disease, ulcers, PTSD, and alcoholism (Toch, 2001, 

p. 6). These effects can be seen as somewhat removed from the police organization, as many 

officers are off the job when the results are most obvious. Lesser known consequences of police 

stress include cynicism and suspicion, emotional detachment from aspects of daily life, reduced 

efficiency, and excessive aggression (Toch, 2001, p. 6). In my own experience, these lesser 

known effects are highly toxic to trust and relationships, both within the organization and in 

terms of dealing with the public. 

It is important to understand that not all stress in policing is negative or destructive 

(Toch, 2001, p. 6). All the police officers I have worked with are drawn to a certain level of 

action, which is both inherently dangerous and stressful: 

Certain dangerous aspects of the work which have been assumed to produce distress may 

actually be sought after by officers as noble and/or stimulating aspects of the profession 
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(e.g. Newman and Rucker-Reed, 2004) or that challenging events may be viewed as 

potential for mastery and achievement (Alexander et al., 1993), thus producing eustress 

as opposed to distress. (Webster, 2014, p. 839) 

Junior members express a preference for experiencing the type of action that comes with 

reactive calls for police service (CSPS Police Constable, personal communication, March 1, 

2015). These kinds of calls include robberies and weapon and drug trafficking investigations 

(CSPS Police Constable, personal communication, March 1, 2015). These calls do occur in the 

Municipal District of Central Saanich; however, with strong public support, most serious files at 

the CSPS have been successfully investigated (CSPS Detective, personal communication, April 

7, 2014). The idea that the CSPS is effective in preventing crime does not dampen the new 

recruits’ feeling that they are missing out by having fewer reactive calls for service, and there is 

some disdain for the proactive crime prevention that accounts for most of the work at the CSPS 

(CSPS Police Constable, personal communication, March 1, 2015). 

In popular culture, rural and small-town areas are often represented as being amateurish, 

seemingly representing only a pale reflection of the dominant policing model—the large urban 

police department (Falcone, Wells, & Weisheit, 2002, p. 372). This is a powerful notion, which 

presumes that most policing is the same in form, function, and content wherever it is found 

(Falcone et al., 2002, p. 372). The image is based upon the premise that crime can be 

successfully dealt with after the fact through arrests and prosecution. Although not depicted 

favourably in popular culture or the media, the way in which crime may be prevented and solved 

through strong relationships in the suburban environment opens other avenues for proactive 

policing that are unavailable in Metropolitan organizations (Chrismas, 2013; Falcone et al., 

2002). 
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In policing, reinvention and repetition of past strategies are often viewed as the answer to 

emerging problems. Currently, there is a tension between proactive and reactive strategies. The 

proactive approach is for officers to slow down and take ownership of neighbourhood problems 

and to recognize and keep tabs on criminals (Chrismas, 2013). My own experience has brought 

me from the largest municipal police service in Canada to one of the smallest. I have found a 

small police service is not simply a scaled-down version of the large metropolitan agencies. The 

key difference is the power of quickly building strong and trusting relationships in smaller 

communities that brings exponential value to solving and preventing crime from occurring 

(Hesketh et al., 2015, p. 227). 

According to Sir Robert Peel’s (2014) principles of policing, the police are dependent 

upon the willing cooperation of the public. Although Peel’s principles were written in the 1820s, 

I studied his nine principles of policing based upon public trust and consent during recruit 

training in 1990. Public cooperation is very important for effective police work. During any 

investigation the police seek to gather evidence, including witness statements. When I worked 

for MTP, it was common to have witnesses decline to participate in the justice process. The 

theoretical underpinnings to Peel’s principles are still valid; a 2012 study linked public 

cooperation with the police to trust in the police and the perception of legitimacy (Jackson, 

Bradford, Stanko, & Hohl, 2012, p. 175). The same study found that public trust in the police 

grows through building relationships and positive contact with the public (Jackson et al., 2012). 

Jackson et al. (2012) described trustworthiness of the police as closely associated to feelings of 

legitimacy, which refers to feelings of obligation to power and moral alignment with power 

(p. 175). Taken together, a properly directed police service in a suburban setting has a potential 

advantage of fostering public cooperation through more opportunities for frequent positive 
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contact with the public that can build legitimacy and trust (Jackson et al., 2012). At the same 

time, a poorly managed suburban police service has greater potential to destroy public 

cooperation. 

Whether in an urban or rural setting, the idea of policing involves a small number of 

officers trying to control the behaviour of members of society at large, which is beyond any 

individual’s direct locus of control (Chrismas, 2013; Falcone et al., 2002; Rashid & Talib, 2013). 

The added challenge today is that the police are being “constantly scrutinized, supervised, and 

reined in by their own department and by the community in ways that can be irritating, 

humiliating and sometimes irrelevant to their own performance” (Toch, 2001, p. 5). Police are 

under ever-increasing scrutiny from being recorded in public by every passer by on their cell 

phone cameras; the job is one of ever-higher expectations (Chrismas, 2013, p. 14). In a study on 

mental health in the workplace, Bond and Bunce (2003) described job control as an ability to 

exert some influence over one’s work environment in order to make it more rewarding and less 

threatening. Their study found that providing people with control over their work improves 

mental health, job satisfaction, and performance (Bond & Bunce, 2003, p. 1058). For police 

officers there is little job control, as they deal with the worst of humanity while feeling 

completely frustrated for not being able to fix the problem, which can damage the most dedicated 

officer’s soul (Chrismas, 2013, p. 215). 

Chrismas (2013) advised that stress in policing cannot be eliminated, so it must be 

managed: “Without effective coping strategies, many officers become casualties of an 

emotionally demanding profession that requires stoicism and the ability to carry society’s 

burdens” (Chrismas, 2013, p. 215). However, officers often tend to use avoidance strategies in 

attempts to ease the psychological distress of their work (Chrismas, 2013, p. 215). Avoidant 
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coping strategies are unhealthy, as they are used to simply escape problems or emotions, 

sometimes to the point of denying their existence (Webster, 2014, p. 845). Webster (2014) 

described healthy coping strategies as approaches that attempt to address problems or emotions 

head on (p. 845). Chrismas conducted a study on his home police service in Winnipeg. Very 

similar to the current circumstances at the CSPS, Chrismas described the different approaches 

between sudden severe traumatic events and the cumulative effects of continuous exposure to 

stress: 

We have come a long way from twenty years ago when supervisors were more likely to 

tell officers that they should leave their problems at home or “suck it up” if they talked 

about stress. This attitude has changed, but we still have a long way to go. (Chrismas, 

2013, p. 217) 

On the positive side, there are a number of police officers at the CSPS who not only cope 

with stress, they thrive in conditions of continual setbacks. For me, two CSPS police constables 

stand out in terms of being role models for resilience. Both have had setbacks; however, they 

bounce back with such inspiring vigour that I refer them as “turnaround kings,” much in the way 

Winston Churchill described success as “going from failure to failure without losing enthusiasm” 

(McEwen, 2011, p. 3). CSPS Police Chief Les Sylven recounted a story about his own judo 

training: 

A young student said to the master, “You never lose your balance. What is your secret?” 

“You are wrong,” O Sensei replied. “I am constantly losing my balance. My skill lies in 

my ability to regain it.” (Chief of Police L. Sylven, personal communication, April 26, 

2016; see also Stone, Patton, & Heen, 2010, p. 122) 
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My personal role models for resilience at CSPS are very different in terms of education 

and background. Both police officers have very similar reactions when engaged in discussions 

about challenges, adversity, setbacks, which are inevitable in a career of policing. Having gone 

through many tough spots together, I have been inspired by their openness to learning in the face 

of adversity, and attitudes that the light is on at the end of the tunnel. More than bouncing back 

or merely coping, through personal observations, I know that both members really learn and 

grow through each adverse experience to better manage the next one (McEwen, 2011, p. 2). Both 

members have similar personalities; they are optimists, adaptable with self-control. Also both 

officers have a great sense of humour, humility, and confidence. These personality traits align 

with the resilient characteristics described by Kathryn McEwan (2011) and the capacity for 

hardiness described by researcher Salvatore Maddi (Warrior Resilience, 2013). Important 

outcomes for the members of the CSPS who have resilient personalities include effective results 

with accused, trusting relationships within the organization and with the public. These are 

leverage points for successful policing. 

The fact that police officers begin their careers in excellent physical health and may retire 

early or die from job-related stress disorders demonstrates the cost of continuous pressure and 

the need for ongoing emotional readjustment (Waters & William, 2007, p. 172). These are 

difficult topics, and, in my opinion, the culture of policing at the CSPS has not been open to this 

dialogue until recently. I personally felt the door open to this topic when Les Sylven handed me 

Gilmartin’s (2000) book and challenged me to reflect upon my own wellness (L. Sylven, 

personal communication, December 15, 2012). For me, this represented the completion of the 

juxtaposition of my beginnings in policing with the MTP. I reflected upon changes to policing 

during my career; as Chrismas (2013) described, “In the past 20 years Canadian policing has 
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changed from a culture of change-resistance to a culture of continuous innovation and increased 

transparency, often brokering change with others in the broad spectrum of services” (p. 250). In 

my opinion, the CSPS has experienced a long period of stagnation and resistance to change; as a 

large portion of members are approaching retirement, I believe that there is now an opportunity 

for the CSPS to change. 

In his study on why organizational changes fail, Kotter (1995) wrote about the 

importance of challenging the status quo with a powerful coalition: 

It is often said that major change is impossible unless the head of the organization is an 

active supporter. What I am talking about goes far beyond that. In successful 

transformations, the chairman or president or division general manager, plus another five 

or 15 or 50 people, come together and develop a shared commitment to excellent 

performance through renewal. (p. 62) 

At CSPS, retirements and hiring have brought the culture to a tipping point in terms of 

the number of members who would be open to cultural change. The pace and the energy at CSPS 

have shifted from low and slow to dynamic. Many of the files that only a few years ago would 

have been written off as nonviable, likely due to a lack of effort, are now aggressively 

investigated, evidence gathered, and brought to court. This change is palpable. Kotter (1995) 

taught that successful changes demand leadership; the first step in renewal is promoting real 

leaders into senior level jobs (p. 63). Chief Sylven expressed his interest in the direction of this 

research project and potential changes for the culture of CSPS by becoming the sponsor of this 

initiative. 

Leaders enable culture through their actions; how they react to critical events and 

organizational crises; how they allocate resources, rewards, and status; how they recruit, 
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select, promote, and sanction employees; and the extent to which they deliberately act as 

role models, teachers, and coaches (Schein, 2013; Sutcliffe, 2013). (Institute of Medicine 

of the National Academies, 2013, pp. 89–90) 

Prior to the data gathering process, I spoke with some fellow employees at the CSPS 

generally about research opportunities. My colleagues shared comments that the workplace 

environment at the CSPS could be improved. One stakeholder discussed examples of CSPS 

police officers who appeared to be challenged in effectively coping with stress and lack 

resilience; he also noted some members have negative personality characteristics, such as being 

hostile, confrontational, and aggressive, which creates a toxic atmosphere (CSPS Police 

Constable, personal communication, February 15, 2015). Consistent with this idea, Chapin, 

Brannen, Singer, and Walker (2008) wrote, 

Normal day-to-day events that police officers are forced to confront provide a potentially 

stress-laden environment that they must negotiate. Police officer reactions to these events 

have the potential for negative emotional, psychological, and physical consequences, if 

unattended. (p. 339) 

Members of the CSPS with whom I consulted during the planning of this project endorsed the 

assertion that support of member resilience was a worthwhile area of study for the CSPS to 

improve the current atmosphere at work (CSPS Police Constable, personal communication, 

February 15, 2015). 

The process of action research was the cornerstone of this project. “Action research is a 

systematic approach to investigation” (Stringer, 2014, p. 1) that helps people to find effective 

solutions to problems that they face in their day-to-day lives. I spoke with key people in order to 

understand the feasibility and significance of the inquiry to the CSPS through the application of 
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the collaborative concept of action research (Stringer, 2014, p. 5). In the planning stages of this 

research project, I consulted several stakeholders within the organization. I spoke with people to 

ensure that my perspective as an action researcher was grounded in reality and would be credible 

amongst potential respondents at CSPS. 

Organizational Context 

At the CSPS, value and trust have been fostered through each positive contact between 

members of the service and the public; this is critical to the reasons for the founding of the CSPS 

and why the service continues to thrive within the community instead of being blended or 

amalgamated into a regional service prior (Retired CSPS Police Constable, personal 

communication, November 28, 2014). As described by former Chief of Police, Paul Hames, 

“Our success is dependent on the ongoing cooperation we have with our citizens and our 

neighbouring police partners” (Central Saanich Police, 2015b, para. 3). Current Chief of Police, 

Les Sylven stressed that the service is adaptive; he said that the CSPS is a learning organization, 

with the vision that we will be “the best small police service anywhere” (Chief of Police 

L. Sylven, personal communication, March 12, 2015). As Senge (2006) wrote, for a leader’s 

shared vision to be successful, it needs to include inward looking intrinsic values (p. 193). In this 

case, the vision brought to the CSPS by Les Sylven will continue to be measured by the 

organization’s relationship with the public, a relationship that is very sensitive to the attitudes 

and personalities of the CSPS police officers. This inquiry sought tools for the CSPS to 

maximize its chances to succeed in the vision described by the executive team through resilience 

in team members. 

The CSPS organization has grown organically as a small rural police agency with the 

Central Saanich Municipality. CSPS was incorporated in 1951 (Central Saanich Police, 2015c). 



INCREASING POLICE OFFICER RESILIENCE 28 

 

Prior to that date, Central Saanich received policing services from the Saanich Police Service 

(Central Saanich Police, 2015c). In 1951, the Central Saanich Municipal Counsel formed the 

new police service, which initially hired one dedicated police officer to serve the area’s 2,200 

residents (Central Saanich Police, 2015c). 

The origins of the CSPS have been passed on through storytelling by long-retired 

members of the service who, true to the idea of rural policing, have their roots in the jurisdiction 

in which they served as peacekeepers (Retired CSPS Police Constable, personal communication, 

November 28, 2014). One officer at a time often policed the CSPS, which creates severe 

resource limitations on options for approaches to challenges. Studies on rural policing found 

“rural and small-town police departments emphasized crime prevention and services activities, 

whereas urban agencies focused on enforcing [the] law and controlling crime through arrests” 

(Payne, Berg, & Sun, 2005, p. 33). Stories retired constables and members of the community 

routinely told me reinforced the sense that the CSPS provided service that was personal and 

responsive to individual and community needs (Retired CSPS Police Constable, personal 

communication, November 28, 2014). Unthinkable in an urban police service, but consistent 

with rural police services, there was a time when members of the CSPS who lived in the 

community had people coming to their houses to deal with issues, providing an informal and 

uncompensated form of service to the community (Payne et al., 2005, p. 33; Retired CSPS Police 

Constable, personal communication, November 28, 2014). 

In the 1970s, the CSPS began to take a shape that reflects a modern police agency. The 

municipality grew into a suburb of Victoria, with residential and industrial development 

increasing to gradually displace the original rural agricultural base (Retired CSPS Police 

Constable, personal communication, November 28, 2014). During this period, the physical 
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boundaries with Saanich and North Saanich became less distinct and the farmland of Central 

Saanich gradually gave way to neighbourhoods. This growth is a pattern that brings change to 

the “geographic isolation and insular culture of small-town police departments” (Payne et al., 

2005, p. 31), which was the original culture of the CSPS. Gradually, the reality of both residents 

and criminal activities extending beyond the boundaries of the Municipality of Central Saanich 

created a need for the CSPS to begin to evolve from a rural police service to a professional 

suburban agency (Retired CSPS Police Constable, personal communication, November 28, 

2014). 

The population base of the Municipality of Central Saanich has grown from 2,200 to the 

current level of 16,000 since the CSPS was established in 1951 (Central Saanich Police, 2015c). 

The current mandate of the CSPS is to provide comprehensive policing services, as directed by 

the Provincial Ministry of Police Services, for the residents of the Municipal District of Central 

Saanich (Police Act, 1996). The old rural policing style is now a part of the history of the 

organization, which remains woven into the culture (Retired CSPS Police Constable, personal 

communication, November 28, 2014). 

CSPS is now a capable small suburban police service. Through a network of relationships 

with other agencies throughout the region, the CSPS harvests expertise and specialized tools 

required to provide comprehensive service. The CSPS has successfully handled serious and 

complex cases, registering convictions including first-degree murder, cybercrimes involving 

child pornography, and undercover drug purchases (Chief of Police L. Sylven, personal 

communication, April 26, 2016). 

The CSPS has developed into the service that it is today based upon strong relationships 

with the community, and that is still a key measure of police officer effectiveness within the 
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organization (L. Sylven, personal communication, April 26, 2016). A retired member described a 

dispute between the former Mayor and the former Chief of Police. In 1983, the Mayor and 

Central Saanich Counsel had a budget shortfall, which was handled through laying off four 

members of the CSPS for a period of 3 months each (Retired CSPS Police Constable, personal 

communication, November 28, 2014). The matter was eventually resolved; however, a dialogue 

occurred at that time on whether CSPS should be folded into a neighbouring service, such as 

Saanich Police or the RCMP (Retired CSPS Police Constable, personal communication, 

November 28, 2014). On that occasion, and several times since, the strong relationships with the 

community and direct control for the Municipal Counsel were cited as key values of the CSPS 

for the community and as reasons to keep a local police service, despite costing a bit more per 

capita than one neighbouring police service (Retired CSPS Police Constable, personal 

communication, November 28, 2014). 

The CSPS annual per capita costs to the taxpayer of $233 are the lowest of any Municipal 

Police Service, more than Sidney RCMP at $204, but significantly less than Saanich at $284 

(Ministry of Justice, Police Services Division, 2015). Many long-standing locals are aware of 

this and support the local service remaining in place. Locals have often approached me to discuss 

their experiences with long-retired members and the relationships built with them. The trust the 

organization has placed in public support is referenced in the CSPS motto: “Strength through 

Community” (Central Saanich Police, 2015c, para. 4). As a member of our Union Executive, I 

was present when the CSPS Association negotiated a fresh contract, confident in our public 

support. That public support for the status quo may have been brought into question by the 

results of the election on November 15, 2014, in which a majority of Central Saanich residents 

expressed support for a study of a regional amalgamation of services (Civic Info BC, 2014). 
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The issue of amalgamation for CSPS has remained an undercurrent since I was hired in 

1996; it was also an issue for decades prior (Retired CSPS Police Constable, personal 

communication, November 28, 2014). Robert Chrismas (2013) considered the issue of 

amalgamation as his own service, the Winnipeg Police, was amalgamated in 1974. Chrismas 

observed that, as population centres grow, the cost-benefit analysis of contracting with large 

regional police services is inevitably assessed against the value of creating or maintaining a 

standalone police agency (p. 13). This is the key to the discussions in Greater Victoria, which 

would include the CSPS. On the issue, from his relevant experience, Chrismas (2013) shared the 

following: 

The downside of amalgamating police agencies lies in how resources are deployed. The 

Winnipeg amalgamation in 1974, for example, caused most of the resources of the 

outlying police departments to be drawn to the city core and precipitated a reduction in 

services to the suburbs. Post amalgamation, taxes remained the same and services were 

changed, except in the most impoverished neighbourhoods. (p. 13) 

Although the amalgamation study question may not lead further, I believe that the results 

highlight a dynamic tension that can provide energy for change. Similar to the parable of the 

boiling frog (Senge, 2006, p. 22), in which a frog in water that is slowly heated will not sense a 

change in temperature and will be cooked, CSPS is in a gradually changing environment over a 

long period of time, to which our organization must adjust. Over time, Central Saanich has 

transformed from agricultural to suburban, in response CSPS has adapted by swinging between 

proactive and reactive approaches to policing the community. In describing the challenges of 

managing complex problems, Johnson (1996) found such situations simply do not have 

solutions—they can at best be managed. If the CSPS is involved in a polarity with the 
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amalgamation issue, it is important that leadership recognize that this is a polarity to manage, not 

a problem that can be fixed, and then work to stay on the positive side of the issue (Johnson, 

1996). 

The organization’s value is enhanced as its leaders and members build trust and create 

positive relationships with the public, consistent with the origins of the CSPS. The progress that 

the CSPS has taken in becoming a professional agency has also pulled the organization away 

from its origins. As the police scholar Goerling (2012) described, the movement in policing 

towards technology has an associated cost in relationships, both internal and with the public. 

Very little resources, if any, are invested in training beyond technical skills in public 

safety; training in emotional intelligence, holistic wellness, cognitive performance, social 

psychology, sociology, economics and other disciplines that study phenomena which 

have heavy influence on individual and community behaviors. This focus on police 

technology fosters a culture of process thinking and often linear problem solving and 

creates a gap between a community and their police agency. This police-citizen 

disharmony can feed further distrust between the people and their government ultimately 

leading to a spiral of social problems, both acute and chronic. In order to repair broken 

community relationships in the 21st Century, police organizations must shift their 

administrative culture to allow investment in police officer wellness in multiple human 

dimensions- body, mind and spirit. (Goerling, 2012, p. 392) 

Front-line police officers are traditionally thought of as having no direct reports. 

However, another perhaps more progressive view is that the first level of leadership for policing 

is between the front-line members and the public, as they “model the way” (Kouzes & Posner, 

2012, p. 16) towards peaceful resolution of challenges. I have seen front-line officers 
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demonstrate leadership through clarity about their guiding principles and values (Central Saanich 

Police, 2015a). As Everly and Lating (2013) explained, “Resilient leaders can create the ‘tipping 

point’ that changes an entire culture” (p. 150; see also Cooper et al., 2013). Change can be 

difficult, but most people understand change is constant, and “change in organizations has 

become more frequent and necessary for survival” (Hiatt & Creasey, 2012, p. 13). In my opinion, 

the first step at the CSPS is to look inward. 

Organization Project Sponsor 

The project sponsor for this inquiry was current CSPS Chief of Police Les Sylven. In this 

inquiry I sought to find ways for the CSPS to increase members’ resilience to stress that is 

inherent in the culture of policing. An exploration of that culture and a willingness to make 

substantial changes to the training regimen and culture of CSPS itself is essential. Richardsen, 

Burke, and Martinussen (2006) described engagement as “an energetic state in which one is 

confident in one’s effectiveness” (p. 555). Richardsen et al. also found positive emotions and job 

resources are related to engagement. This study would not have been possible without 

engagement and support from Les Sylven. 

Bolman and Deal (2008) wrote, “Culture forms the superglue that bonds an organization, 

unites people, and helps an enterprise accomplish desired ends” (p. 253). For policing, the 

challenge is that this culture is one in which having officer safety skills some of the time 

translates into being distrustful all of the time (Gilmartin, 2002, p. 8). Senge (2006) wrote, while 

it is common to talk of an organization’s culture as fixed, the truth is that “no culture is static” 

(p. 285); culture is continually reinforced by how we live day to day (p. 285). 

In 2011, shortly after being hired in his previous position as the Deputy Chief of Police, 

Les Sylven had dialogue with each individual employee. He shared his vision and gave each a 
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book, Emotional Survival for Law Enforcement (Gilmartin, 2002), which discussed the 

poisonous effects of stress and the policing culture on officers. This book has sat on the 

progressive end of police culture and it represents a proactive, holistic approach to officer 

wellness. Goerling (2012) described the need for such approaches: 

The Police Institution typically offers programs such as peer support, Critical Incident 

Stress Management, employee assistance programs, and periodic training not widely 

available to all members of an organization on emotional survival. These programs are 

important, yet arguably ineffective in the absence of preventative efforts to build and 

sustain resilience. (p. 396) 

Then Deputy Chief Les Sylven continued to bring the well-being of members into the 

dialogue when he hosted a seminar on preparing for retirement, with an emphasis on an 

emotionally satisfying transition. He also supported a member who created a reflective in-house 

program to support kindness amongst members of the organization. These initiatives together 

have started a dialogue about topics that were not spoken about in the mainstream, as part of the 

personal vision of the Chief of Police, creating a more supportive organizational climate. 

Organizational Systems Analysis of the Inquiry 

Chrismas (2013) described the Canadian justice system as being founded in the British 

traditions of Sir Robert Peel, with the idea that the police should be professionals and have both 

the authority and responsibly for keeping the peace (p. 11). Dunham and Alpert (2010) noted 

often there is some confusion over the terms policing and law enforcement, and these terms are 

seen as interchangeable; for example, a police officer is very often described as a law 

enforcement officer (p. 8). However, a law enforcement officer is not always a police officer, as 

much of policing is being proactive and building trust, which is not simply law enforcement 
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(Dunham & Alpert, 2010, p. 8). In other words, being a police officer, especially in a suburban 

environment such as CSPS, involves more than just trying to put people in jail. 

The theoretical underpinnings of the justice system for law enforcement involves the idea 

that imprisonment and loss of freedom is a deterrent to commission of crime (Chrismas, 2013, 

p. 11). Outside of the justice system, most people believe this is a sound assumption. It was a 

very difficult personal experience for me to accept that this is a myth, as some people are quite 

willing to live outside the rules of society. Perception of prison is individual, and it only acts as a 

deterrent if people weigh the costs against the benefits in their decision to commit crime 

(Chrismas, 2013, p. 11). Some people are not deterred by the threat of prison. 

Examples of the ironies and paradoxes of the theoretical underpinnings of the justice 

system occur daily in policing. When I was with the MTP, I repeatedly had the Monty 

Pythonesque experience of dealing with a person who was sleeping on subway grates near 

Yonge Street and Dundas Street in the downtown core of Toronto. As he was on public space, 

the man was not breaking the law in sleeping on the sidewalk; however, the dispatcher received 

calls from concerned citizens who asked that he be removed. I engaged him in conversation and 

confirmed that he considered the grate his home. In hearing his life story, he was a person who 

stirred feelings of compassion and pity, lost in gaps between social services and criminal justice. 

He pointed out that he was not hurting anyone. I agreed and left. Further calls were received and 

I returned. Once, on a bitterly cold day I was at a donut shop staying warm when I heard the call, 

and I bought him coffee and a bagel. He asked what he needed to do for me to arrest him, so he 

could go to prison for the winter, as it was very cold. I suggested I bring him to a shelter as an 

alternative, and he shared that he had previously lived in shelters; however, he found there was 

too much violence and believed he would be safer in prison. 
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In Canada, Criminal Law is a federal responsibility. Police are obligated to uphold the 

Canadian Charter Rights and Freedoms (1982) for all citizens, including those targeted in 

investigations. The administration of justice is divided into both federal and provincial courts, 

which may result in differences in case law in different provinces. Additionally, each province 

has the authority of their individual statutes, including policing. 

At the CSPS, there is a civilian police services board, which is appointed to oversee the 

agency and ensure consistency with provincial legislation and standards (Police Act, 1996). The 

police board consists of three provincially appointed members, one municipal appointee, as well 

as the sitting mayor. The Chief and the Deputy Chief oversee all training, in partnership with the 

Justice Institute of British Columbia, which administers training programs (Police Act, 1996). 

As Chrismas (2013) explained, in Canada, even though every police service enforces the 

same criminal code, each organization has a unique mandate, as it is shaped by provincial 

statutes and local bylaws (p. 11). Cultures vary, as they are moulded by specific circumstances, 

history, regional characteristics, and context (p. 11). It also follows that the nature of 

shortcomings, pitfalls, and stressors that arise from the organizational culture are unique. 

The jurisdiction of Central Saanich includes the Butchart Gardens, a national historic site 

of Canada due to their international renown, which receives “close to a million visitors annually” 

(Butchart Gardens, 2011, p. 2). The CSPS is a small department located in a pastoral setting; 

however, that does not mean the organization has an idyllic culture. Can and Hendy (2014) 

studied the nature of stress in different police organizations; they found the challenges faced by 

police officers are not limited to those working in large metropolitan departments, with some 

stressors being perhaps even more common in small departments, such as insufficient personnel, 

inadequate equipment, and limited opportunities for advancement (p. 369). 
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At the CSPS, the call load often varies quickly from light and proactive to being 

overwhelming with the need to call in several off-duty members to process arrests. The nature of 

stress of small police services has a particular importance because officers are likely to be 

underserved by wellness or employee assistance programmes (Can & Hendy, 2014, p. 167). 

Consistent with this finding, while the CSPS does offer programs for treatment, there is no 

formal proactive wellness program. 

Police officer stress at the CSPS is due to complex internal (personal) and multilevel 

external factors. Policing stress has a corrosive effect, eroding confidence and wearing away at 

the individual’s level of hardiness and resiliency. The challenge is that officers do not engage in 

self-protective behaviours that could reduce the price of living a high-risk lifestyle (Burke, 2007, 

p. 175). Can and Hendy (2014) found that higher exposure to police stressors was associated 

with increased risk for health problems, low self-esteem, partner aggression, and police 

aggression. Police organizations may be effected by employee stress in terms of performance, 

absenteeism, turnover, and compensation costs (Can & Hendy, 2014, p. 167). This is consistent 

with my experience within police organizations, including the CSPS. 

This inquiry required assessment of the systems that contribute to stress at CSPS. Senge 

(2006) described this type of analysis as systems thinking, a “conceptual framework, a body of 

knowledge and tools that has been developed over the past fifty years, to make the full patterns 

clearer, and to help us see how to change them effectively” (p. 7). In my experience, the culture 

of policing from external stakeholders tends to be viewed from Bolman and Deal’s (2008) 

“symbolic” (p. 21) frame. However, from an organizational perspective, police officers are 

resources. 
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Gilmartin (2002) described the paradox of the emotional decline of members over their 

careers as “police departments train officers to be sprinters and then they enter them into a 

marathon” (p. 71). Considered in the context of Bolman and Deal’s (2008) “structural” (p. 18) 

frame, due to continual ongoing changes, in order to be successful, a modern police officer 

requires an approach of lifelong learning (Chrismas, 2013, p. 125). 

At the CSPS, formal training is geared towards mandatory testing and recertification in 

the use of various force option tools, including firearms, expandable baton, Taser, handcuffs, and 

oleoresin capsicum spray. As is the case with all police services in Canada, the provincial 

government has mandated this training (Police Act, 1996). Traditional police training does not 

include emotional survival for the duration of a career as a police officer (CSPS Sergeant, 

personal communication, April 12, 2015). 

The public that CSPS members serve in the Municipal District of Central Saanich were 

also key stakeholders in the inquiry. Case law and provincial standards have raised the need for 

transparency and accountability of police. Through what Bolman and Deal (2008) described as 

the “political” (p. 18) frame, the issues of liability and optics have brought mental wellness 

programs into policing organizations. This research project explored the value of training and 

wellness programs to support member resilience from the perspectives of morale, service 

delivery, and effectiveness to the public. I created Figure 2 to consider the issue of coping 

strategies for police officers from the perspective of their personal resources and relationships. 
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Figure 2. Systems analysis of police member stress and coping factors. 

Goerling (2012) noted police officers are often left on their own to cope with the internal 

and external stressors of the job (p. 396). He criticized the structure of police management that 

“has evolved to become nearly exclusively focused on a risk management paradigm and this 

accountability management” (p. 396). Goerling encouraged the policing decision makers to 

invest in police officer resilience, with the goals of excellence in service and community 

building. Officers who are well will provide better police services; officers who are resilient will 

sustain wellness through acute and chronic trauma (Goerling, 2012, p. 396). Goerling included 

the key stakeholders of the public, who he says “should demand police officers that are well and 

resilient in order to achieve the best possible police-citizen relationships and livability” (p. 396). 

Chapter Summary 

CSPS is a small suburban police service with a tradition of successful crime prevention 

through proactive policing. Les Sylven is the Chief of Police, and he was also the sponsor of this 

research project. Chief Sylven bought every member of the CSPS a copy of Gilmartin’s (2012) 

book, Emotional Survival for Law Enforcement (L. Sylven, personal communication, March 1, 
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2016). This action started a dialogue about the culture at CSPS in approaching the holistic 

wellness of its members. This signalled engagement for the process of research and examination 

of the issues. Chief Sylven’s vision and approaches have brought change and enhanced the 

dialogue and acceptance of disclosure of mental wellness issues at the CSPS (L. Sylven, personal 

communication, March 1, 2016). 

As Goerling (2012) found, training police officers in emotional intelligence, yoga, and 

mindfulness is outside the policing administrator’s comfort zone and, therefore, not readily 

accepted as viable approaches to officer wellness (p. 395). The topic is difficult in policing, as 

the profession has resisted the type of reflection and emotional transparency that wellness 

requires. However, the nature of stress in policing is pervasive. The forces that cause employee 

stress include toxic workplace environment, unpredictable demands, ambiguity in work 

encounters, and dealing in human misery and death (Chrismas, 2013, p. 215). With the exception 

of the workplace environment, these factors are inherent to the unique role that police officers 

play in society (Chrismas, 2013, p. 215). For the CSPS, where the operational problems are at 

the low end compared to other policing services, the door has been opened for this discussion 

and experimentation, which may afford an opportunity to model the way for other agencies. 

The purpose of resilience is to build internal mental, physical, and emotional strengths 

and tools to protect the member from the powerful external forces (Hesketh et al., 2015, p. 221). 

The outcomes of this study could potentially bring the CSPS employees support and the tools to 

prosper, to have a sense of purpose, and enjoy a fulfilling working life; if the recommendations 

of this research are implemented, the dividends will be paid in terms of dedication and optimum 

productivity in return. 
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This research was in keeping with Chief Sylven’s vision of CSPS as becoming a learning 

organization (L. Sylven, personal communication, March 1, 2016). This chapter outlined the 

significance of the inquiry, presented the organizational context, described the project sponsor, 

and provided a systems analysis of the inquiry. In the next chapter I review literature relevant to 

this research. 
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Chapter Two: Review of the Literature 

The purpose of the literature review is to compare and contrast definitions, key concepts, 

influential variables, and interpretations in the scholarly and institutional research related to the 

inquiry. In this chapter I examine two topics relevant to the inquiry question: How might the 

CSPS provide effective support to police officers to improve resilience? First, I discuss the 

causes and effects of stress for police organizations. Second, I review the topic of resilience for 

police organizations. I selected these topics because they are levers to create recommendations 

for the CSPS in this inquiry. The CSPS is a small Canadian suburban police agency. There were 

limitations in the volume and recency on literature that directly addressed agencies of this 

description. Scholars selected to contribute to this inquiry were selected based upon recency and 

relevance to the specific sub-topic within the investigation.  

Causes and Effects of Police Officer Stress for Police Organizations 

The outcomes of this inquiry will better position the CSPS to understand the causes of 

stress that affect police officers. Given that much of the stress is believed to be inherent in the 

field of policing, the causes and effects of stress must be better understood in order to properly 

assess the change implications. To further explore this concept, I discuss definitions of stress, 

examine the causes of stress for the police organization, and review the effect of stress on the 

police organization. 

Definition of stress. Hans Selye (1984) developed the modern theory of stress as a young 

medical student in 1926 (see also Viner, 1999). Through experimentation on lab rats and 

observations on human patients, Selye confirmed the theory that the body’s response to different 

illnesses shows “similar symptoms” (Selye, 1984, p. 202). Selye’s theory was described as the 

General Adaption Syndrome or “stress syndrome” (p. xi; see also Viner, 1999, pp. 393–394), 
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which linked psychology and biology. Lazarus and Folkman (1984) described Selye (1984) as 

the first researcher to define “stress . . . [as] not an environmental demand, . . . but a universal 

physiological set of reactions and processes created by such a demand” (Lazarus & Folkman, 

1984, p. 2). Selye’s (1984) definition of stress in biological terms related to the idea that stress in 

the living body “is an active process of ‘fighting back’ . . . [as] it engages in adaptational efforts 

crucial to the maintenance or restoration of equilibrium” (Lazarus & Folkman, 1984, p. 3). 

Lazarus and Folkman (1984) further advanced the theory of stress; they “saw that how we think 

about and perceive the events of our lives has direct physiological consequence: Mental events 

have biological outcomes” (p. v). Lazarus and Folkman defined stress as both the physiological 

and the psychological reaction to an external event experienced by the individual. 

Discussing the work of Geen, Stonner, and Kelly (1974), Lazarus and Folkman (1984) 

introduced the idea of “cognitive appraisal” (p. 41) and noted, 

Although certain environmental demands and pressures produce stress in substantial 

numbers of people, individual and group differences in degree and kind of reaction are 

always evident. People and groups differ in their sensitivity and vulnerability to certain 

types of events, as well as in their interpretations and reactions. Under comparable 

conditions, for example, one person responds with anger, another with depression yet 

another with anxiety or guilt and still others feel challenged rather than threatened. 

(pp. 22–23) 

Continuing the discussion of stress theory, Lazarus and Folkman (1984) offered the example of a 

fire alarm going off inside a building, which may trigger an instant sense of fear; this can trigger 

“a whole chain of cognitive activity” (p. 26) that makes is possible to fine tune appropriate 
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responses. Lazarus and Folkman went on to explain the process of how someone construes or 

interprets an event, which then shapes the appropriate emotional and behavioural response. 

According to Lazarus and Folkman’s (1984) appraisal theory, the initial cognitive 

appraisal in an event, which they call “primary appraisal” (p. 31), involves categorization 

significant for well-being. Lazarus and Folkman described three kinds of primary appraisal: 

irrelevant, benign-positive, and stressful (p. 32). They then discussed “secondary appraisal” 

(Lazarus & Folkman, 1984, p. 32), in which the individual further considers the meaning of the 

event. Stressful events are further categorized as “harm/loss, threat, and challenge” (Lazarus & 

Folkman, 1984, p. 33). The key to this is that the constellation of factors involved in the 

secondary appraisal helps to explain why one police officer will see an event as a threat and draw 

a weapon, while another officer in the same set of circumstances will tell the person to calm 

down and relax. 

Furthering the progress in the research on stress, Hesketh et al. (2015) described the 

contemporary view of stress as “the point after which the amount of pressure a person is under 

exceeds their ability to cope” (p. 222). Hesketh et al. discussed the idea that stress operates on a 

continuum that is different for everyone (p. 222). Stresses that do not exceed the ability of a 

person are probably good for the individual in terms of learning, building confidence, and 

gaining experience; as such, some stress may be good for people. Hesketh et al. noted stress has 

become known as a unique and personal value, and there “may be a different ‘set point’ for 

everyone, dependent on skills, capability, [and] personality” (p. 222). 

In the literature I reviewed, I found the working definition of stress to be an evolving 

topic. For the purpose of this study, it was important that I use a definition of stress within the 
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area of study in police organizations; as such, I discuss stress in police research in the following 

section. 

Stress in police research. Violanti and Suny (2000) researched police organizations and 

described stress as a process whereby “environmental stimuli place an undue strain on a human 

being, resulting in psychological and physiological changes that increase the risk for disease” 

(p. 153). Using this definition throughout a 5-year study of police officers, Violanti and Suny 

used repetitive physiological measurements and directly linked the presence of stress to 

symptoms and disease risks (p. 154). 

Duxbury and Higgins (2012) conducted a study using a definition of stress and stressors 

that dealt exclusively with psychological stress with no mention of physiological measurable 

values (p. 7). In their definition, Duxbury and Higgins categorized different stressors further into 

organizational, operational, and individual stressors (p. 41). Using their definition, Duxbury and 

Higgins found that police officers who suffered the effects of stress were subject to mental health 

issues as well as perceived as having poorer health and physical fitness (p. 1). 

In a study of urban police officers, Arnetz, Arle, Backman, Lynch, and Lublin (2013) 

used a hybrid definition of stress as measurable by monitoring psychobiological responses 

(p. 80). Patterson, Chung, and Swan (2014) offered another broader view for defining stress, 

describing it as a “psychological stimuli that has progressively aggravating effects” (p. 488). 

Researchers utilizing broader definitions found much more encompassing results for policing 

organizations and culture (Patterson et al., 2014). They found stress affecting not just job 

performance, but also officers’ personal lives and relationships as well (Patterson et al., 2014, 

p. 490). Given the broad scope of their views, Patterson et al. extended the possible effects of 

stress for policing as critical, not just to the individual member, but also to the safety of society 
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as a whole (p. 490). For this study, I chose to utilize Patterson et al.’s definition to describe stress 

because it was most relevant to the CSPS organization. 

Causes of stress for police organizations. Although researchers use slightly differing 

definitions of stress, I found strong consensus that distress has become a significant problem in 

police organizations (Chapin et al., 2008; Kurke & Scrivner 1995). The causes of stress that are 

inherent in the policing profession are the focus of this section of the literature review. 

Critical incidents. The Diagnostic and Statistical Manual of Mental Disorders published 

by the American Psychiatric Association (2000) provided the following definition of traumatic 

stressors: “Experiencing, witnessing, or confronting events that involve actual or threatened 

death or serious injury or a threat to the physical integrity of self or others” (p. 467). This 

definition could also stand as the definition of critical incidents that police officers occasionally 

experience in operational policing. 

Much of the literature reflected critical incidents as being the cornerstone of police stress. 

Hickman, Fricas, Strom, and Pope (2011) wrote, “The most extreme forms of officer stress are 

associated with the use of lethal violence by and against the police” (p. 228). In the same genre, 

with an expanded scope of causes in their study on stress in policing, Violanti and Suny (2000) 

described police work as a psychologically stressful occupation and provided examples such as 

involvement in shootings, witnessing violence, familial abuse, and handling dead bodies 

(p. 148). Kurke and Scrivner (1995) said, “Police work occurs in a unique environment and 

engenders a culture all its own. Stress arises from ordinary work pressures as well as from 

critical incidents that cause the officer to confront their own mortality” (p. 15). Violanti and 

Suny (2000) described the occupation as more benign; however, the events officers have to deal 

with cause extraordinary stress (p. 149). 
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Chapin et al. (2008) conducted a study on training policing leaders to spot the signs of 

stress in police officers from traumatic exposure. They attributed a range of reactions, including 

acute stress disorder and PTSD in police officers to traumatic exposure (Chapin et al., 2008). 

Chapin et al. wrote, “Common reactions immediately after traumatic exposure include loss of 

sleep, emotional distancing from friends and family, hyper vigilance, and numbing” (p. 339). 

Chapin et al. noted, 

In most officers, these reactions are transient and resolve with support and conversation. 

When the reaction is severe enough to impair occupational or social functioning, the 

reaction is called “acute stress disorder.” . . . [If that continues], the officer may be 

experiencing . . . posttraumatic stress disorder (PTSD), or may be affected physically by 

the amount of traumatic exposures he or she has experienced. (p. 339) 

Lack of job control. Some of the literature pointed away from the effects of critical 

incidents and included other factors such as job control as causing stress. Kirschman (1997) 

conducted a study that furthered the contrast between those inside the culture and those outside, 

as discussed in Brown and Campbell’s (1990) work. Kirschman noted that within the police 

culture officers themselves often feel powerless, which causes them stress (p. 55). In a review of 

research studies, Malloy and Mays (1984) concluded, 

[Policing] is probably stressful for reasons quite different from those typically presented 

in the literature. Judging from the strongest research in the area, it seems that helplessness 

and feelings of uncontrollability in the work environment may be a major source of stress 

for police officers. Beyond this, little can safely be concluded. (p. 207) 

Karasek, Triantis, and Chaudhry (1982) published research that spoke to the stress of a 

lack of control in the workplace. Their theory related to the stress that is caused when an 
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employee has demands or stressors that conflict with environmental constraints without 

sufficient latitude to address the issues (Karasek et al., 1982, p. 181). Karasek et al. asserted, 

“Job demands or stressors place individuals in a motivated state of ‘stress’” (p. 181) in which 

they lack sufficient job control and no action can be taken. Of interest to this study, police 

officers are seen as having enormous power within the public realm; however, as Kirschman 

(1997) wrote, officers feel “reined in by the community and their department . . . in ways that can 

be irritating, humiliating and sometimes irrelevant to their actual job performance” (p. 67). 

Bond and Bunce (2003) described job control “as a perceived ability to exert some 

influence over one’s work environment in order to make it more rewarding or less threatening 

(Ganster, 1989)” (p. 1058). In their study, Bond and Bunce examined the relationship between 

job control and acceptance and found a link between job control and employee health (p. 1057). 

They also reported, “Work reorganization intervention could improve people’s mental health, 

absenteeism levels, and self-rated performance by increasing their job control” (Bond & Bunce, 

2003, p. 1058). Toch (2001) further described lack of job control stemming from the effects of 

both administrative and bureaucratic sources of stress in policing, which includes long hours, 

shift work, as well as the stress from conflicts from professional life that spill over into the 

intricacies of family life (p. 7). “These stressors can sometimes have greater overall effects on 

police personnel, by their constant presence eroding morale and resilience, than low-frequency, 

high intensity traumatic exposures” (Toch, 2001, p. 5). Toch described these stressors as 

“organizational” (p. 5) and wrote that they may produce different outcomes such as hostile 

reactions and alienation as opposed to critical incidents, which may reinforce sleep disorders and 

alcoholism (p. 5). 
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Administrative and organizational. Goerling (2012) took a broad approach and simply 

stated, “The stress of the police profession comes at officers from all directions, at all times, at 

varying intensities with very little predictability” (p. 395). Goerling emphasized the causes as 

being administrative, which include “shift work, labor-management conflicts, rigid risk 

management processes, professional standards audits and investigations, law suits, complaints, 

and budget or resource scarcity” (p. 395). Brown and Campbell (1990) surveyed police officers 

widely from both the United States and the United Kingdom. Their conclusions were interesting 

because they cited front-line police officers themselves as sources of stress (Brown & Campbell, 

1990). Brown and Campbell (1990) listed “insensitive supervision, unreasonable workload, shift 

work, personal safety and volume of paperwork as the most significant sources of stress at work” 

(p. 14). Chapin et al. (2008) also acknowledged that while “exposures to life-threatening or 

disturbingly graphic events are recognized as obvious sources of stress” (p. 338), administrative 

and bureaucratic sources of stress “can sometimes have greater overall effects on police 

personnel, by their constant presence eroding morale and resilience, than low-frequency, high 

intensity traumatic exposures” (p. 339). 

In research ranking police stressors, Violanti and Aron (1994) also found policy and 

administrative stressors to be strong factors (p. 839). From their quantitative findings of the top 

20 ranked stressors for police, seven were found to be organizational or administrative and seven 

were inherent in police functions (Violanti & Aron, 1994, p. 824). As one would expect, “the top 

two stressors were killing someone in the line of duty . . . and experiencing a fellow officer being 

killed” (Violanti & Aron, 1994, p. 824). Organizational stressors that ranked very high, included 

shift work followed by inadequate support of the department, incompatible patrol partner, 

insufficient personal, excessive discipline, and inadequate support by supervisors (Violanti & 



INCREASING POLICE OFFICER RESILIENCE 50 

 

Aron, 1994, p. 825). Although these stressors by themselves may not be overwhelming, they lurk 

as a constant presence in the background and can increase an officer’s vulnerability to the 

cumulative effects of stress when a single intense traumatic exposure occurs. 

Locus of control. Cause of stress for police officers relate directly to factors of volatility, 

uncertainty, complexity, and ambiguity of general conditions and situations as described by 

Johansen and Euchner (2013). One valued leadership skill, which Johansen and Euchner 

described as “dilemma flipping” (p. 10), enables an individual to engage with the confusion and 

fear caused by unknowns and reframe it as an opportunity. In converting situations of uncertainty 

to opportunity, there is an opportunity to replace negatives with dignity, meaning, collaboration, 

and possibility and move towards a focus on the bigger issues of meaning and hope (Harris & 

Agger-Gupta, 2015). Although there are many other factors involved in personal abilities to 

reframe and conquer adversity, one primary factor is the personal locus of control (Rotter, 1966). 

Locus of control is a key concept to understanding how stress and resilience may work for police 

officers. 

Rotter (1966) described his concept of locus of control as a general, cross-situational 

belief about how people perceive they can control events that effect them (p. 5). People operate 

on a continuum from internal to external in their locus of control (Rotter, 1966, p. 5). People 

with an internal locus of control believe that success or failure is due to their own efforts. In 

contrast, those with an external locus of control believe that the life is controlled by “luck, 

chance, fate, . . . [or] powerful others, or as unpredictable because of the great complexity of the 

forces surrounding him” (Rotter, 1966, p. 1). These individuals see little impact of their own 

efforts. 
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Bond and Bunce (2003) referred to locus of control as the extent to which people believe 

that they influence events in their lives (p. 1059). Bond and Bunce noted, “Research has shown 

negative affectivity and locus of control have the potential to bias, or distort, people’s self-

reports on a wide range of variables, from work characteristics, . . . to well-being . . . and coping 

behaviours” (p. 1059). The idea of a positive outlook reflected in an internal locus of control was 

central to Garmezy’s (1991) studies of the surprising success of children who came from poverty 

and lived in ghetto conditions, and it is an essential characteristic of resilient people. Examining 

how some people get by through coping but others thrive during challenges will create a 

foundation of understanding how to support resilience. 

Coping. Lazarus and Folkman (1984) defined coping as “constantly changing cognitive 

and/or internal demands that are appraised as taxing or exceeding the resources of the person” 

(p. 141). Anshel, Umscheid, and Brinthaupt (2013) defined coping as a process; however, 

without the need for adversity, as “a person’s use of specific cognitive or behavioral techniques 

. . . assist the person to build personal resources (e.g., feelings, emotions) or manipulate 

environmental demands that promote stress reduction or management” (p. 2). In both cases, the 

reference is the process of managing or mitigating the stress response strategies to eventually 

mitigate the stress. 

Lazarus and Folkman (1984) described strategies for coping with stress as emotion or 

problem focused (p. 157). The emotion-focused approach relates to efforts to make life more 

bearable by avoiding realities, such as trying to look on the bright side of things (Lazarus & 

Folkman, 1984, p. 154). The problem-focused model refers to efforts to resolve the challenge, 

such as engaging the involved parties and seeking new results (Lazarus & Folkman, 1984, 

p. 154). Webster (2014) further classified coping strategies as approach or avoidant (p. 845). 
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Webster described approach strategies as healthy, as they attempt to address problems or 

emotions head-on (p. 845). Avoidant strategies are not generally considered healthy, as they are 

used to simply escape problems or emotions, sometimes to the point of denying their existence 

(p. 845). 

McCammon, Durham, Jackson Allison, and Williamson (1998) found the processes of 

appraisal and coping processes as “are not necessarily separate” (p. 354) and described appraisal-

focused coping, which involves reflection upon and reinterpretation of the meaning of a stressful 

event as a coping strategy (p. 354). Lazarus and Folkman (1984) supported the idea of appraisal 

coping, as they found that coping strategies could alter the primary appraisal of the stressor in the 

first place (p. 345). 

Coping in policing. Although the factors of stress involved in policing are perhaps not as 

people are led to believe in the media, police officers deal with change, unpredictable events, and 

occasional violence in their work on a daily basis. They do so while working long hours of shift 

work with many issues beyond their locus of control in the administration and organization of 

their work. Good coping includes a tolerance of ambiguity, with confidence that eventually 

positive outcomes will happen, Rybicki and Nutter (2002) described, “The results of poor coping 

in law enforcement included relatively high rates of divorce, thoughts of or actual suicide, 

negative mood, chronic anxiety, depression, ineffective communication with others, and poor 

performance” (p. 14).  

The ability of police officers to be able to adapt and learn in a stressful workplace is vital 

to success. In law enforcement, Anshel et al. (2013) advised, “Effective or adaptive coping 

should lead to a safe, legal, and permanent resolution of the problem, with no additional conflict, 

while maintaining a positive emotional state” (p. 2). Unfortunately, in law enforcement, there is 
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an abundance of evidence that supports police officers are maladaptive and use negative and 

unhealthy coping strategies (Anshel et al., 2013, p. 3). Hart, Wearing, and Headey (1995) 

recommended that learning programs, which are designed to improve coping skills in policing, 

should not be used to eliminate stress, but rather to help the individual better manage it, thereby 

reducing its unpleasant effect on job performance and mental, emotional, and physical well-

being. In the pervasive stressful conditions of law enforcement, some police officers are 

challenged and struggle, while others thrive. 

McCammon et al. (1998) conducted a study of emergency workers following significant 

traumatic events in which the most frequently used coping strategies included attempts to react 

cognitive master over the event and to ascertain meaning (p. 354). This finding supports the idea 

that in emergency workers, including police officers, cognitive processes can intervene between 

critical incidents and reactions to them (p. 354). 

Effects of stress for police organizations. I found strong consensus within the literature 

that individual police officer stress affects overall performance of police organizations (Arnetz et 

al., 2013; Finn, 2000; Gilmartin, 2002; Hickman et al., 2011; Patterson et al., 2014; Violanti & 

Suny, 2000). Differences amongst researchers were found in the scope and strength of the impact 

of job-related stress beyond the workplace for police officers. Arnetz et al. (2013) found, “The 

persistent stressfulness of police work produces severe negative effects, both in terms of their 

ability to serve and their general quality of life” (p. 80). Hickman et al. (2011) derived similar 

findings; however, they were more specific in detail and broader in scope, 

Police occupational stress is a significant concern for police administrators, officers, and 

the public. In addition to officer health concerns (both physical and mental well-being), 
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occupational stress has broader impacts on job performance, family life, and the quality 

of service provided to the public. (p. 227) 

Violanti and Suny (2000) took a medical approach and found that, when compared to 

populations of similar age, police officers had notable physiological effects that create risk for 

disease and also higher reported rates of depression and PTSD. There are costs to the 

organization that include loss of skilled members. Kevin Gilmartin (2002) described the effects 

similarly; however, he broadened the description to include certain toxic personality behaviours, 

casting a much wider net (p. 5). As Gilmartin described, the effects of stress include a toxic and 

inefficient workplace. Patterson et al.’s (2014) study also linked a failure to manage stress to 

organizational effects, including “impaired officer performance, lower productivity, poor morale, 

poor public relations, labor-management problems, tardiness and missed work, and officer 

turnover” (p. 489). 

Finn (2000) conducted a study, in which he elaborated on the findings of previous 

researchers, and noted reduced efficiency due to absenteeism, early retirement, and excessive 

aggressiveness (which may trigger an increase in citizen complaints). Inclusion of these 

additional behaviours extends the effects of stress to conduct that is currently handled through 

internal investigations and disciplinary regimes. Finn went further and linked organizational 

costs in monetary terms and efficiency to police officer stress. 

Resilience 

Understanding resilience was essential key to this research study. Given the inherent 

nature of stress in policing, the CSPS may choose to be proactive and support police officers’ 

abilities to survive stress throughout the duration of their careers. 
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Definition of resilience. The definition of resilience was an evolving topic in the 

literature reviewed. Agaibi and Wilson (2005) defined resilience as an “absence of symptoms of 

psychopathology in people whom had grown up in abusing homes” (p. 196). Wu et al. (2013) 

described resilience as the “ability to overcome stress and adversity while maintaining normal 

physical and psychological function” (p. 1). Wilson, Droždek, and Turkovic (2006) wrote, 

“Resilience is sustained competence in response to demands that tax coping resources or healthy 

recovery from extreme stress and trauma” (p. 123). 

Richardson (2002) noted, “Resiliency connotes strength, flexibility, a capacity for 

mastery, and resumption of normal functioning after excessive stress that challenges individual 

coping skills” (p. 310). Tusaie and Dyer (2004) wrote, “It denotes a combination of abilities and 

characteristics that interact dynamically to allow an individual to bounce back, cope successfully, 

and function above the norm in spite of significant stress or adversity” (p. 3). Bonanno (2004) 

used a definition that appeared relevant to critical incidents as described earlier. He wrote, 

Resilience . . . pertains to the ability of adults in otherwise normal circumstances who are 

exposed to an isolated and potentially highly disruptive event, such as the death of a close 

relation or a violent or life-threatening situation, to maintain relatively stable, healthy 

levels of psychological and physical functioning. (p. 20) 

Siebert (2005) offered a definition that accounted for the concepts of stress as they have 

been described in the policing environment with both administrative and critical incidents as 

causes. This definition applied to this research project: 

Resilience can be defined as the ability to cope well with high levels of ongoing 

disruptive change; to sustain good health and energy when under constant pressure; to 

bounce back easily from setbacks; to overcome adversities; to change to a new way of 
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working and living when an old way is no longer possible; and to do all this without 

acting in dysfunctional or harmful ways. (Siebert, 2005, p. 5) 

Police context. Scholars who discuss resilience within the field of policing tied their 

definitions to the profession. Hesketh et al. (2015) offered, “Resilience is simply the antidote to 

stress” (p. 222). Goerling (2012) explained that resiliency shields police officers from the stress 

of police work and links officer wellness to community building and relationships (p. 395). 

Thomas Jarrett, a researcher who teaches resilience to police officers and soldiers, had the most 

pragmatic definition, describing resilience as an ability derived from “certain attitudes and 

character strengths [that] can enhance . . . [one’s] ability to deal with life’s trials” (Warrior 

Resilience, 2013, para. 1). Taken together these create a capability of absorbing adversity, rolling 

with the punches, and rapidly rebounding (Warrior Resilience, 2013). All of the literature 

reviewed pointed towards resiliency being a valuable skill for police officers to develop and 

succeed over the length of their careers. 

Positive psychology. Positive psychology provides the foundation of the resilience 

studies and training programs. Seligman and Csikszentmihalyi (2000) stated the purpose of 

positive psychology is “to simply understand and foster the factors that allow individuals, 

communities, and societies to flourish” (p. 5). Fredrickson (2001) described the role of positive 

emotions as supporting the capacity to adapt and improve their mental and physical well-being 

(p. 220). Research supported that positive emotions help to open a person’s mind to thoughts that 

broaden the array of possible solutions to challenges that the individual may generate while 

under stress (Fredrickson, 2001, p. 221; Seligman & Csikszentmihalyi, 2000). 

The idea of well-being can be broken down into two areas of study: the Hedonic and 

Eudaimonic. Bauer, McAdams, and Pals (2008) described Hedonic well-being as referencing a 
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person’s feelings or emotions, with the Eudaimonic being used to describe the idea of finding 

well-being through meaning and purpose in life (p. 82). The idea of living a life of pleasure and 

virtue has its origins in the philosophy of Socrates as described in Bloom’s (1991) Republic of 

Plato. In Book 506b of The Republic, Glaucon asked, “But now, Socrates, do you say that the 

good is knowledge, or pleasure or something else beside these?” (Bloom, 1991, p. 186). In 

answering, Socrates demonstrated that the good is knowledge, justice, and virtue, which give 

meaning to life, as opposed to physical pleasure. Based upon the ancient philosopher’s idea that 

the good life, or Eudemons, was lived through meaning, this tends to point to how one can 

interpret one’s own meaning and success (Bauer et al., 2008, p. 82). Bauer et al. (2008) described 

the Eudaimonic life as one in which people have their own internal narrative identities that they 

construct to make sense of their lives in terms of their ideas of the good life, and from this 

identity they have their own ideas of happiness and meaning (p. 82). 

Fredrickson (2001) described the relationship between positive meaning and positive 

emotions as being reciprocal: “Not only does finding positive meaning trigger positive emotion, 

but also positive emotions, because they broaden thinking, should increase the likelihood of 

finding positive meaning in subsequent events” (p. 223). This idea is key to the examination of 

resilience, as these reciprocal relations among positive emotions, broadened thinking, and 

positive meaning suggest that over time the effects of positive emotions should build 

(Fredrickson, 2001, p. 223). This creates a cycle in which people build their psychological 

resilience and enhance their emotional well-being, as previous experiences of positive emotion 

should facilitate coping with adversity, and in turn this improved coping should predict future 

experiences of positive emotion (Fredrickson, 2001, p. 223). 
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Waterman (1984) described the end goal (telos) of the Eudaimonic feelings as the drive 

that it gives people, because it provides the purpose and meaning for living and supporting 

wellness in the subjects. These feelings give people the ability to overcome obstacles and sustain 

themselves towards goals, despite inevitable obstacles and setbacks (Waterman, 1984, p. 16). 

Supporting this description, Seligman and Csikszentmihalyi (2000) wrote, 

Prevention researchers have discovered that there are human strengths that act as buffers 

against mental illness: courage, future mindedness, optimism, interpersonal skill, faith, 

work ethic, hope, honesty, perseverance, and the capacity for flow and insight, to name 

several. (p. 7) 

Bauer et al. (2008) found that the people with high levels of eudemon told a more 

positive personal story (p. 82). They reframed difficult pitfalls into transformative experiences, 

in which they suffered deep pain yet gained through self-reflection and learning new insights 

about themselves (Bauer et al., 2008, p. 82). The stories told through the reframed lens included 

a meaningful understanding of their own trials and suffering in terms of growth to an enhanced 

state, often depicting a story of redemption and actualization (Bauer et al., 2008, p. 82). 

Growth through adversity. In examining the theory of resiliency, Richardson (2002) 

described the unique positive bounce back as resilient people choose the outcomes of 

disruptions. Richardson used the term “resilient reintegration” (p. 310), referring to the coping 

process that results in growth, knowledge, self-understanding, and increased strength of resilient 

qualities (Richardson, 2002, p. 310). As people experience stress in their lives, they cope by 

drawing on learning and experience, which they have integrated from previous pitfalls, and 

return with a greater capacity: “Any point in time when a person has adapted to his/her situation 

in life” (Richardson, 2002, p. 310) is the point at which resilience begins. Richardson explained 
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that people build stress-resilient qualities so that most events become routine and less likely to be 

disruptive (p. 310). Interestingly, Richardson cautioned, “Chronic stressors befall people when 

they do not develop resilient qualities or have not grown through the disruptions in their life” 

(p. 310). Supportive of the idea that resilience can be learned. Achor (2012) described the ability 

to train the brain to have a positive frame of reference, similar to the manner in which athletes 

prepare their bodies for competition (p. 100). 

Seligman and Csikszentmihalyi (2000) found that experiences of positive emotions build 

psychological resilience and are not just a reflection of it (p. 223). In describing their broaden-

and-build theory, Seligman and Csikszentmihalyi also suggested that positive emotions may fuel 

the individual differences in resilience (p. 223). Similarly, Achor (2012) noted that those who 

have a positive mindset perform better in adversity (p. 100). Achor also expressed the idea of 

social support as key to building positive emotions and enhancing performance, as those who 

support others are more likely to be engaged in their jobs. This is the foundation for the idea that 

people can be trained to improve their resilience by learning to exercising control over their own 

emotions. 

Pathways to resilience. Bonanno (2004) described resilience as a process that has 

“multiple and sometimes unexpected pathways to resilience” (p. 20). Amongst the pathways to 

resilience, he described hardiness, self-enhancement, repressive coping (putting concerns out of 

one’s mind), positive emotions, and laughter (Bonanno, 2004, pp. 24–26). Given the large 

number of routes to resilience, the idea of training for resilience has focused upon building 

resilience by focusing on characteristics or attitudes representative of an optimal state of mental 

health, such as happiness, optimism, and faith (Richardson, 2002, p. 316). 
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Seligman and Csikszentmihalyi (2000) described the current direction and aim of positive 

psychology is a drive from the traditional focus of psychology in a preoccupation only with 

repairing the worst things in life to also building positive qualities. Similar to the focus of 

Richardson (2002), they identified individual attitudes and traits to be supported as a means to 

building resilience (Seligman & Csikszentmihalyi, 2000, p. 5). 

McEwen (2011) described the pathway of resilience as a focus on investing in the mind 

body, heart, and soul (p. 5). McEwen wrote that people are required to reflect on four 

fundamental questions to address the factors of resilience, mental toughness, physical endurance, 

emotional balance, and purpose (p. 5). 

Resilience factors. The foundation of resilience is grounded in positive psychology. 

Seligman and Csikszentmihalyi (2000) said, “The field of positive psychology at the subjective 

level is about valued subjective experiences: well-being, contentment, and satisfaction (in the 

past); hope and optimism (for the future); and flow and happiness (in the present)” (p. 5). They 

further identified four personal traits as contributing to positive psychology: “subjective well-

being, optimism, happiness, and self-determination” (Seligman & Csikszentmihalyi, 2000, p. 9). 

Agaibi and Wilson (2005) described the key personality traits linked to resilience as 

“high self-esteem, assertiveness, internal locus of control, flexibility, energy, humour, and the 

capacity to mobilize resources (p. 196). Flach (1988) also listed qualities related to resilience: a 

social network, flexibility, respectful, tolerant of change, acceptance, realistic limits of 

behaviour, open communication, receptive of to new ideas, tolerant of conflict, promotion of 

reconciliation, hopefulness, constructive human values, and empathy (p. 184). 
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McEwen (2011) wrote that 50% of personality is genetic; however, she also offered, “If 

you are not blessed with resilient qualities you can foster and develop many of them” (p. 3). 

McEwan noted, 

Characteristics such as optimism, flexibility, adaptability, independence and effective 

problem-solving skills assist us to build resilience. Social skills and a strong sense of trust 

in others are also beneficial, together with self-control and the capacity to suppress 

personal emotions and needs. If you have a sense of humour and some creativity that also 

helps. You are also more likely to have bounce-back ability if you have good levels of 

self-esteem and what psychologists call self-efficacy — the belief in your ability to 

succeed in particular situations. (p. 3) 

Cooper et al. (2013) emphasized the importance of social connection and meaning by 

subdividing factors into relationships, individual capabilities, and cultural influence. Individual 

capabilities include motivation, self-control, and optimism (Cooper et al., 2013). Cultural 

influence refers to the power of community (Cooper et al., 2013). 

Thomas Jarrett, scholar and trainer of police agencies in resilience, described the 

characteristics of resilience as follows: 

Endurance: The strength and staying power to continue despite fatigue, stress and 

hardship 

Fortitude: A well of inner or spiritual strength to draw upon in difficult moments 

Adaptability: The ability to absorb blows and recover quickly from illness, change, or 

misfortune. (Warrior Resilience, 2013, para. 3–5) 

Mindfulness. Chaskalson (2011) teaches mindfulness as a Buddhist meditation technique 

to train people “as a means of increasing resilience and . . . enhancing overall effectiveness in a 



INCREASING POLICE OFFICER RESILIENCE 62 

 

wide range of organization” (p. xiv). Chaskalson described mindfulness as a way of “paying 

attention, in the present moment to yourself, others and the world around you. It is a skill you 

can train in, using techniques like mediation and yoga” (p. xiii). Chaskalson suggested that these 

techniques are effective to develop skills and train the mind in the same way that athletes train 

their bodies. Anshel et al. (2013) also supported this approach and described effective adaptive 

coping techniques to include “exercise, prayer, [and] meditation” (p. 3). 

Kozhevnikov, Louchakova, Josipovic, and Motes (2009) conducted a study exploring the 

power of mindfulness. In the study, a group of Tibetan monks and a control group “completed 

computerized mental-imagery tasks before and after meditation” (Kozhevnikov et al., 2009, 

p. 645). The results were compared against the control group who did not meditate; they “either 

rested or performed other visual spatial tasks between testing sessions” (Kozhevnikov et al., 

2009, p. 645). The results showed that both groups performed the same prior; however, after 

meditation, the Buddhist yoga practitioners “demonstrated a dramatic increase in performance on 

imagery tasks compared with the other groups” (Kozhevnikov et al., 2009, p. 645). The results 

suggest that practising meditation is capable of training the human mind. 

Police personality. Resilience is strongly linked to attitudes and personality. For the 

purpose of this study, the personalities of the police officers were relevant. Gilmartin (2002) 

found that stress on individuals in policing causes a progressive personality change from positive 

to negative and cynical (p. 3). Goerling (2012) simply noted, “Police work has a toxic effect on 

the wellness of officers that degrades the officer’s state of resiliency” (p. 395). In assessing the 

effects of police officer stress, Violanti and Suny (2000) found, compared to populations of 

similar age, police officers had notable physiological effects that created risk for disease and also 

higher reported rates of depression and PTSD (p. 151). 
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Webster (2014) noted that in the field of personality psychology, several characteristics 

have been linked with increased stress vulnerability, including external locus of control and 

dimensions of Type-A behaviours such as aggression, hard-driving, and eagerness-energy 

(p. 844). Webster (2014) argued, 

Individuals who possess these specific personality characteristics or traits are more 

vulnerable to stress because they are either less likely to believe they possess control over 

life’s circumstances generally or because they have a need for control to such a high 

degree that it consistently outweighs available resources. (p. 845) 

Some researchers addressed the problem of an officer’s personality changing due to the 

stress of police work (Gilmartin, 2002; Goerling, 2012), while others asserted that the existing 

personality of an officer could amplify job stress (Kurke & Scrivner, 1995; Lau, Hem, Berg, 

Ekeberg, & Torgersen, 2006). Kurke and Scrivner (1995) examined two personality types and 

found that individuals with the Type A personality, which include people who are very 

competitive and driven, “were more susceptible to stress than those with a Type B personality” 

(p. 32). Lau et al. (2006) conducted a study of police officers by using eight different personality 

traits and found personalities high on extraversion and low on neuroticism possessed higher 

coping abilities compared to others (p. 971). They further noted, “The insecure and brooder 

types, which combine low extraversion with high values on neuroticism, reported higher levels 

on perceived stress with less coping ability” (Lau et al., 2006, p. 971). 

Goerling (2012) stepped outside of the typing personalities and took a holistic view that 

emotional intelligence is of great value for police officers; however, the culture of law 

enforcement has not embraced this (p. 395). Goerling wrote that while “valuable, training police 

officers in emotional intelligence, yoga, and mindfulness is outside the ‘administrative; comfort 
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zone in policing culture” (p. 395). Goerling later added that the challenge is policing denies the 

vulnerability of its people and neglects to build police officer resiliency (p. 395). 

Resilience and PTSD. Currently, PTSD is a prominent topic for the policing community, 

and as such is included in this review. Violanti and Suny (2000) studied police officers against 

control groups in the same age range and found that police officers had higher rates of depression 

and PTSD (p. 151). Several studies showed that the positive emotion of gratitude help to counter 

PTSD symptoms. Bonanno (2004) described positive emotions are strongly associated to 

resilience, in particular, the emotions gratitude, interest, and love (p. 23). Fredrickson and 

Losada (2005) found that strong feelings of gratitude were associated with reduced psychological 

distress (p. 678). Kashdan, Julian, Merritt, and Uswatte (2006) found similar results in a study 

amongst Vietnam veterans that showed individuals without PTSD had higher levels of gratitude 

compared to those with PTSD (p. 177). A study by Eaton, Bradley, and Morrissey (2014) 

showed, “Among individuals with chronic illness, positive predispositions such as gratitude and 

satisfaction with life were found to be positively associated with an enhanced quality of life” 

(p. 473). In a study measuring resilience, Connor and Davidson (2003) examined the relationship 

between resilience, spirituality, anger, and health status. They found resilience helped moderate 

PTSD and its symptoms (Connor & Davidson, 2003, p. 76). 

Chapter Summary 

The literature review demonstrated that policing has pervasive stress that manifests itself 

in biological outcomes (Arnetz et al., 2013; Patterson et al., 2014). Stress affects police officers 

physically, mentally, and emotionally. Organizational costs are associated to stress in police 

officers, including efficiency, sick leave, and some cases PTSD. Some studies suggested 
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officers’ personalities may change due to the stress of police work (Gilmartin, 2002; Goerling, 

2012). 

Resilience is a combination of attitudes and characteristics that involve reframing 

challenges to find meaning and relevance, thereby improving a person’s belief that the challenge 

is not beyond one’s locus of control (Bond & Bunce, 2003). Resilience counters the effects of 

stress and converts a stressful experience into a positive growth experience, which further builds 

capacity for future resilience (Goerling, 2012; Hesketh et al., 2015). Resilience is closely linked 

to personality. 

All of the literature reviewed pointed towards resiliency being a valuable skill for police 

officers to develop and succeed over the length of their careers. A combination of psychological 

and biological factors combines to provide resilience to stress (Seligman & Csikszentmihalyi, 

2000). Resilience is generally viewed as a quality of character and not a personality trait 

(Seligman & Csikszentmihalyi, 2000). Resilience can go beyond internal characteristics; external 

factors may include social networks and cultural belongings (Achor, 2012). The essential traits 

include the ability to be a realistic optimist, to value relationships, and to be creative (Cooper et 

al., 2013). These characteristics can be learned through techniques, one example of which is 

mindfulness training (Kozhevnikov et al., 2009). 
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Chapter Three: Inquiry Approach and Methodology 

This inquiry used action research principles, gathering qualitative data through a 

multimethod approach. The methods used were designed to make the research rigorous, 

trustworthy, and plausible (Glesne, 2011, p. 48). Stringer (2014) described action research as a 

“systematic approach to investigation that enables people to find effective solutions to problems 

they confront in their everyday lives” (p. 1). This inquiry followed Rowe, Graf, Agger-Gupta, 

Piggot-Irvine, and Harris’s (2013) “action research engagement model” (p. 20; see Appendix A). 

For the police officers at the CSPS, finding balance amongst the risks and demands of 

their jobs is a continual challenge, and resilience to stress is a problem they confront in their 

everyday lives. “The form of knowledge that action research aims to produce is practical 

knowing, the knowing that shapes the quality of moment-to-moment action” (Coghlan & 

Brannick, 2014, p. 44). The action research process contains iterative cycles with a goal to build 

on the past and shape the future by informing action in the present (Coghlan & Brannick, 2014). 

In this project, building on the past was addressed through defining causes of stress for past and 

present police officers at the CSPS. The future was represented in the question asking how police 

officers might build resilience to stress. Action that could be taken was represented in the 

question identifying opportunities for implementation of resilience programs at the CSPS. Focus 

groups and interviews were used as the research methods to enable interaction between 

participants, stimulate dialogue, and build engagement for the change proposed. The goal of 

action research was to facilitate learning and organizational change (Coghlan & Brannick, 2014). 

Both goals were met though the action research methodology proposed for CSPS. 

Through the action research approach, this study sought to answer the primary research 

question: How might the CSPS provide effective support to police officers to improve resilience? 



INCREASING POLICE OFFICER RESILIENCE 67 

 

In doing so, the following research subquestions were also posed to enable a deeper level of 

understanding: 

1. How might stress affect police officers, and, in particular, the officers in the CSPS? 

2. Is police officer stress primarily internal to the policing organization or inherent to 

police work? 

3. How are some police officers successful in combating stress? 

4. Are there opportunities for the CSPS to support police officers with resilience to 

stress? 

Inquiry Project Methodology 

I deemed action research methodology to be suitable for research of studying supporting 

resilience for police officers because this method supports the commitment of the CSPS Police 

Service Board and Executive Officers to improve officer retention and reduce the use of sick 

time for stress-related illness (T. Kouk, personal communication, June 6, 2015). Rowe et al.’s 

(2013) action research engagement model provided the framework for the process, enabling me 

to ensure that the key stakeholders were involved in the research to create a highly relevant 

qualitative process to CSPS. 

As a full action research cycle includes engagement in structural change and the 

evaluation of that change, completion of that cycle is not possible given the time constraints in 

this project. The methods employed in this project enabled me to formulate recommendations 

from this inquiry that I put forward to the organization for future change, as depicted in Step 6 of 

Rowe et al.’s (2013) “action research engagement model” (p. 20; see Appendix A). 

As action research is dynamic, at the onset of this inquiry I anticipated this project would 

change and react to knowledge gained during the inquiry. What did not change were the 
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methods, tools employed, and strict adherence to ethical guidelines. This chapter describes 

specific details of the methodology that I used to answer these research questions. I detail the 

project participants, how they were selected and contacted for the inquiry, the specific tools that I 

utilized to generate and collect data, and the data analysis process. All data collection adhered to 

the ethical principles presented in the Tri-Council Policy Statement (Canadian Institutes of 

Health Research, Natural Sciences and Engineering Research Council of Canada, & Social 

Sciences and Humanities Research Council of Canada [TCPS], 2014). This chapter concludes 

with a summary of the ethical issues that are anticipated in this inquiry. 

Project Participants 

Bolman and Deal (2008) explained that organizations house their own value disputes, and 

“conflict is particularly likely to occur at boundaries, or interfaces, between groups and units” 

(p. 207). For the purpose of data collection, the project participants were current or past members 

of the CSPS. This process included aggressive dissenting views, as biases and conflict are 

essential to both accuracy and building ownership for acceptance of organization change. Being 

mindful and understanding of the nature of the police culture, in which strong boundaries exist 

between ranks, three categories of employees were included in this inquiry: the executive (the 

Chief of Police and the Deputy Chief), middle management (six sergeants), and the front-line 

responders and investigators (24 officers). The three groups participated in this inquiry, with 

Chief Hames being interviewed, followed by interviews with six front-line responders, and 

finally a focus group consisting of all CSPS sergeants. 

Former Chief of police. The former Chief of Police Paul Hames was invited and given 

the option to participate first in the process of this action research inquiry. The value of 

interviewing Chief Hames first was in the wealth of information that he could offer regarding the 
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viability of authorizing and enacting any change from the perspective of the executive. The 

current Chief of Police Les Sylven was the project sponsor, and I continually referenced him 

throughout the research project. Both individuals informed the research project on ideas and 

feasibility for changes. Chief Hames retired in September 2015, after which he was no longer a 

member of the CSPS. As of September 2015, Les Sylven was formally promoted to the Chief of 

Police and has complete power to implement changes at the time of writing. As the roles of both 

Paul Hames and Les Sylven changed during the period of the ethical review process, I addressed 

them each appropriately to reflect their current title through the approval process. 

Front-line responders and investigators. A third-party inquiry team member assisted in 

this research by interviewing active serving members of the front-line responder and investigator 

group. This participation group included each of the 24 CSPS police officers who are below the 

rank of sergeant. This group included constables, corporals, and detectives, all of whom report to 

a sergeant. I purposively divided the group to ensure representation from both genders and a 

range of police service members. These officers were selected because they are the group that 

has primary contact with the public and would be the primary beneficiaries of any change. 

My role as a manager created challenges and ethical issues with power over as well as 

role duality for the members of this group (Coghlan & Brannick, 2014). To mitigate any power-

over issues, while ensuring that this important group was represented in this inquiry, I arranged 

for a third party member to send out all of the invitations via email. The front-line responders 

were identified using an in-house CSPS email list. In my role as a researcher I did not have 

access to this list. To further reduce power over issues, the third party member conducted the 

interviews of current front-line members of CSPS and ensured the participant information was 
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anonymized and transcribed prior to my receipt of the data (M. Graf, personal communication, 

May 22, 2015). In the case of past and retired former members, I conducted the interviews. 

Sergeants. I invited all CSPS sergeants to take part in a focus group. This is my peer 

group, middle managers at CSPS, each whom is a watch commander. Setting this narrow 

parameter of rank for the focus group ensured that the supervisors dealing directly with members 

who call in sick due to stress were given opportunity to share their unique perspectives. I 

arranged to consult with this group last. As Coghlan and Brannick (2014) noted, the action 

researcher must “be wary of how . . . [they] may be biased in favour of peers and colleagues [or] 

be seduced by the closeness of the relationship” (p. 155). To address this issue, I canvassed 

inquiry team members and focus group participants on the need to have an outside facilitator 

present during the session to cofacilitate with me. The inquiry team members and focus group 

participants whom I spoke with did not find on outside facilitator to be necessary. 

Advisory team. Prior to launching the data-gathering phases, I prepared an advisory 

team to guide the inquiry and ensure compliance with ethical research practices. Another 

sergeant, one civilian member, and a nonpolice municipal employee took part in my inquiry 

team. I sought guidance, advice, and assistance from this team. All inquiry team members signed 

a letter of agreement and consent prior to taking part in the inquiry (see Appendix B). 

Inquiry Methods 

Data collection tools. Metalearning occurred within this inquiry, as I engaged in a series 

of spirals of action research cycles (Stringer, 2014). In each action research cycle I constructed, 

planned, took action, and evaluated to provide information that informed the next cycle (Coghlan 

& Brannick, 2014, p. 11). Each data collection tool represented a cycle. In this inquiry, I utilized 

individual interviews and a separate focus group as methods to collect data. 
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Interviews. Interviews in this inquiry included an oral series of questions and answers. A 

finalized version of the interview questions for interviewing Chief Hames are included (see 

Appendix C). As further questions were informed by the action research cycles, I committed to 

sending the final version of the questions to both Colleen Hoppins, the Royal Roads University 

Research Ethics Coordinator, and my thesis supervisor, Dr. Niels Agger-Gupta, for review and 

approval before implementation. 

The interview method reflects the nature of the problem being dealt with and allows 

greater probing and exploration than the survey method. I followed the approach that Salmons 

(2015) described as semistructured, which includes a “balance . . . [of] preplanned questions of a 

structured approach with the spontaneity and flexibility of the unstructured interview” (p. 9). The 

benefit of using the interview method was that it was well suited to obtain rich and vivid data of 

people’s experiences, perspectives, attitudes, and life circumstances (Patton & Cochran, 2002). 

The interview tool allowed flexibility and gathered information about a participant’s experience, 

which I then “coded to a fixed set of categories, and analyzed quantitatively” (Roulston, 2010, 

p. 10). 

Stringer (2014) wrote that interviews have a major problem, in that questions “are easily 

tainted by the researcher’s bias” (p. 106). I addressed this through utilizing a semistructured list 

of questions that used neutral language (Stringer, 2014, p. 110). Roulston (2010) described the 

problems of interviews as bias that can be communicated in the nature of the order and structure 

of the questions (p. 81). I addressed this through the initial use of open-ended questions, with 

closed-ended questions reserved for accuracy and data checking (Roulston, 2010, p. 79). I sought 

a balance between rapport and accuracy. I believe that my awareness of the flaws of the 

interviewing method assisted me in avoiding pitfalls. 
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The first data-gathering method for the inquiry was an interview with Chief Hames. My 

reason for selecting Chief Hames first was due to his 15-year history in his position and the 

insights he could offer into the culture, in particular the outcomes of the stressed police officers 

that may be obscured to the lower ranks. Many of the nuances of disciplinary issues, such as 

flagging interest in the job of policing, sick-time abuses, and insubordination have attributes that 

are consistent with the police personality that Gilmartin (2002) described. Chief Hames offered 

true insights to inform and refine the direction of the research project. 

The cycle of action research with the first interview informed the second set of 

interviews. The second data-gathering method comprised interviews with six members of past 

and present front-line responders. In this case, due to power-over issues, I utilized a member of 

my inquiry team in order to ensure that the research was accomplished with confidentiality and 

without power-over issues. In regards to the invitation process, my sponsor facilitated contact 

with potential participants through a clerk. The data itself were anonymized and transcribed 

before it is returned to me. 

The third data-gathering method was a facilitated semistructured focus group with the 

currently serving Sergeants. Stringer (2014) described the focus group as a group interview. I 

assessed this to be an appropriate tool for this group, as the members are all similar in terms of 

position and responsibility for teams at the CSPS. Focus groups also served an underlying 

purpose for the action research project, which is to build trust amongst participants. As Stringer 

noted, “When people feel acknowledged, accepted, and treated with respect, their feelings of 

worth are enhanced and the possibility that they will contribute actively to the work of the group 

is maximized” (p. 31). I again used questions with neutral, open-ended language to 
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counterbalance the disadvantages of interviews. I facilitated this focus group session to further 

ensure the validity of the data. 

Study conduct. On May 11, 2015, I successfully completed the Tri-Council Policy 

Statement 2 Tutorial (Government of Canada, 2016) course on research ethics relating to the 

ethical conduct for research involving humans. All research in this inquiry was consistent with 

this training. I completed a Request for Ethical Review document that included all of the 

appendices in a proposal format and submitted that to my approved thesis supervisor, Dr. Niels 

Agger-Gupta, for approval. I commenced the data-collection process immediately after receiving 

full approval from the university. 

The first step in the data-collection process was to invite Chief Hames to an interview. I 

personally conducted this interview. One challenge that I identified in selecting Chief Hames as 

a participant for the study was the impact of role duality (Coghlan & Brannick, 2014). In my role 

as a manager at CSPS, I reported to Chief Hames, and I was often in the position of 

implementing his decisions and policies. It was possible that he would perceive my dual roles as 

a challenge for him. I prepared an interview invitation explicitly stressing the voluntary nature of 

Chief Hames’s participation and defined my role as a researcher (see Appendix D). The message 

of voluntary participation was repeated again in the informed consent page, which I presented to 

the participant prior to the interview (see Appendix E). 

I have attached a finalized version of the questions I used when interviewing Chief 

Hames (see Appendix C). I pilot tested the interview questions with inquiry team members to 

ensure that they are viable, clear, and neutral. I planned to conduct a one-hour interview with 

Chief Hames, which I audio recorded. I used two audio recorders and pilot tested the interview 
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process, including the recording devices, for the purpose of ensuring success. The data from this 

interview were analyzed and used to inform the next group. 

Another issue in interviewing Chief Hames was that he possesses such a unique 

perspective that the prospect of truly anonymizing the data proved to be unrealistic. Given that 

an informed person would be able to read between the lines on this data, I advised Chief Hames 

of this concern and include the prospect of his being a known contributor to the study in his 

invitation. 

Second in the data-collection process, the 24 members who at the time of this research 

presently held duties as front-line responders and investigators were each invited to participate in 

a one-on-one interview. As there were power-over issues for me with this group, I added a layer 

of separation between my roles as a supervisor and action researcher by asking my sponsor to 

send out the invitation through a clerk’s email account (see Appendix F), which stressed that 

participation in the research was anonymous and voluntary. A third-party inquiry team member 

from my academic cohort conducted the interviews (M. Graf, personal communication, May 22, 

2015). This group was reduced to a representative sample size of six, and, under my direction, 

the clerk accepted positive responses based upon selective criterion to ensure a balanced group. 

Prior to conducting the interviews of the present front-line members, my inquiry team 

informed me that they had received an insufficient number of responses to the request for 

participants. I conferred with thesis supervisor, Dr. Niels Agger-Gupta, who advised that it 

would be acceptable to include past members of the CSPS in the sample pool (Dr. Niels Agger-

Gupta, personal communication, November 28, 2015). I was advised that in the case of past 

members there would be no power-over issues, as these participants were no longer members of 

the CSPS (Dr. Niels Agger-Gupta, personal communication, November 28, 2015). As such, in 
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the case of past members, I contacted the members directly to canvass their interest. In the case 

of the currently serving members, I ensured all contact was through an enquiry team member and 

was anonymous to me. 

Upon receiving positive responses from past and present front-line members of CSPS, I 

arranged for a meeting room outside the police department, which established credibility on the 

promise of both anonymity and confidentiality in the interview process. I budgeted 45 minutes 

for each interview, with an expectation that the interviews would not exceed 30 minutes in 

length. I also ensured that washrooms were available. All contact was through the confidential 

third-party clerk who was also the third-party interviewer. 

I provided a Letter of Invitation (see Appendix F), a Letter of Instruction to Participating 

Members (see Appendix G), and a meeting confirmation (see Appendix I) for the confidential 

clerk to email to all members of the group. A hard copy of the letter of consent (see Appendix H) 

was made available for each candidate during the personal interviews. The message of voluntary 

and anonymous participation was repeated again in the informed consent page (see Appendix I). 

The questions for this group were informed by data analyzed through the first action research 

cycle (see Appendix J). As part of the process for drafting the questions, I sent the final version 

of the questions to both Colleen Hoppins, the Royal Roads University Research Ethics 

Coordinator, and Dr. Niels Agger-Gupta, my thesis supervisor, for review and approval before I 

implemented this step. The questions and the facility were piloted with the interviewer to ensure 

neutrality and accuracy. 

Third in the process was the focus group with the Sergeants at CSPS. I conducted a 

1-hour focus group in the Central Saanich Municipal boardroom, which could accommodate the 

participants and a whiteboard. I personally emailed the participants to invite them to the group 
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(see Appendix K). I ensured that they knew that participating in the inquiry was both anonymous 

beyond the focus group itself and voluntary, explaining that the data would be anonymized. I 

prepared and emailed informed consent forms in advance of the session (see Appendix L). The 

informed consent form was also available in hardcopy at the focus group session for each 

participant. 

I sent the final version of the questions to both Colleen Hoppins, the Royal Roads 

University Research Ethics Coordinator, and my thesis supervisor Dr. Niels Agger-Gupta for 

review and approval before I implemented this step. I designed the focus group questions based 

upon the prior action research and pilot tested the questions with inquiry team members prior to 

the session (see Appendix M). I ensured data were recorded on an audio-recording device. 

Data analysis. Stringer (2014) wrote that to ensure trustworthiness, researchers must 

“rigorously establish the veracity, truthfulness and validity of the information that emerge from 

the research process” (p. 92). I was mindful of the need to build trust into the data-collection 

process in this inquiry. 

In the planning phase, I was mindful that “credibility in action research is a fundamental 

issue” (Stringer, 2014, p. 92), without which “participants are unlikely to make the personal 

commitments essential to a well-founded inquiry” (p. 92). To ensure credibility of the data, I 

designed every step of the research process to foster a feeling of trust, and specifically to use 

triangulation, member checking, and participant debriefing and persistent observation (Stringer, 

2014, p. 92). 

I strove to build trust in both the interview and focus group processes. I established 

trustworthiness in this inquiry during interviews by using prolonged engagement and persistent 
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observation, by giving ample time to interviews to probe deep-seated understandings, and by 

properly documenting these positions (Stringer, 2014, p. 92). 

To continue to build trust, I analyzed the qualitative data collected from the interviews 

and focus group through using Ryan and Bernard’s (2003) keyword-in-context technique to 

assist in generating a more specific focus by classifying and categorizing ideas in order to show 

the relationship between concepts (see also Glesne, 2011, p. 191). I organized the transcript into 

a table in which each member of the inquiry team could share his or her perspective on themes, 

which was reflected in code families to organize the data. I then mapped relationships between 

the concepts and the key themes. I verified each data unit and finding through repeated sharing 

with the inquiry team, and the logic behind the observations made were tested and verified at 

each step. Once verified, I used the findings to create a foundation for recommendations for 

supporting police officer resilience at CSPS. 

Once the data collection was complete, I maintained the trustworthiness and authenticity 

of the data through triangulation and member checking. Triangulation is the practice of 

comparing various sources of data from multiple methods to obtain diverse perspectives on the 

same question (Glesne, 2011; Stringer, 2014). Within the inquiry, the participants represented 

diverse perspectives in rank, job description, and experience. I audio recorded the data and had 

the audio files transcribed. I ensured a third-party inquiry team member showed the interview 

participants the transcripts to confirm accuracy while maintaining confidentiality. This member 

checking verified that the research represented the participants and their ideas accurately by 

allowing the participants to revise statements to ensure accuracy (Glesne, 2011, p. 49). For the 

focus group participants, I forwarded them a draft version of the findings from the data prior to 

submission to ensure accuracy. 
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To ensure the credibility, trustworthiness, and verification of the information in this 

inquiry, I actively guarded the anonymity of participants in the interviews and focus group to 

ensure authentic responses. I also maintained a research journal to keep detailed notes of the 

research process, shared the data with the interview participants, and provided a draft copy of the 

findings and conclusions to all participants for their feedback. 

Ethical Issues 

The guiding principles of the Royal Roads University (2011) Research Ethics Policy and 

the Tri-Council Policy Statement (TCPS, 2014) are respect for persons, concern for welfare, and 

justice. I discuss each of these principles in this section. 

Respect of persons. I designed all of the data-collection procedures to strictly follow the 

guidelines for voluntary informed consent; I was approachable and open to all participants 

throughout this inquiry. Participants were contacted through a confidential clerk, who was a 

member of my inquiry team. A third-party inquiry team member conducted interviews with 

front-line officers. I strove to be humble and open to criticism. With inquiry team members, I 

pilot tested all of my questions to ensure that they were respectful for all participants and shared 

guidelines for all regarding communication and confidentiality. 

The steps I took in this inquiry were consistent with the principle of respect for persons, 

including sending a simple language consent form in advance, advising participants in advance 

of the purpose of research, the ethical implications, and how the data would be used (TCPS, 

2014, pp. 28–45). I ensured that every interview participant received a copy of the transcripts for 

his or her respective interview and had the opportunity to review the transcripts for accuracy. I 

gave each participant a draft of the preliminary research project findings. If they wished, I also 

showed the participants there were separate repositories for their information. 
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Concern for welfare. I demonstrated my concern for the welfare of the participants 

through being mindful with the design and execution of the research. I outlined the risks and 

benefits of the research in the consent forms and ensured that all participants read and signed a 

copy prior to gathering data (TCPS, 2014, p. 35). I addressed the power imbalance of my 

position by securing another interviewer for the front-line officers and first responders (TCPS, 

2014, p. 9) and by requesting that a third-party inquiry team member assist with sending and 

receiving invitations for those same individuals. 

Confidentiality was as a keystone of this research (TCPS, 2014, p. 31). Regarding the 

storage of the data, I used a fully encrypted memory storage device at all times and physically 

severed the data from the participant information. Inquiry team members who assisted in the 

collection, preparation, or review of the data signed a confidentiality agreement prior to assisting 

in the inquiry (see Appendix B). All raw data will be destroyed 1 year after the final report is 

accepted by Royal Roads University. Participants were informed about how their data would be 

collected, stored, and used. The confidential clerk asked participants what email address they 

would like to correspond with, and this information was severed prior to the anonymized data 

being sent to me for review to preserve confidentiality. 

Justice. Every sworn member of the CSPS was given an opportunity to participate 

voluntarily and anonymously in this research inquiry. Selection was purposeful for determining 

the front-line officers who participated; however, every member was eligible for inclusion. 

Chapter Summary 

This chapter described the inquiry project methodology, how participants were selected 

and who participated in the inquiry, and the inquiry methods, including data-collection tools, 

study conduct, and data analysis. I closed the chapter with a discussion of ethical issues that 
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pertained to the research. The next chapter presents the findings, conclusions, and scope and 

limitations of this the inquiry. 
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Chapter Four: Action Inquiry Project Results and Conclusions 

I conducted this inquiry to discover answers to the following research question: How 

might the CSPS provide effective support to police officers to improve resilience? To explore 

this question in more depth, I posed four additional questions: 

1. How might stress affect police officers, and, in particular, the officers in the CSPS? 

2. Is police officer stress primarily internal to the policing organization or inherent to 

police work? 

3. How are some police officers successful in combating stress? 

4. Are there opportunities for CSPS to support police officers with resilience to stress? 

As previously mentioned, I conducted three research methods and analyzed the data 

through three separate loops of analysis. I coded and grouped the data. I cross referenced the 

strongest ideas through all data methods. The coded ideas and concepts articulated by 

participants in this inquiry were grouped into categories and further refined into themes. These 

themes became my findings in this inquiry. I then returned to the literature review on the topic 

and reexamined the findings from a metalevel to find study conclusions. 

With the one exception of the interview, the data collection was anonymized. In the 

interview process with former Chief Constable Paul Hames, I obtained his consent to publish his 

name and attribute quotations directly to him. In this report, I used participant codes to attribute 

quotations to specific individuals. Interview participants are coded FLRS #1 to FLRS #6 and 

focus group participants are coded FLSG #1 to FLSG #4. These codes demonstrate the 

consistency of the ideas presented while maintaining confidentiality. 
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Study Findings 

Transcription of the responses to the interviews and focus group research methods 

showed themes that were repeated in all research methods. I found the following concepts 

repeated within the data: (a) low call load, (b) boredom and infighting, (c) stress, 

(d) disengagement, (e) expectations, (f) disappointment, and (g) leadership. Some ideas that I 

expected to be brought forth by the respondents were not mentioned. The following concepts fell 

into this category: (a) wages and benefits, (b) working conditions, (c) discipline, (d) judicial 

system, and (e) resources. 

I further analyzed the themes to show strong consensus and consistency across all 

research groups. These findings were as follows: 

1. CSPS culture is affected by internal stress. 

2. CSPS leadership is unaligned and inconsistent in metrics. 

3. Some members of CSPS do not find their work meaningful. 

4. Some members use health and wellness practices to cope. 

Finding 1: CSPS culture is affected by internal stress. In each of the interviews and 

during the focus group, research respondents were asked whether the source of stress was 

internal to the organization or due to incidents of operational police work. Amongst the 

respondents were seasoned and retired veterans of the CSPS with decades of experience, who 

had participated in many high-profile service calls. Operational incidents were not reported to be 

the primary cause of stress. The answers to this question were almost unanimous in pointing to 

stress as coming from within the organization itself. 
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Rashid and Talib (2013) described role stress as related to personality construct called 

“locus of control” (p. 727). The literature described people as having a range of perceptions in 

their ability to affect events around them: 

[Those with an] external LOC [locus of control] perceive the results of their actions not 

as a result of their own performance but as a result of good or bad luck, coincidence, 

destiny, not predictable or dependent upon other people. Persons with an internal locus of 

control perceive reinforcements and events that follow one’s own actions, as dependent 

on their own performance or personality (Rotter, 1975). (Rashid & Talib, 2013, p. 727) 

In the research, several themes emerged that caused stress for respondents because they 

perceived themselves as lacking control, such as promotions, transfers, and training 

opportunities, all of which were seen as infrequent at the CSPS. The statements from respondents 

who cited these organizational opportunities as stressful also expressed an external locus of 

control. They blamed others for taking opportunities from them, either through favouritism or by 

setting them up to fail (FLRS #2, FLRS #4). The stress expressed by respondents was similar to 

“role stress” (Rashid & Talib, 2013, p. 727; see also Donovan & Kleiner, 1994) described in the 

literature as occurring when people believed they had little control over their jobs or when 

demands exceeded their abilities. However, in alignment with the literature, respondents who did 

not make strong statements consistent with an external locus of control had a more positive 

outlook on their careers at CSPS (FLRS #2; Rashid & Talib, 2013; see Figure 3). 

Many cited a catalyst to internal stress at CSPS as a workload that centred on an informal 

motto of “no call too small” (FLRS #1). This metaphor referred to the proactive style of policing 

at the CSPS, which involves solving minor offences and crime prevention to build trust in the 

community. For some members, the CSPS approach, albeit successful in preventing crime, was 
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incompatible with “real policing” (FLRS #4) and, therefore, a source of boredom (FLRS #4, 

FLRS #6). 

 
 

Figure 3. The role of the locus of control in perception of adversity and setback. 

Note. Based on information from Rashid and Talib’s (2013) article on stress and locus of control. 

Respondents spoke of boredom from a low reactive service call load and from the 

proactive, relationship-based policing, which reflects the tranquil, rural setting of the jurisdiction, 

as causing stress because it was not what they expected when they became police officers 

(FLRS #2, FLRS #4). As FLRS #2 said, “We can’t rely on the calls for service to build us up and 

keep us together. We are not busy enough. It is that simple.” This same participant went on to 

describe many members who became bored with the reactive call load, then became stressed, and 

ultimately were very negative toward the organization (FLRS #2). The participant then added, “It 

is hard because people are sitting waiting for the phone to ring and it is not happening. We can’t 

control the calls for service, what you can control is your conduct” (FLRS #2). For those who 

spoke of boredom due to low reactive call load, I found a theme that they did not embrace 

proactive police work, nor did they feel that building trusting relationships in the community was 

“real police work” (FLRS #4). 
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One participant spoke from a depth of knowledge, noting there were several members of 

the CSPS who chose to move on to larger metropolitan police services: “For those who leave, 

they are relying upon calls for service to motivate them” (FLRS #2). Respondents spoke in terms 

of comparisons of the suburban type of policing that is done in Central Saanich with the more 

urban style of policing that occurs in larger metropolitan areas, such as Victoria City. One 

participant described had experience with a large urban police force and brought that style with 

him to the CSPS (FLRS #6). Despite being one of the most productive officers in terms of 

arrests, he expressed disdain for the proactive nature of work at CSPS: “I was a competent cop; I 

did an incredible amount of police work. But the other stuff, I was bitter” (FLRS #6). 

This participant described the type of policing done at the CSPS as rewarding once the 

member is outside the police station: 

Ironically dealing with the public gets to be the stress reliever that is the least stressful 

part of the job. The public make the job easy. Short of the odd violent situation, we have 

a very supportive community. Unfortunately, it is the in-house complaining and bickering 

within the department that causes stress. (FLRS #6) 

The type of boredom that respondents described is tied to expectations regarding police 

work that are not met in the rural setting of Central Saanich. Paradoxically, the members were 

often describing a highly engaged and supporting community that worked with the police to keep 

the peace. One participant spoke of members who were hired and did not like what they found: 

If we hear they are used to being busy and they are just not busy here, then release them 

to industry. We will find somebody. Our job is what it is. I don’t beat ourselves to death 

on this because of the calls for service. (FLRS #2) 
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Another participant identified the issue of members who are incompatible with the community-

based style of policing at the CSPS as problematic for themselves and the organization, as they 

spread their negative views: “People come to CSPS for different reasons. One thing that helps 

people with their own issues is a true understanding of who they are” (FLRS #1). 

As FLRS #4 stated, “At CSPS, the problem lies within.” This retired front-line officer 

had been the victim of an attempted on-duty shooting. He reflected upon this traumatic incident 

during the research interview, visibly stressed in describing the incident in which he was targeted 

and under gunfire outside a house as a result of attending to a domestic dispute in Central 

Saanich (FLRS #4). The reaction to the stress of shootings is extreme; it can include slow 

motion, tunnel vision, auditory blocking, and the slowing of time. Emotional symptoms can 

include thought intrusions, depression, anxiety, sleep disturbance, fatigue, and inability to focus 

thoughts (Stratton, Parker, & Snibbe, 1984, p. 127). This participant described the event in detail, 

and then the support network in place for him to deal with this critical incident (FLRS #4). 

Interestingly, FLRS #4 although visibly stressed in reflecting upon the incident, said, “Overall it 

was great. There was lots of concern, offers to take time off.” This participant said the following 

regarding stress at the CSPS: 

I have very definite point of view; 95% part of the stress is internal factors, caused by 

either administration or member jealousy or trying to prevent other members getting 

ahead. Sometimes that is caused by groups of members, sometimes malcontents who are 

trying to take out another member and cause them trouble. An analogy would be loading 

the bullets for someone else to fire. (FLRS #4) 
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Consistent with this statement, other respondents also discussed violent encounters and 

traumatic experiences. These were described as short lived, and they spoke of great internal 

support from the administration and members of the CSPS. 

Although respondents such as FLRS #4 were positive about the support received during 

times of critical incidents, many expressed that the source of stress was not operational, they 

stemmed from the organization. Stressors, for some members, felt that the work to be done at the 

CSPS, particularly patrol, was beneath them. One participant commented, “Personality is the 

problem. . . . They may have been good talkers when they got hired, but with some people—they 

are just lazy” (FLRS #5). This participant then described a former member of the CSPS who had 

a very high amount of traffic enforcement during his career, but had a manner with citizens that 

was condescending and brought criticism from the public (FLRS #5). 

Participants did not mention financial compensation, availability of leave, time off, and 

benefits as sources of stress. None of the issues that are the primary focus of labour negotiations 

were ever cited as a cause of stress by any of the respondents in the research project. Participants 

described the job of policing at the CSPS, aside from the internal stressors previously noted, as 

“an excellent job” (FLRS #4). This participant then reflected upon the fact that he raised his 

family in the community that he policed in, and described himself as integrated to the community 

with his family (FLRS #4). I found an apparent paradox between the strong finding that the 

cause of stress lies within the organization, and the lack of mention of either police work, 

compensation, or conditions of the job itself as causing stress. 

The disconnect between the causes and solutions for stress was unexpected. The answer 

to this apparent paradox may be explained by understanding that the causes of stress and the 

remedies may not be one and the same. In alignment with the findings from this research, 
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Herzberg (2003) conducted an extensive study on the challenge and complexity of motivating 

people, and found a similar paradox (p. 88). The challenge with motivating someone through 

leadership is that, in the end, it is essential to have people become self-motivated. Simple 

negative and positive motivators do not cause people to be motivated for themselves. The factors 

that Herzberg called “hygiene” (p. 91), which include money, time off, and fringe benefits, do 

not motivate people in the long term, although they will attract and prevent workers from leaving 

(p. 91). I expected these ideas to arise in this research project, yet they were not mentioned by a 

single respondent. Insightfully, Herzberg said, “The opposite of job dissatisfaction is not job 

satisfaction but no dissatisfaction” (p. 91). The hygiene factors are connected to the biological 

need to work in the first place; they are about survival and if not present lead to unhappiness 

(Herzberg, 2003, p. 92). Separate factors need to be considered to address the different human 

needs of survival and achievement (Herzberg, 2003, p. 91). Herzberg described the true 

motivators for employees as being meaningful work itself, achievement, advancement, 

recognition, work and responsibly (p. 91). The findings of this research project were in 

alignment with Hertzberg’s thesis (see Figure 4). 

 
Figure 4. Attitude motivators at the CSPS. 



INCREASING POLICE OFFICER RESILIENCE 89 

 

There was consensus from all participants that internal stress at the CSPS was caused by 

negative attitudes expressed by some members who found the work boring and complained that 

it had the effect of limiting learning, achievement, and job satisfaction. As FLRS #5 said, “Our 

members do get bored,” which in simple terms is the cause of member discontent at the CSPS. 

There is a deeper meaning to the use of the word boredom in the context of the CSPS; beyond a 

limited reactive call load, it is about an inability to envision a positive path in their own 

development and self-actualization: 

Members go off and do other things, which they have created in order to deal with the 

stress. These are basically distractions from the boredom here, and that is their coping 

mechanism, you find stuff to keep yourself busy. (FLRS #1) 

FLRS #1 further described stress at the CSPS as a result of disappointment in the limited 

variety and opportunities at a small police department: “Stress is about expectations, 

opportunities, people not getting things that they are striving to get.” He said the stress causes 

extreme infighting, gossip, and competition amongst members for a small number of promotions 

and specialized positions available at CSPS (FLRS #1). He described the infighting resulting 

from the stress as toxic, like a “cancer in terms of the culture within the organization” 

(FLRS #1). He added that there are real costs in having an unhealthy culture at the CSPS, “in 

how we treat each other, in terms of sick time and time off” (FLRS #1). The significance of this 

finding is that, to address the causes of stress and to consider building resilience, the CSPS must 

look inward. 

Finding 2: CSPS leadership is unaligned and inconsistent in metrics. In the sergeants’ 

focus group, FLSG #2 said, “We manage external stress well, where we fall is the internal stress, 

the significant stressors are accountability, the huge gap between upper management and the 
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sergeants, and the general lack of a common goal.” The performance metrics for members of the 

CSPS were described by respondents as unclear and creating a sense of lacking goals (FLSG #2, 

FLSG #3). One participant described the need for leadership standards and metrics: 

If a person wants to disengage from the job itself, we have no standards, we do not say 

this cannot be done, other members see that so they say that they will go off and do what 

they want to do. (FLSG #2) 

During the sergeants’ focus group, FLSG #3 described challenges for the management 

rank: “The huge gap between upper management and the sergeants, lack of a common goal, we 

go to work every day and have to invest ourselves.” This participant added that sergeants feel “in 

a difficult position with members as we have to satisfy their needs as well as above, but there is 

no direction” (FLSG #3). In addition to feeling torn between the executive rank and the front-line 

members, the focus group participants felt that they were unaligned amongst themselves. As 

FLSG #4 said, “There is a lack of consistency amongst the watches and sergeants.” Another 

participant agreed this was a fundamental problem: “The way that sergeants run their watches is 

different and we should all be operating from the same page” (FLSG #2). Another participant 

agreed that the different management approaches on each watch was problematic on many 

levels: “We need direction from the organization” (FLSG #1). 

FLSG #3 noted there is a unique tension for sergeants: 

If the people above refuse to engage, then we are stuck and for the sergeants it 

compounds the problem. Then for the sergeants who have nowhere to go they become 

disengaged. There is a vast chasm between the sergeant rank and the deputy chief rank. 

This indicates that supervisors are subject to the same internal tensions and stressors that 

affect other members of the CSPS organization. As FLSG #2 described, during the sergeants’ 
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focus group, negative attitudes are exponentially destructive when it occurs in a supervisor: “It is 

a self-filling revolving prophesy; the bosses need to pay attention to it. If you bring it up and 

nothing happens, you become disengaged even as a supervisor.” 

In describing strategies for creating work that people will find satisfying and meaningful, 

empowerment and autonomy are effective strategies (Zhao, He, & Lovrich, 2002). The research 

has shown that some supervisors at the CSPS find that they are given more autonomy and 

individual empowerment than they are comfortable with (FLSG #3). Misalignment comes when 

people, including leadership, in an organization lacks clear expectations, which results in unmet 

performance requirements, poor accountability, and divisive conflict (Papke, 2014, p. 3). In the 

dynamic of misalignment, there is energy wasted on conflict, and members play a blame game as 

everyone works towards different outcomes (p. 3). The literature was consistent with the 

research findings. As FLSG #3 said, “Management never shows me what that means as 

sergeants. We don’t have any real leadership or guidance as to what we should be doing on a 

day-to-day basis.” In my time, I have never been asked what I have done (FLSG #3). 

Without alignment, there are challenges, including differing metrics and expectations at 

all levels within the organization. As FLSG #2 said, “All Sergeants are on the same page, in 

terms of commitment. The way that sergeants run their watches is different.” Despite the fact 

that the Sergeants may bring their best efforts to the job, they see their job differently and apply 

different metrics. With four different watches being managed without a consistent approach, 

there is a net misalignment between teams. Teams cannot work to their potential in an 

environment in which the metrics for success on or between teams differ or are unknown, the 

result is individual members working, even with the best of intentions, at cross purposes (Papke, 
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2014, p. 3). Teams working at cross purposes will damage their reputation and create distrust 

within the organization (Papke, 2014, p. 3). 

One participant described how the CSPS leadership could address stress in the workplace 

and create a more supportive and positive atmosphere: “It is about building the appropriate 

culture in the organization” (FLSG #3). Another participant echoed this comment, stating, “It is 

about providing an environment where people feel safe and they feel they can express 

themselves without fear” (FLSG #3). One participant said, “Communication is the biggest piece” 

(FLRS #1), when he described how the CSPS will get there and effectively support members. 

Within the sergeants’ focus group, all of the participants expressed an appetite to connect as a 

team within their rank, improving communication and sharing of information to create 

consistency in approaches and practices. 

Leadership at CSPS must consider the themes of leadership alignment and performance 

direction in the context of the service the organization is striving to provide. This could be based 

on the mission, vision, and values of the organization. This is an opportunity for the executive to 

define and articulate strategic goals, which may then be used to create measurable outcomes for 

all members of the CSPS. As Goleman, Boyatzis, and McKee (2013) said, “Institutions that 

endure thrive not because of one leader’s charisma, but because they cultivate leadership 

throughout the system” (p. 36). For the CSPS leadership, this finding must be addressed as a 

change needed in alignment and metrics. 

Finding 3: Some members of CSPS do not find their work meaningful. Members 

with previous police experience often compared their work at the CSPS to other policing 

agencies. They shared stories about their previous agencies (FLRS #5). Those who were hired as 

recruits spoke of incidents that occurred with urban forces, particularly the Victoria Police 
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Department, because they may have trained with members of that agency in police college or 

because there are former members of that organization who were hired to work at CSPS (FLRS 

#2). In both cases, the stories inferred that there was abundance of “real police work” (FLRS #5) 

in the urban areas outside of Central Saanich. 

One participant described the lower call volume style of policing at the CSPS as “rattling 

doorknobs, not police work” (FLRS #5). He said it is difficult to develop “real police skills” 

(FLRS #5) at CSPS, as there is a lack of learning opportunities to compete with the experience 

that members get in the city environment. This participant described one recruit at the CSPS as 

his “favourite” (FLRS #4), who was well regarded both within the organization and the 

community, but has “missed opportunities” (FLRS #4) by staying at the CSPS. This was 

generalized to all members with exclusively CSPS experience: “You look at someone born and 

bred here, compare him with anyone out of the city, they do not compare” (FLRS #4). 

Respondents with experience from outside police agencies often experienced an 

adjustment period when they first arrived at the CSPS. One participant said, 

When I first got there, Central Saanich was a great place to work. I was making lots of 

arrests and having a good time. Then they put me with all the guys no one wanted to 

work with, the lazy bunch. (FLRS #5) 

This participant went on to describe how his own work, measurable in arrests and putting “bad 

guys in jail” (FLRS #5) eventually declined. One of the members that FLRS #5 initially 

described as lazy was known to complete a foot patrol every night shift in which he hand 

checked every single business in the Keating Industrial Park (Retired CSPS Member, personal 

communication, January 15, 2015). This area is one where Central Saanich has had large 

property crimes, including break and enters, vehicle thefts, and metal thefts. The member who 
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did the checks said, “It was always surprising to me just how many times businesses would be 

left unlocked with their entire inventory exposed (Retired CSPS Member, personal 

communication, January 15, 2015). Participant FLRS #5 acknowledged the proactive work of the 

members checking doors prevented crime, but he regarded arresting criminals to be “real police 

work.” 

At the CSPS, often a night shift can have few reactive calls for police service. Without 

calls for service, members complete proactive police work, which includes road checks, property 

patrols, street checks, and liquor enforcement; however, this is the type of work that some 

members considered to be less meaningful (FLRS #1; FLRS #5). The front-line supervisor is 

responsible for guiding and motivating team members at CSPS to do proactive policing. 

Participant FLRS #5 wished that he could continue to be interested in police work; however he 

has lost motivation: “I became what I despised, and I hated myself and decided it was the time to 

go.” 

This participant saw the remedy as keeping employees interested in their work, which he 

thought to be within the reach of the CSPS front-line leadership (FLRS #5). In terms of 

resilience, this statement reflects a high external locus of control. The participant indicated team 

members should be given the work he regarded as meaningful, in a proportionate manner (FLRS 

#5). He was clear in finding blame: “Management could care less. They don’t care. They don’t 

have the whole picture of what is going on” (FLRS #5). He cited circumstances from the distant 

past in which he perceived favouritism by management at the CSPS organization as an executive 

member hired relatives (FLRS #5). The favouritism by management centred around specialized 

positions and challenging investigations being given to a select few police officers who were 

referred to as an inner circle (CSPS Member, personal communication, January 21, 2015). 
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For leaders at the CSPS, the ability to assign meaningful work in terms of major cases 

and serious arrests will be limited. The reactive call load can be low and serious cases are scarce 

(FLRS #1). Participant FLRS #3 described the same issues as FLRS #5; however, he came to a 

different conclusion. This participant said, “Management has spent too much time trying to 

appease people. Our job is what it is. I don’t beat ourselves to death on this because of the calls 

for service” (FLRS #3). In either case, the challenge for CSPS leaders is that some members find 

that the calls for service are not what they consider to be subjectively meaningful. 

Leadership at the CSPS should reflect upon the differences that make it unique and 

ensure that the culture and metrics are relevant to the organization. The 2011 Crime Severity 

Index shows that CSPS is 232nd out of 239 policing jurisdictions in Canada, amongst the very 

safest in Canada (Statistics Canada, 2012). In contrast, the Victoria Police Department ranks 30th 

overall (Statistics Canada, 2012). As some respondents reported, they may prefer the action and 

excitement that a busy urban police service such as the Victoria Police Department may offer 

(FLRS #2, FLRS #5). As far as the deliverable of a lack of crime and public safety, there is little 

doubt that Central Saanich offers less risk of becoming a victim of crime than does Victoria. For 

members of the CSPS, it is important that they be measured and assessed in ways that are 

consistent with the organization and the community it serves. 

Bowling and Foster (2002) described a police service as a reflection of the interests of the 

community it serves (p. 981). The nature of the community and, therefore, the police that service 

them varies within societies, with differences between rural and urban areas sometimes being 

marked (Mawby & Yarwood, 2011, p. 1). The CSPS is a suburban agency, with the comparisons 

made being with urban communities and their police services. As FLRS #1 described, there is 

stress at the CSPS caused by members’ expectations not being met, and there will always be 
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disappointments, stress, and failed prospects. The culture of the organization, including the 

guidelines of measurement for work, must align with the standards of the people. Another way 

would be for CSPS leadership to communicate to members that their work is interesting, valued, 

and relevant to the goals of the organization. To achieve this will require reflection and learning 

as an organization and amongst the leadership (L. Sylven, personal communication, March 27, 

2016). 

Finding 4: Some members use health and wellness practices to cope. Within the data 

there was a strong consensus that stress at the CSPS “brings a lot of physical ailments with it” 

(FLSG #4). In each of the interviews and during the focus group, respondents were asked how 

they saw stress successfully addressed. Respondents reported that some members were currently 

successful in fighting stress through individual choices to allocate time for activities that support 

personal mental, physical, and emotional well-being (FLSG #3, FLRS #1). Policing at the CSPS 

is largely a sedentary job; most of the member’s time is spent behind a desk or in a car. As 

Gilmartin (2002) described, “The officer’s journey, all too often, takes its toll—a toll in 

worldview and outlook from positive to negative, from idealistic, to cynical, from physically 

active to sedentary and unhealthy” (p. 5). Fitness and wellness programs are one way to mitigate 

the effects of stress on members. 

FLRS #6 told a story about a member of CSPS whose well-being declined due to stress 

and a collapse of his personal resilience: “Generally, when a person is not happy, they are not 

generating a good image for the department.” He then described a member who had personal 

issues that started with marital problems and stress, followed by alcoholism, then rehabilitation, a 

series of internal investigations, and retirement from the CSPS (FLRS #6). Another participant 

noted stress has “a cost in terms of sick time, time off and cancer in terms of the culture within 



INCREASING POLICE OFFICER RESILIENCE 97 

 

the organization” (FLRS #4). Another participant also said that the member who is stressed is 

someone who “must be isolated to prevent the spread of the effects of stress to other members 

within the organization” (FLRS #2). The reaction to stress is a downward spiral away from the 

member’s duty and responsibility to provide police service: “They become disengaged, then 

depressed” (FLRS #4). 

Gilmartin (2002) described the potential physical decline of police officers as they 

succumb to the effects of stress and policing work: 

The constant anger and the physical upheaval it causes, combined with years of shift-

work-induced sleep deprivation, poor diet, and a sedentary personal lifestyle, can lead the 

now veteran officer to face physical changes in addition to emotional issues. Physical 

fitness and positive recreation can disappear from officer’s lives. (p. 5) 

As Gilmartin (2002) described, recruits are required to pass rigorous physical tests when 

they apply to join policing; however, thereafter they are not required to maintain a level of 

physical fitness (p. 5). Many police officers do become noticeably unfit, even obese, as their 

career progresses. In an interview with Smith (2015), Sergeant Michael Glassberg of Hopkins 

Police, an agency in similar size to CSPS, described access to fitness equipment and a fitness 

program. Glassberg (as cited in Smith, 2015) described the Hopkins program as voluntary; 

members are allowed to use equipment with the supervisor’s permission, so long as they are 

available for calls for service. Smith (2015) stated, “About half of Hopkins’ 28 officers use 

fitness equipment to work out on the job” (para. 5). Interestingly, Glassberg is also quoted as 

saying that about 90% of the department takes a voluntary annual physical test. Chaska Police 

Chief Scott Knight (as cited in Smith, 2015) described a similar on-duty workout program; 

however, their police officers are allowed to work out when on duty at either the beginning or the 
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end of their shift. According to Knight (as cited in Smith, 2015), due to this program, the agency 

has experienced reductions in physical injuries on duty and sick time usage. Intangible benefits 

are the impression made by members of the police service who show up at calls presenting a fit 

appearance: “Who would you want to come to a call—someone who can barely get out of the car 

or someone who’s fit?” (Knight, as cited in Smith, 2015, Real Results section, para. 6). 

In her recent study on police stress, Webster (2014) concluded, “It is the interaction of an 

individual’s perception and the reality of his or her environment that ultimately shapes the 

experience (or non-experience) of stress” (p. 854). This is consistent with the idea that the 

interpretation of events as stressful and coping are individual. Another paradox arose in that 

despite the idea that stress and coping were individual, social or group activities were cited as 

strong tools in the CSPS members’ resilience and coping strategies, provided that they are 

positive. As FLRS #1 described, the causes of stress include negative gossip and criticizing 

members behind their backs; however, he also said that coping involved “supporting each other” 

in discussions and training. 

Presently, at the CSPS, there is a gym facility that is shared with the fire department. 

Additionally, there have been organized judo classes conducted. Members take part in either 

training in the gym or judo classes on their off time and without being compensated. This is 

similar to the model described by Sergeant Glassberg (as cited in Smith, 2015). Additionally, 

members of CSPS have the option of taking an annual fitness test, known as the Police Officer 

Physical Abilities Test and qualifying for a paid day off. Sergeant Glassberg (as cited in Smith, 

2015) described a similar initiative with Hopkins Police Service, in which there was 90% 

participation. The difference with the Chaska Police Service program, as described by Chief 
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Scott Knight (as cited in Smith, 2015), was that members actually scheduled their workouts at 

the beginning or end of their shifts, notably resulting in higher compliance with the program. 

Regarding physical activity as a coping strategy, the data were consistent: “A lot of 

members mention fitness and time to workout on shift” (FLRS #5). Most respondents described 

having an activity that helped improve their physical fitness also improved their ability to cope 

with stress. Research specifically dealing with police officers confirmed stress-relieving 

activities include exercise, fitness, and sports (Bartone & Barry, 2011, p. 128). Respondents 

mentioned the importance of having a fitness facility available to them at work. Interestingly, 

some members who had never used the facility, and during union meetings voted against 

spending money on the equipment, expressed gratitude for the facility. Participant FLRS #5 is a 

smoker who boasted about not wasting his time exercising; however, in the research he said, 

“Some efforts by management are good, like getting the gym established. Gym equipment is a 

big factor.” 

In the policing workplace, stress is a pervasive problem with a negative impact on 

members and their departments (McCreary & Thompson, 2006). A high-quality fitness routine 

can help prevent injuries and other medical concerns that have unnecessarily forced many police 

officers into retirement (Wyllie, 2011). Studies recommend wellness programs aimed at reducing 

stress and promoting physical and mental health for police officers, including programs designed 

to “assist law enforcement officers with psychological preparation that helps them gain self-

confidence and an ability to coordinate cognitions, emotions, and behavior in an optimally 

adaptive manner” (Aumiller et al., 2007, p. 72). This holistic approach has been found in the 

members of CSPS who dedicate time to their own health and wellness practices to successfully 

cope with stress. 
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Study Conclusions 

In an analogy described by Heifetz, Grashow, and Linsky (2009), a dance would appear 

to be a different event for someone who is on the dance floor compared with the view of the 

same event from the balcony. While the findings took the perspective of the CSPS members and 

respondents, the conclusions are framed from the third-person level that is of broader interest 

than CSPS. The following five conclusions resulted from the research: 

1. In a suburban police force, one source of an unhealthy culture is internal stress. 

2. Suburban policing performance measures must include a systems perspective. 

3. Suburban policing members need meaning in their work. 

4. Suburban police services must hire the right people for peacekeeping. 

5. Success in suburban policing is advanced through institutional support for personal 

health and wellness. 

Conclusion 1: In a suburban police force, one source of an unhealthy culture is 

internal stress. The mission of police has evolved and mirrored changes in society (Bush & 

Dodson, 2014, p. 195). Today, we are in an era in which police departments are focused on law 

enforcement leveraging technology. To be successful in fighting crime in the modern age, it is 

necessary to build a professional police service with highly skilled police officers (Gaines & 

Kappeler, 2011). Society and police officers have been conditioned to accept the idea of police 

primarily as crime fighters, which in turn influences the conceptualization of police, police–

community relations, and job-related stress (Bush & Dodson, 2014, p. 195). This image of the 

police officer as a crime fighter is reflected by metropolitan police agencies, with specialized 

sections and officers with unique skill sets to assist in complex investigations. 
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In North American culture, metaphors are very powerful and important for understanding 

and experiencing things in ways that give us meaning (Lakoff & Johnson, 2008, p. 4). The 

metaphor of police officers as crime fighters is very strongly reinforced in Canadian and 

American popular culture such as movies, television, and news media (Lakoff & Johnson, 2008). 

The political and legal landscape since 9/11 have led to a shift that reinforced the metaphor that 

“the police are primarily crime-fighters” (Mawby & Wright, 2008, p. 240). Society’s concepts 

structure filters and defines how people see the world and relate to others; as a result, these are 

default settings that individuals are not normally cognizant of (Lakoff & Johnson, 2008, p. 3). 

One’s conceptual system plays a central role in defining everyday realities. The conceptual 

system is largely metaphorical, encompassing the way people think, what they experience, and 

what they do every day is a matter of metaphor (Lakoff & Johnson, 2008, p. 3). As a result, it is 

understandable that officers in a rural setting will compare themselves within the crime-fighting 

metaphor and consider themselves to be inadequate. 

One consequence of the differences in police departments is that officers in the suburban 

settings will miss out on the “big calls” (FLRS #4) that their metropolitan peers are experiencing 

regularly. Compared with urban police forces, members of suburban police forces will be 

assessed as inferior due to the reduced number and frequency of large files as well as 

opportunities for specializations and skills. Members of CSPS made comments that were 

consistent with this idea of their own perceived inadequacy. As FLRS #4 said, “Cops are all 

arrogant and we see ourselves as the best, without a doubt.” Participant FLRS #4 then compared 

an urban police member with a CSPS member, concluding that someone from CSPS just does 

not compare in experience or ability. He went on to describe how one member who had been 
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recruited at CSPS should have “gotten out” after he graduated from the police college, but 

unfortunately he did not “wake up” (FLRS #4). 

With both a lower reactive call load and fewer arrests, the job of policing in the suburban 

department compares poorly to the urban job when considering outputs of arrests, prosecutions, 

and convictions. Many police managers simply focus on inputs and outputs but fail to include 

measures of effectiveness and efficiency of outcomes (Chrismas, 2013, p. 62; Kiedrowski, 

Petrunik, Macdonald, & Melchers, 2013). Key important dimensions of police performance do 

not lend themselves well to measurement, such as crime rates, officer ethics, service quality, 

constraint in use of force, and treatment of offenders (Gascón & Foglesong, 2010). These are the 

same dimensions and behaviours that are the hallmark of the approach to policing and internal 

culture of the suburban police service. 

An organization develops distinctive beliefs, values, and customs, which become the 

culture (Bolman & Deal, 2008, p. 269). In their study, Yim and Schafer (2009) found police 

officers’ self-image affects their “pride and confidence” (p. 18), which ultimately influences their 

ability to function effectively and to maintain law and order in society. Yim and Schafer found 

the quality of police services are greatly influenced by how members feel about their job and 

their department (p. 18). At the same time, several studies have shown that for police to work 

effectively it is important that they maintain a positive self-image (Bush & Dodson, 2014; Yim 

& Schafer, 2009). 

Peel’s (2014) principles of policing form the foundation of modern policing philosophy. 

Peel stated, 
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The police are the public and that the public are the police, the police being only 

members of the public who are paid to give full-time attention to duties which are 

incumbent on every citizen in the interests of community welfare and existence. (para. 8) 

In keeping with Peel’s principles, the police should be a reflection of the community that they 

serve. Communities differ, and such differences will lead to a tension between the modern image 

of the crime-fighting officer with the role depicted in Peel’s principles. This may be further 

complicated by the findings of W. W. Burke, Lake, and Paine (2009), who described people who 

choose occupations in which they try to inculcate higher standards on others, such as police, as 

having “extra strong Superego [personalities]” (Burke et al., 2009, p. 368). For members of the 

suburban police service, there may be a cost to developing their self-esteem, as they are 

compared with the urban crime fighters in larger forces. 

The culture of a police force can definitely be a negative for the organization (Burke et 

al., 2009, p. 269). Some police administrators confuse statistics that capture inputs into policing 

(e.g., number of officers) or easily counted outputs (e.g., number of arrests) with performance 

measures; this is based upon the flawed logic that these numbers can somehow accurately assess 

police performance against the goals of the organization or the community (Gorby, 2013). The 

culture of modern suburban police forces will include the perception of their members, who 

compare themselves to the metropolitan crime-fighting model. The culture will reflect the 

thoughts and beliefs that some members feel inadequate by the metrics of arrests and 

prosecutions, and will support a climate that is stressed and unhealthy for some. 

Conclusion 2: Suburban policing performance measures must include a systems 

perspective. Peel’s (2014) principles of policing describe peacemaking as the goal for success: 

“The test of police efficiency is the absence of crime and disorder, and not the visible evidence 
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of police action in dealing with them” (para. 10). In alignment with Peel, Payne et al. (2005) 

found that social and cultural influences of a suburban community influenced the nature of 

policing to create a form of policing for the people, which can be “attentive, reliable responsive, 

competent, mannerly and fair police service” (p. 39). There are obvious value and results of 

suburban policing efforts when considered by Peel’s measures. This approach contrasts the 

previously described crime-fighting model that dominates modern policing ideology. To 

appreciate the effectiveness of the suburban police service, within the justice system, a shift of 

mind and perspective is needed (Senge, 2006, p. 68). 

Senge (2006) described systems thinking as a way of understanding the forces and 

interrelationships that shape the behaviour of systems (p. 70). The role of police in creating the 

sense of safety and justice in society is a complex human system that at times exhibits 

counterintuitive behaviour. One example of this is the education of people charged by police 

with some crimes. People who commit crimes such as fraud or growing cannabis often repeat the 

same offence many times, in part because benefits of the activity outweigh the penalties (CSPS 

Police Constable, personal communication, January 30, 2015). Intuitive methods cannot solve 

the problems in these systems, and they require a complete shift in awareness as viewer is 

personally part of the feedback process (Senge, 2006, pp. 74–77). 

Urban police agencies focus on enforcing law and controlling crime after it has occurred 

and a victim has come forward to the police, then arrests are made (Bush & Dodson, 2014). 

Success is measured through jailing people. The crime-fighting model creates unrealistic and 

incomplete expectations for police officers (Bush & Dodson, 2014, p. 198). Interactions for any 

police officer include activities that may not be strictly categorized as law enforcement, such as 

mediating disputes, organizing volunteers, finding missing people, or notifying a family about 
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the death of a loved one. One study of an urban police force estimated that 80% of a patrol 

officer’s time is devoted to activities other than enforcing the law (Lab et al., 2011). This does 

not mean that law enforcement is not important. Also, it does not mean that non-crime-fighting 

tasks are not stressful. All police work comes with a scrutiny and inherent criticism that is 

challenging and stressful (Rose & Unnithan, 2015, p. 282). 

Most people are unlikely to have frequent contact with police in their lives; however, 

there are many issues that call for police to resolve situations other than through law 

enforcement. The study of the suburban model of policing reported that small-town police 

officers fulfill five overlapping roles: law enforcement, friend, social work, animal control, and 

dispute resolution (Payne et al., 2005, p. 38). Suburban police officers emphasize crime 

prevention and services activities, which may not result in large volumes of arrests, tickets, or 

suspects in jail; however, from a systems view, may be more effective (Payne et al., 2005, p. 39). 

The person who asks for police intervention does not necessarily expect an arrest, as long as 

order is restored. In many disputes, such as civil issues, police officers have no enforcement 

authority and serve only as referees or caseworkers (Chrismas, 2013). Members of the public can 

have a very positive experience with the outcomes of disputes that are handled in an extra 

judicial manner (CSPS Sergeant, personal communication, January 22, 2010). 

Police have the authority to use force for the common good. Throughout North America, 

the police power to use force is rarely used, as most incidents are resolved through other means, 

such as mediation, referral, or the mere threat of arrest (Lab et al., 2011). Some people are drawn 

to policing because they are able to carry weapons; however, these are not the right people to be 

in the role of peacekeeper. Peel’s (2014) principles described the ideal role for force in policing 

as both minimal and justifiable. Peel advised to use physical force only when the “exercise of 



INCREASING POLICE OFFICER RESILIENCE 106 

 

persuasion, advice and warning is found to be insufficient” (para. 7); to obtain public cooperation 

to an extent necessary to secure “observance of law” (para. 4) or “to restore order” (para. 7); and 

to use only the minimum degree of physical force necessary on any particular occasion for 

achieving a police objective. 

To understand the behaviour of police officers, people must recognize that power and 

discretion are fundamental and problematic characteristics of policing (Schatmeier, 2013). In the 

crime-fighting model, the enemy is the criminal, creating an us-versus-them mentality. Terrill, 

Paoline, and Manning (2003) described the link between police culture and use of force. They 

found the more coercive officers expressed closer alignment with the values associated with 

police culture (Terrill et al., 2003, p. 1003). The judicious use of force is an issue that brings 

many challenges to police agencies in relation to training and civil liability. 

Crime-fighting, exciting, and high-profile images of arresting and charging suspects 

involved in law breaking dominate the public face of policing (Bush & Dodson, 2014, p. 198). 

Underlying the effort of arresting people to prevent crime are principles of justice, which create a 

very high resource burden for the police to convict someone of a crime. The English system of 

justice is based upon Blackstone’s (1769) formula: “It is better that ten guilty persons escape, 

than that one innocent suffer” (Book IV, Chapter 27, para. 20). Evidence gathering must be done 

in accordance with the Canadian Charter Rights and Freedoms (1982), lest the evidence will be 

ruled inadmissible. Reiner (2000) said that the popular crime-fighting model of policing is 

inaccurate, as less than 25% of offences are detected by crime-fighting detection. There is a 

growing body of research evidence indicating that problem-oriented policing is an effective 

approach for reducing crime, disorder, and fear (Weisburd & Eck, 2004, p. 55). 
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The popular image of the police officer is a bit of an action hero, who works alone and 

can make several daily arrests without reports, gathering statements, processing evidence, or 

writing search warrants. The reality is different. Effective policing involves working with people, 

particularly the public. Policing is actually more about gathering public trust and support to 

cultivate witnesses and sources who deliver justice through their information. As Jones and 

Newburn (2006) stated, policing “is delivered by diverse networks of commercial bodies, 

voluntary and community groups, individual citizens in partnership with the police” (p. 1). 

In my experience, policing in Canada, particularly in the suburban police role, rarely 

reflects the crime-fighting model and is more about aligned positive relationships within the 

community and striving for peacemaking. Peacemaking is a way of thinking and acting that 

emphasizes “mercy and compassion” (Bush & Dodson, 2014, p. 195) within processes and 

outcomes for the criminal justice system. Three major themes of peacemaking are 

connectedness, care, and mindfulness (Bush & Dodson, 2014, p. 195). Peacemaking also could 

help strengthen police–community relations and help the public better understand the roles and 

functions of police. Using a systems perspective, the peacekeeping approach offers exponential 

value and likely would enhance client satisfaction. By engaging in rather mundane tasks, such as 

nuisance calls and solving problems, suburban police officers are preventing crime while using 

additional strategies other than arresting (Payne et al., 2005, p. 40). If the suburban police are in 

fact preventing crime, then however stagnant their activity may appear, it is effective from the 

systems view. Incorporating performance measures from the systems perspective will enhance 

the value and understanding of the effectiveness of suburban policing. 

Conclusion 3: Suburban policing members need meaning in their work. People who 

choose to become police officers anticipate a career that is high profile and filled with 
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meaningful, important investigations. Meaning is unique to each individual, and is always a 

matter of what is valued and significant to a person, such things are matters of intuition, 

imagination, feeling, and individual experience. As such, what something means to one 

individual can never be fully known or communicated to anyone else (Lakoff & Johnson, 2008, 

p. 224). Humans have a powerful drive to cultivate fulfillment, which Huta and Ryan (2010) 

linked to meaningful work. The public have an idea that police will resemble portrayals of 

officers in the media and have an expectation that all police will be the same as what they have 

seen (Liederbach & Travis, 2008). For their own self-esteem, police officers want to appear to be 

competent and capable in dealing with the public. Like all people, police officers want to self-

actualize; according to Maslow’s (1943) hierarchy, people will be fulfilled, engaged, and 

satisfied if they are able to fulfill their potential in an environment that provides the freedom to 

grow. 

Prior to being hired by a police service, applicants complete a lengthy and complex hiring 

process and are evaluated on a number of different psychological and medical variables and 

physical assessments (Varela, Boccaccini, Scogin, Stump, & Caputo, 2004). Each variable is to 

provide an estimate of the candidate’s suitability for hiring as a police officer (Varela et al., 

2004). As the majority of recruits come from the larger police departments, the scenarios and 

training materials for police academies are derived from urban police settings (Christensen & 

Crank, 2001). A general police culture develops in the training and recruiting process. The 

culture created is strong across the profession, because officers everywhere from diverse 

backgrounds adapt to the same underlying institutional dynamics and are recruited from similar 

circumstances (Christensen & Crank, 2001, p. 72). 
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Graduation from the police academy may be a let down for the police service recruit 

placed in a small town. The police academy experience trains recruits to handle the “big call” 

(Christensen & Crank, 2001), which is very rare in the smaller service. As training is conducted 

in large-campus facilities with multiple police agencies, it is not until the recruit returns to the 

home agency that the individual learns what the job he or she signed up for will actually entail 

(CSPS Police Constable, personal communication, June 1, 2015). At this point, the differences 

between the large metropolitan agency and the suburban police force become apparent. This may 

be the beginning of the disconnect between idealized police and small-town police (Donovan, 

2013, p. 22). New recruits of all services are looking to define themselves with experience, to 

attend the big call that “allows for crystallization of his identity as a policeman” (Donovan, 2013, 

p. 22). Lack of such opportunities may lead to boredom or a deep frustration. 

In British Columbia police recruits for all 13 municipal agencies train at the Justice 

Institute British Columbia, a central training facility that teaches a common curriculum (Justice 

Institute of British Columbia, 2015). Participant FLRS #1 described the raised expectations for 

CSPS recruits: 

When thinking about stress in this workplace, one of the other things is expectations, 

members who have come from elsewhere-tend to be happier in the workplace than those 

that come in as a new recruit and don’t have anything to compare it to. 

Training at the Justice Institute British Columbia includes three separate blocks at the police 

academy, with field training experience between the academy sections. All recruits have a field 

trainer for Block II who is “responsible for ensuring that the recruit receives a wide exposure to 

general police work” (Justice Institute of British Columbia, 2015, Training section, Block II 

subsection, para. 1). As a result, the recruit has the opportunity to apply the knowledge gained in 
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Block I within an operational setting. After this they return to the academy for Block III, 

bringing experience from the “street scene” (Justice Institute of British Columbia, 2015, Training 

section, Block III subsection, para. 1). The challenge of a new career followed by intense 

learning and success in completing a provincial standard may lead small-service police academy 

graduates to overlook what their job actually entails in their home agency. As Gilbert (2007) 

described, when people attempt to predict their futures, they tend to leave out the details, 

particularly what might be missing. 

New police recruits with urban police academy mindsets placed within a small police 

department may struggle to find meaning in the nature of the work they actually do. Work in 

smaller police services may cause greater stress due to the constant comparison to nearby large 

metropolitan departments and the opportunities for advancement and greater array of work 

activities the large departments possess (Dantzker, 1997). This view is in tension with Peel’s 

(2014) principle that the absence of crime is the true measure of an effective police force. 

However, as new members gain experience, their perceptions may shift. Studies supported that, 

as a typical policing style, urban police tend to be efficient getting to and leaving the call 

quickly, whereas small-town police often spend more time on a call and are generally more 

effective (Liederbach & Travis, 2008). 

Employees who find their jobs meaningful and satisfying will feel less workplace stress 

(Anshel et al., 2013). The key ingredients for people to find their work satisfying are skill 

variety, task identity, and task significance (Zhao et al., 2002). In addition, Zhao et al. (2002) 

found autonomy, the freedom to act as one sees fit, was found to be a critical element to job 

satisfaction. This conclusion has important implications for organizations because low levels of 

job satisfaction have been shown to predict poor levels of organizational commitment and an 
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increased likelihood of the employee leaving the job (McCreary & Thompson, 2006). For small-

service police officers, this translates to an importance in assigning members meaningful tasks 

that challenges the officer’s abilities and has a defined start and end point (Zhao et al., 2002). 

Police officers who find their work to be meaningful will also exhibit higher engagement, 

satisfaction, and commitment as well as lower employee stress (Anshel et al., 2013). 

Conclusion 4: Suburban police services must hire the right people for peacekeeping. 

Despite being unpopular in the media, rural and suburban policing approaches have been so 

effective in preventing and controlling crime that much larger agencies are attempting to 

replicate the success of rural policing (Chrismas, 2013; Weisheit, Wells, & Falcone, 1994). 

Metropolitan police services are adopting the approaches of the suburban police services by 

seeking to address crime through a form of old-fashioned relationship building between the 

police and public rebranded as community-based policing programs (Payne et al., 2005). 

Community policing is an idea that has been embraced across North America since the 1990s, in 

which crime is reduced through strong relationships built by police departments being responsive 

and connected to those communities they serve (Weisheit et al., 1994, p. 549). For the urban 

police service, the community policing approach does not mean a new culture; rather, it becomes 

a new area of specialization that includes broad problem-solving and relationship building 

(Chrismas, 2013; Weisheit et al., 1994). 

The MTP community-policing approach was to assign culturally appropriate officers in 

area foot patrol in neighbourhoods (MTP Community Policing Staff Sergeant, personal 

communication, July 15, 1994). The strategy is for the assigned officers to focus on attending 

community meetings and forging relationships with leaders who then are expected to confirm the 

message of trust in the police (MTP Community Policing Staff Sergeant, personal 
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communication, July 15, 1994). The challenge with this approach is that the overarching culture 

of the larger police services remains committed to the reactive law enforcement model, while 

only a small number of officers were temporarily assigned in the role of community policing 

(MTP Community policing Staff Sergeant, personal communication, July 15, 1994). Members of 

the public can build trust with their community policing contact, but then later have a run in with 

an officer with a crime-fighter mindset, which may, in a single encounter, cause confusion and 

negate those efforts (MTP Community policing Staff Sergeant, personal communication, July 15, 

1994). Practically speaking, the different specialized sections of the service are unaligned and 

even working at cross purposes. 

In my experience, the structure of the organization and the culture of the large police 

service reinforced strong controls and accountability from within, based upon outputs such as 

arrests and tickets issued. Relationships were not forged with the public, who were treated more 

as suspects than as partners in public safety. During my time at MTP, I met many officers who 

were afraid of dealing with the public, whom they regarded as the enemy and wanted to be 

assigned to work inside the police station at any cost (MTP Police Constable, personal 

communication, September 15, 1993). I personally observed some officers who had desk jobs 

and appeared to be healthy, but then retired or went on medical leave when they learned that they 

were being transferred back to road duties. For police members who worked the street, the 

officers would be in teams and for lunch and coffee often gathered in large groups, which 

deliberately excluded meeting the public (MTP Police Constable, personal communication, 

September 10, 1995). Overall, the challenge in the community-policing approach is that in urban 

areas police officers are viewed as outsiders, which is then confirmed, as members of the same 

organization who take an aggressive law-enforcement approach as crime fighters (Weisheit et al., 
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1994). The bigger picture is that hiring, training, and culture in the urban police service are 

designed for a job that reflects the one that tries to solve problems through arrests, and the 

culture does not authentically support a peacekeeping approach (MTP Staff Sergeant, personal 

communication, September 10, 1994). 

In contrast, the effectiveness of rural police in developing the close bonds between the 

community is supported because the organization and culture are aligned for the purpose of 

fostering strong relationships (Weisheit et al., 1994). The structure of the small-town police 

department is less top heavy, with extremely flat hierarchies, sometimes with little more than one 

or two links in the organizational chain. As there is less bureaucracy and structure than in the 

larger services, every member has a responsibility to respond to calls for service from the public 

(Brunet, 2015). Another significant difference I have noticed is that suburban police officers do 

not have the option of permanent desk assignments, as do many of their urban counterparts. To 

reframe this, for the suburban police service, the office is simply not a place where officers can 

hide, and when forced to leave the office, they may find, “ironically, dealing with the public gets 

to be the stress reliever that is the least stressful part of the job. The public make the job easy” 

(FLRS #4). 

In suburban communities, police officers are viewed as part of the community (Weisheit 

et al., 1994). Rural officers use the strong relationships they develop in the community as force 

multiplier to support less formal means of social control (Brunet, 2015). To maintain their 

credibility and informal power, rural officers are very much part of the public and are 

accountable to the community (Weisheit et al., 1994). Rural police officers have unique and 

individual relationships with the public, and respect is given to these officers as individuals, who 

had to prove that respect was “personally deserved” (Weisheit et al., 1994, p. 552) by 



INCREASING POLICE OFFICER RESILIENCE 114 

 

establishing a reputation for being tough and fair. In a suburban service, a bad name follows 

members. For example, at CSPS, one member who took a strict approach to enforcing traffic 

statutes acquired a negative reputation with the public, which continued for years (CSPS 

Sergeant, personal communication, June 15, 2000). 

The suburban departments have been compared in depth and found to be not simply a 

smaller version of the large agencies. Payne et al. (2005) examined this issue and concluded that 

suburban policing agencies have different approaches to community safety than the larger urban 

policing models (p. 39). Their study showed that the calls in suburban settings were less serious 

than in bigger centres, which enables officers to spend time resolving community problems in 

creative and positive ways (Payne et al., 2005, p. 39). Payne et al. elaborated that the differences 

are so significant that it would be appropriate to have separate recruiting and training for 

suburban officers to reflect their different roles and responsibilities (p. 38). 

The ideal rural police officer will be someone who can thrive in this culture with 

excellent interpersonal skills, emotional intelligence, sound judgement, and the ability to be self-

motivated and ethically accountable with limited supervision (Weisheit et al., 1994). As depicted 

in Figure 5, I believe this is a different person than someone who is better suited to aggressive 

policing in the urban model, including in the community-policing role. Rather than modifying 

rural departments to fit an urban definition of good policing or of community policing, urban 

departments might well look to rural areas for insights into policing in general (Weisheit et al., 

1994). One way for rural departments to lead may be to recognize the success they bring in 

preventing crime in their communities and to reframe their understanding of that success as 

being a result of their differences with the urban departments. Moving forward, when viewed 

through Bolman and Deal’s (2008) human resources lens, rural departments should proudly 
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adopt processes that acknowledge their differences and hire people for their peacekeeping 

culture. 

 

Figure 5. Comparison of suburban versus urban organizations. 

The responsibility of hiring people who are the right fit for the position and their 

organization lies with the leaders who care about conducting the process, who must have an 

accurate assessment of the opportunity (Flaxington, 2014). Key considerations in determining if 

someone is right for a position are how the job will fit their own personal abilities, values, and 

vision (Mueller & Baum, 2011). For success, a prospective employee will be able to do the job, 

be satisfied and challenged by the work, and smoothly integrate or adjust to company values, 

rules, conditions, and environment (Mueller & Baum, 2011, p. 241). The job description, 

required skills, and measures for success in the suburban police department are distinctly 

different than those of the metropolitan agencies (Weisheit et al., 1994). It follows that the 

person who would be expected to succeed in the suburban police service differs substantially 

from the metropolitan agency, and the hiring processes should reflect those distinctions. In 

conclusion, it is my recommendation that suburban police services use processes that assess 

potential employees for the specific duties they will perform. 



INCREASING POLICE OFFICER RESILIENCE 116 

 

Conclusion 5: Success in suburban policing is advanced through institutional 

support for personal health and wellness. Police officers face a constant challenge with stress, 

as they are “required to control negative emotions in an effort to conduct their jobs effectively” 

(Daus & Brown, 2012, p. 305). When officers are overcome by negative emotions, potential 

costs to the organization are tangible. Research has shown that the effect of workplace on stress, 

anxiety, and depression at one large police department included high numbers of sick days, with 

many members completely separated from the workplace due to such illness (Dorman, 2015). As 

FLRS #6 described, the “more stress an employee is under, the less he will be a good employee, 

if he loses desire, he will not contribute.” 

Dienstbier (1989) described the psychophysiological reaction pattern that characterizes 

coping effectively with stress (see also Armeli, Gunthert, & Cohen, 2001; Paton et al., 2008). 

The sympathetic nervous system is responsible for the fight-or-flight response that mobilizes 

body and mind to deal stress through release of adrenalin and cortisol in the body (Dienstbier, 

1989, p. 113). A restrained reaction prevents depletion of catecholamine, which is a class of 

neurotransmitters that affect mood and motivation (Dienstbier, 1989, p. 113). Reaction patterns 

of less resilient individuals tend to be excessive and longer lasting, resulting in faster depletion of 

catecholamine, which can lead to helplessness and depression. There is a domino effect for less 

resilient individuals, which leads to further over response, rendering them unable to do much 

about the current situation, and resulting in little confidence in their future ability to cope. 

Biological studies supported training for personal resilience. Dienstbier (1989) taught that 

through reflection on one’s own thoughts, feelings, and actions, individuals could anticipate how 

to react to future challenges (Dienstbier, 1989, p. 113). This is the psychophysiological rationale 

of wellness or “mental toughness training” (Dienstbier, 1989, p. 113) programs for law 
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enforcement. Through learning, visioning, and practising to control one’s perceptions feelings 

and reactions in advance a person can support their own resilience and build psychological 

armour to face challenges with greater confidence (Doss, 2007; Grossman & Christensen, 2007; 

Miller, 2008). 

Research shows that people with higher levels of psychological well-being are happier, 

more positive, likely to live longer, and, from an organizational perspective, are a more valuable 

resource (Robertson, Cooper, Sarkar, & Curran, 2015). Achor (2012) said, “People who cultivate 

a positive mind-set perform better in the face of a challenge” (p. 100). He also reported that 

people could train their brain to be positive, in the way someone would go about physical 

training in a gym (Achor, 2012, p. 100). 

Resilience interventions can result in successful outcomes for both individuals and 

policing organizations, and ultimately add public value (Benington & Moore, 2011). A health 

and wellness program may include “tobacco cessation, physical activity, stress reduction, 

nutrition education and promotion, weight management, disease management, and changes in the 

work environment to encourage healthy behaviors and promote safety and health” (Carnethon et 

al., 2009, pp. 1725–1726). These initiatives encourage employees to be empowered and gain to 

control over their own physical and emotional states. 

Also key to resilience are social connections, as people who provide social support to 

others are more likely to be promoted, have higher job satisfaction, and are more engaged by 

their jobs (Achor, 2012). Russell and Russell (2006) described resilience as building strength 

through social connection: “Resilient people tend to have a strong relationship network within 

which they share ideas, problems, solutions, affirmation and problem solving. The resilience 

facets of self-assurance, meaning/personal vision, proactivity and problem solving are all 
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enhanced and strengthened by social networks” (p. 110). Another way for organization to 

support employee wellness is through promoting social contact. 

Approaches to health and wellness programs must be tailored accordingly to best serve 

member resilience, largely seen as the antidote to stress (Hesketh et al., 2015, p. 222). The urban 

police model focuses on critical incidents that have occurred in the past and which individual 

officers have dealt with that may test their resilience, limit their abilities, and put them into a 

recovery mode (Paton et al., 2008, p. 96). The small-town police service has fewer critical 

incidents; as such, the causes of stress are sourced within the organization itself (Paton et al., 

2008, p. 96). In the case of members from larger forces, resilience is shown when officers 

successfully recover from work overload caused by traumatic critical events. The suburban 

officer shows resilience differently, by demonstrating resolve and consistency in enduring 

boredom, apathy, and frustration, which can be equally as stressful (Palmer & Cooper, 2010). 

Police organizations define the context within which officers experience and interpret 

critical incidents and within which future capabilities are nurtured or restricted (Paton, 2006). 

Although individuals are unique in their inherent resilience, just as they are in physical strength, 

virtually any police officer can train to improve his or her psychological armour (Armeli et al., 

2001). Any recruit can endure physical pain, emotional distress, and maintain technique by sheer 

force of will, but an enduring tough resilience will grow out of confidence and determination 

borne of training, perseverance, and expertise (Miller, 2008). With resilience, even when 

knocked down, the member will quickly regain equilibrium and self-control without becoming 

overwhelmed. Studies supported that police organizations would benefit by creating an 

environment in which employees could successfully prosper, have a sense of purpose, and enjoy 

a fulfilling working life (Robertson et al., 2015). With the knowledge that the police officer will 
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face extraordinary stress, police organizations should be proactive with support for their 

members’ health and wellness, as these are a foundation to support the resilience they will need 

to succeed throughout their career (Miller, 2008). 

Policing is an occupation with high emotional labour: “Police officers are faced with 

emotionally exhausting events on a daily basis and are required to control negative emotions in 

an effort to conduct their jobs effectively” (Daus & Brown, 2012, p. 305). One way to shield 

police officers from organizational stress is based upon an integration of personal, team, and 

organizational analysis and approaches (Paton et al., 2008, p. 96). Organizational stress is a 

constant that requires preparation for future pressures, which calls for ongoing adaptive capacity 

(Klein, Nicholls, & Thomalla, 2003) to members’ resilience. It would seem, then, that if stress is 

ever present, so too should be mechanisms to confront it. The pervasive stress in suburban police 

service should be balanced by institutional support for personal health and wellness. 

Scope and Limitations of the Research 

The primary limitation in this research project was that the data gathered were qualitative 

and did not offer a statistically significant analysis. The study did not provide quantification 

regarding the causes of stress at the CSPS or which approaches to building resilience may be 

most efficient. While the findings are not statistically significant, they are useful from a 

theoretical standpoint. This study recruited just 10 participants, all from the same policing 

organization and living in the same area. However, this was a large representation of members 

from the CSPS, as the CSPS has a total of 26 members. Yin (2009) suggested choosing a small 

sample size to encourage an easier focus on the research question. However, a drawback of the 

small sample size is that it may limit the data from relevance to larger populations. 
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In presenting the limitations of a qualitative study, I must include my own bias. As Patton 

and Cochran (2002) noted, in a project in which a single researcher describes the challenge, the 

results depend on the researcher’s ability to present the point of view of the participants, free of 

any views he may have from his own personal experiences. Also engagement levels of the 

respondents may have limited the study. The research period occurred during busy times for the 

CSPS; in terms of staffing the CSPS was stretched when filling vacancies due to retirement and 

illness, and members were being asked to work excessive numbers of extra shifts. Participation 

in the research project was voluntary and all responses were based upon self-reporting. The 

results are, therefore, limited by each individual’s perceptions and engagement. 

For me, the most challenging limitation was the limited time given for completion. The 

most significant thing that I discovered was how much new information I could learn about an 

organization that I spent most of my adult life in. At the conclusion of the project, I felt that I 

would have liked to do another cycle of research. 

Chapter Summary 

In this chapter, I presented the study findings, study conclusions, and scope and 

limitations of the inquiry. In the next chapter I build upon these elements and the study 

recommendations. I also detail the organization implications for those recommendations and 

propose areas of future inquiry. 
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Chapter Five: Inquiry Recommendations and Implications 

This chapter presents the study recommendations for the CSPS organization. These 

recommendations have arisen as a result of the research and literature explored in answering the 

research question: How might the CSPS provide effective support to police officers to improve 

resilience? The following research subquestions were also explored to enable a deeper level of 

understanding: 

1. How might stress affect police officers, and, in particular, the officers in the CSPS? 

2. Is police officer stress primarily internal to the policing organization or inherent to 

police work? 

3. How are some police officers successful in combating stress? 

4. Are there opportunities for CSPS to support police officers with resilience to stress? 

After presenting the study recommendations, I discuss the implications for CSPS. In the 

last section of this chapter I explain potential future research opportunities. If initiated, these 

research opportunities could provide more insight into strategies to support police officers’ 

resilience at CSPS. 

Study Recommendations 

The inquiry recommendations I present in this chapter are the result of the integration of 

a thorough inquiry analysis, which included three cycles of action research and analysis to 

discover overarching themes, findings, and conclusions from the research data. Action research 

is a cycle of “planning, taking action, evaluating the action, leading to further planning and so 

on” (Coghlan & Brannick, 2014, p. 6). Furthermore, action research “is research in action, rather 

than research about action” (Coghlan & Brannick, 2014, p. 6). This chapter represents another 

loop of learning—the actions are the recommendations and approaches to implementation. 
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My recommendations include an explanation of five areas in which CSPS leaders can 

make changes and align decisions to improve employee resilience. Policing is a profession that 

has been regarded as one of the most stressful of all occupations, with the added challenge that it 

involves constant public contact and scrutiny (Cooper et al., 2013, p. 413). The types of stress 

include situations in which police officers take charge at incidents that are unthinkable to the 

public as well as organizational stresses (Williams, Ciarrochi, & Deane, 2010, p. 274). The 

culture of an organization is what determines appropriate behaviours and, therefore, what types 

of individual coping approaches may be used when officers deal with stress (Hart & Cotton, 

2003). This is critical for CSPS to understand how to support members in coping with their stress 

and building resilience. 

The recommendations, if implemented within the next year, could create immediate 

change to organizational practice. All five recommendations encourage actions that could 

influence long-term organizational thinking about employee resilience and relate to the original 

research question. 

I suggested the following five recommendations be implemented to enable CSPS 

leadership to support employee resilience: 

1. Renew the CSPS mission, vision, and values to support a healthy work environment. 

2. Align CSPS leadership with the revised organizational messaging. 

3. Establish a health and wellness program. 

4. Develop hiring processes that select police officers with an aptitude and attitude for 

suburban policing. 

5. Provide ongoing resilience scanning, training, and support. 
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Recommendation 1: Renew the CSPS mission, vision, and values to support a 

healthy work environment. Challenges at the CSPS for resilience, both as an organization and 

for individual members, arose due to the perception that members did not find meaning or 

purpose in the higher level questions of what we do and how we do it. Members, including 

supervisors, expressed feeling powerless over a lack of direction or expectations. Participants in 

the focus group noted: “We need a strategic plan, need goals and objectives, knowing what the 

police board and management want and expect, then you know what the right thing to do is” 

(FLSG #1). When asked what could be done to address the issues, FLRS #2 suggested, “Team 

building exercises, being open and honest and asking people what is bothering them. Having a 

dialogue.” Answering the higher level questions through consensus will provide the organization 

with an opportunity to foster positive relationships and enhance the system’s capacity for 

collaboration and change (Cooper et al., 2013). The results of this process can support a vision, 

which may contribute to higher levels of employee job satisfaction and improved “organizational 

commitment . . . [as well as] lower levels of role ambiguity” (Cole, Harris, & Berneth, 2006, 

p. 358) and turnover intentions (see also Kopaneva & Sias, 2015). Taken together, for a first 

recommendation, I suggest the CSPS needs to renew its mission, vision, and values statements. 

Culture is reflected by organizational philosophy such as mission statements, creeds, and 

charters (Schein, 2013; Sutcliffe & Vogus, 2003). The CSPS has established mission and values 

statements (Central Saanich Police, 2015a, 2015d); however, there are no current vision or goals. 

The mission and values statements are published on the CSPS website and displayed in a framed 

print it the entry foyer (Central Saanich Police, 2015a, 2015d). The CSPS mission statement is as 

follows: 
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The men and women of the Central Saanich Police Service are committed to excellence 

in Community Policing. We strive to enhance the quality of life in Central Saanich by 

enforcing laws, preventing crime, preserving peace and by protecting life and property. 

The rights of each and every individual, regardless of race, national origin, sex, age or 

religion are respected. We are people who care about people. (Central Saanich Police, 

2015d, para. 1) 

The values of the CSPS are to “care about people” (Central Saanich Police, 2015a, Values 

section, para. 1), “respect the rights of individuals” (para. 2), “respond to our community” 

(para. 3), and “work in partnership with others” (para. 4). These values, while powerful, are 

outward looking, with no mention of employee welfare. Paradoxically, all of the deliverables are 

dependent upon the attitudes and well-being of the members. 

Mission, vision, and values statements are important documents to define the direction of 

an organization, as they “clarify the purpose, eliminate unnecessary conflict, and can channel 

discussion and activity productively” (Gurley, Peters, Collins, & Fifolt, 2015, p. 218). The scope 

and design of governance and strategy statements should consider customers, shareholders, 

employees, and the community (Dubey, 2009, p. 114). Giving team members the opportunity to 

contribute to purpose statements can improve morale and build resilience by encouraging 

officers to stretch their capabilities, engage more actively with others (social support), shape 

their roles and objectives (purposefulness), and generate new ideas and approaches; social 

support, confidence, adaptability, and purposefulness are all components of personal resilience 

(Cooper et al., 2013). 

The business approaches of policing are subject to change; as society evolves, the vision 

and values and mission statements of the organization and the leaders need to fit the reality of the 



INCREASING POLICE OFFICER RESILIENCE 125 

 

environment (DeLone, 2007; Wright, 2002). Chief Sylven described his personal vision for 

CSPS as the “Best Small Police Service” (L. Sylven, personal communication, January 11, 

2016), and his values reflect a positive and mutually respectful workplace. As Zhao and Hassell 

(2005) described, “Police organizations, as institutionalized organizations, must accommodate 

and adapt to the forceful demands of their environment” (p. 426; see also DeLone, 2007, p. 220). 

The individual most often thought to be responsible for the creation and development of the 

statement is the head of the organization (DeLone, 2007, p. 219). Changes in organizational 

activity and responsibility are often accompanied by changes in the written purpose statements of 

the organization (DeLone, 2007, p. 218). This also presents an opportunity to improve the culture 

of the CSPS. As Senge (2006) described, “No culture is static. It is continually reinforced by 

how we live with one another day to day” (p. 285). Senge further explained that there is a deep 

learning cycle that can either reinforce the culture as it exists now or reinforce what is emerging 

(p. 285). The CSPS leadership has an opportunity to change and influence the culture of the 

agency. One way is through establishing the guiding ideas of the organization (Senge, 2006, p. 

285). 

For the CSPS, an interdependence exists between officers’ positive feelings about work 

and management’s expectations. As FLSG #2 said, “It is not about stats. It is knowing what the 

priorities are. It is knowing what the service wants us to do.” Those with resilience are able to 

find meaning in situations that are vague, uncertain, and not easily rationalized or quantified  

(Youssef & Luthans, 2007, p. 780). The challenge for the CSPS is the mission and value 

statements of the organization are out of synch with both the research respondents and the chief; 

these documents no longer represent the current direction of the organization (L. Sylven, 

personal communication, May 26, 2016). Finding meaning through these documents is an 



INCREASING POLICE OFFICER RESILIENCE 126 

 

unnecessarily difficult task for members of CSPS. Clarification of the purpose statements alone 

can be a strong move to giving a sense of meaning and placing the future within the locus of 

control of members, both strong components of resilient people. 

Mission clarification is seen as being inevitably connected to the rational organization 

(DeLone, 2007, p. 220; Willis, Mastrofski, & Weisburd, 2004). Unity of purpose, or mission, 

within an organization provides a means by which members can work together toward a common 

set of objectives (Gurley et al., 2015, p. 218). Refreshing these purpose statements at the CSPS 

can help members who may be struggling for meaning by providing an accurate frame of 

reference for where the organization is heading and what it seeks to collectively achieve, as 

“clarifying purpose can eliminate a great deal of unnecessary conflict in an organization and can 

channel discussion and activity productively” (Bryson, 2004, p. 38; see also DeLone, 2007, 

p. 220). Refreshed purpose statements may also assist potential applicants to CSPS to reflect 

upon whether their own personal values are aligned with those of CSPS and assist in their 

suitability assessment (L. Sylven, personal communication, May 24, 2016). 

The values of a company “represent the core priorities in the organization’s culture, 

including what drives members’ priorities and how they truly act in the organization” (Dubey, 

2009, p. 114). Mintzberg (2000) described the process of planning for the future as being seen by 

some as step toward actually “controlling the future” (p. 7; see also Gurley et al., 2015). 

I recommend engaging the team members through “job crafting” (Berg, Dutton, & 

Wrzesniewski, 2008, p. 1), which is a positive process that allows employees to utilize 

opportunities “to customize their jobs to better fit their motives, strengths and passions” (p. 1; 

see also Cooper et al., 2013). This enables employees to contribute and derive a sense of 

meaning and control by helping to define the boundaries of their jobs and strengthen 
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relationships at work (Cooper et al., 2013). To ensure success, the vision and values must be 

aligned with ideals of the management team: “The company can have the best strategy in the 

world, but it will get nowhere if managers cannot translate that strategy into operational plans 

and then execute the plans” (Kaplan & Norton, 2008, p. 16). In the case of police organizations, 

the scope and quality of deliverables to the public is closely aligned with employee wellness, 

which should be included in governance statements (Gilmartin, 2002, p. 3). Therefore, based on 

the inquiry findings, conclusions, and the literature reviewed, I offer the following 

recommendations: 

 Invest in a collaborative and inclusive process to review the purpose statements of the 

CSPS, including the mission statement, goals, vision, and values. 

 Revise the scope of the purpose statements to include internal processes and culture 

of CSPS. 

Recommendation 2: Align CSPS leadership with the revised organizational 

messaging. Respondents described CSPS leadership as unaligned and inconsistent with changing 

expectations and conditions without input or control. Differences amongst the management team 

and in individual leadership styles result in feelings of powerlessness and lack of meaning for 

some: “We make things up here. We have no common purpose” (FLSG #2). Competing 

pressures and expectations can cause police officers to have difficulties in coping and are linked 

to burnout and PTSD (Brown & Campbell, 1990; Cannizzo & Liu, 1995; Gilmartin, 2002; 

Niederhoffer, 1967; Schaible & Gecas, 2010; Violanti, 1996). These very negative feelings 

squander resilience and are the result of well-meaning managers focusing on their own members 

without standards that would apply across all CSPS teams, and thereby ensure consistency across 

the entire organization. Lencioni (2005) noted, “When people come together and set aside their 
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individual needs for the good of the whole, they can accomplish what might have looked 

impossible on paper” (p. 4). Aligned as an effective team, leadership can establish a supporting 

environment that is key to building coping strategies and resilience (Masten & Garmezy, 1985). 

In answering the inquiry question, “How might the CSPS provide effective support to police 

officers to improve resilience,” based on the inquiry findings, conclusions, and the literature 

reviewed, I recommend CSPS leadership review decisions and policies to be mindful that they 

build consistent alignment across the organization. 

Everly (2012) described the need for support by high-ranking leaders together with the 

middle managers as important for successful change; in this case, establishing an organizational 

workforce resilience effort. Moreover, research has shown that leaders, especially those on the 

front line, are important in building resilience in the workforce (Everly, 2012; Everly & Lating, 

2013; Institute of Medicine of the National Academies, 2013). At the CSPS, aligned and united 

leadership will be required if the agency is to be successful in supporting individuals in building 

their personal resilience. 

Concerns raised by respondents involved leadership’s ability to control negativity at the 

CSPS. One participant described a negative atmosphere at the office that was beyond his control: 

“CSPS is small, there is time for stuff to turn from a small scab into a cancerous infection. It is 

all a problem with leadership” (FLRS #5). Optimism is an attributional style that explains 

positive events in terms of personal, permanent, and pervasive causes and negative events in 

terms of external, temporary, and situation-specific ones (Schneider, 2001; Youssef & Luthans, 

2007). Optimism can be learned and developed through recognized approaches such as leniency 

for the past, appreciation for the present, and opportunity seeking for the future (Schneider, 

2001). Importantly, optimism has a recognized positive performance impact upon work settings 
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(Luthans, Avolio, Walumbwa, & Li, 2005; Seligman, 2011). Optimism and resilience are closely 

related to success through adversity, as they are uniquely essential for managing and adapting 

other resources to achieve favourable outcomes (Thoits, 1994; Youssef & Luthans, 2007). 

A positive and supportive atmosphere at the CSPS was identified as being conducive to 

member resilience. As FLRS #5 said, “The culture of support supports resilience.” Mintzberg 

(1999) described many elements that leaders are responsible for creating, including an 

environment that fosters openness, releases energy, strengthens cultural bonds between people, 

and stimulates the system to fix itself (p. 28). These responsibilities are consistent with creating 

an atmosphere of optimism and resilience. Research has supported this: “As Everly (2012) 

explains, a culture of leadership is necessary to create a culture of resilience, and developing 

resilient leaders is crucial in creating this culture” (Institute of Medicine of the National 

Academies, 2013, “Leadership, Communication, and Culture,” Leadership and Resilience 

subsection, para. 1). 

Transformational leadership employs clarity of vision, charisma, integrity, and 

empowerment of others to change the values and organizational goal. Transformational leaders 

inspire confidence and trust, and believe in helping others develop to their fullest potential 

(Kouzes & Posner, 2012; Senge, 2006). Bass (1990) described transformational leaders in the 

role of coaching resilience in a reframing process by converting a crisis into a challenge that may 

be overcome. The transformative leader leads through example, including self-sacrifice, rising to 

a challenge in meeting a task, providing support, and offering inspiration (Bass, 1990). 

Transformational leadership has been shown to be effective in policing, with the key 

result in subordinates having a wide range of positive attitudes towards their work (Alimo-

Metcalfe & Alban-Metcalfe, 2003). Based upon the research and study findings, leadership 
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behaviours aligned with the transformational style should be adopted as the default practice by 

every police leader at the CSPS. It is important to note those leaders who will not apply 

transformational leadership practices may have a damaging effect on the motivation and morale 

of the team and the quality of the service as a result (Dobby, Anscombe, & Tuffin, 2004). 

Therefore, based on the inquiry findings, conclusions, and the literature reviewed, I offer the 

following recommendations: 

 Continue to invest in leadership training specifically helping leaders to learn 

leadership concepts such as transformational leadership style. 

 Include competencies consistent with transformative leadership in personnel 

assessments and promotional competition questions related to leadership. 

Recommendation 3: Establish a health and wellness program. In answering how 

CSPS leadership has been successful in supporting member resilience, FLRS #5 said, “Some 

efforts by management, getting the gym established. Gym equipment is a big factor.” In 

describing how police officers can survive their careers, Gilmartin (2002) emphasized the 

importance of physical and emotional health. Resilience is about thriving in the face of setbacks 

and adversity, not merely surviving. People who include mental, emotional, and spiritual 

components to their self-care are happier, more positive, more likely to live longer, and, from an 

organizational perspective, are a more valuable resource (Beddoes-Jones, 2012; Hesketh et al., 

2015; Robertson et al., 2015). Research by Falconer, Alexander, and Klein (2013), Hesketh et al. 

(2015), and Cornum (2012) inferred that resilience and effective coping strategies can be trained, 

learned, and developed. Research has validated that the most effective strategies for improving 

well-being are mindfulness practices or mediation, which addresses stress, anxiety, and 

depression and “significantly reduced absences from work due to illness” (Hesketh et al., 2015, 
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p. 223; see also Chaskalson, 2011; Congleton, Hölzel, & Lazar, 2015; Derbyshire, 2014; 

Goerling et al., 2013; Halliwell, 2010; Kabat-Zinn, 2001; McManus, Surawy, Muse, Vazquez-

Montes, & Williams, 2012; Segal, 2013; Surawy, McManus, Muse, & Williams, 2014; Williams 

et al., 2010). Based upon these findings, the CSPS can expect significantly value to be returned 

by expanding the scope of the physical fitness program into an environment for wellness as part 

of a broader approach to personal resilience (Hesketh et al., 2015, p. 223). As a third 

recommendation, I suggest the CSPS should create and support a health and wellness program to 

formalize resilience support. 

Daus and Brown (2012) noted, “Police officers are faced with emotionally exhausting 

events on a daily basis and are required to control negative emotions in an effort to conduct their 

jobs effectively” (p. 305). The research showed, despite being a small service with a supportive 

public, reductions in CSPS operational policing stress are replaced by organizational stress. As 

one participant described, the stress as inescapable and internal: “For sure in and out, tragic shit 

we get on with, biggest stressor is internal” (FLRS #6). As the stress is ever present, so too 

should be the tools to combat it (Hesketh et al., 2015, p. 223). Resilience is the prime mechanism 

to cope; as such, those equipped with the knowledge and skills to be aware of and improve their 

resilience will function better in the workplace (Hesketh et al., 2015, p. 223). 

A number of Western militaries are implementing resilience-based programs training for 

teaching war fighters mindful practice; these programs are based on real science that shows that 

if military leaders can instil resilience in soldiers during training, it may be possible to prevent 

soldiers from ever experiencing PTSD (Howell, 2012, p. 221). Mindfulness training is described 

as a powerful tool that supports compassion, empathy, and self-awareness in police officers who, 

in turn, are more self-aware and better able to establish positive connections with the public 
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(Goerling et al., 2013). Richard Goerling is a police officer who teaches “Warrior Resilience” 

(Goerling et al., 2013, p. 1), a mindfulness training program. Interestingly, when the focus in the 

workshop shifts from training about the physical and technical aspects of law enforcement to 

how to nurture and sustain resilience, Goerling encounters police officers who resist mindfulness 

because they regard it as passivism or “hippy” thinking (Goerling et al., 2013). In my own 

experience, the field of policing has always had an underlying machismo that scoffs at thinking 

which is alternative. Goerling et al. (2013) countered this argument with science, asserting there 

is “strong neurological evidence supporting the effectiveness of mindfulness in our military, 

supporting and creating better soldiers” (p. 3). The challenge is that “mindfulness isn’t about 

choosing between being a pacifist or a warrior—it’s about learning how to be present and self-

aware” (Goerling et al., 2013, p. 3). 

The key deliverable for the CSPS is public trust, which is established and maintained 

through members’ daily contact and interactions with the public. The presentation and attitude of 

each officer on a daily basis is a large part of the communication of competence that will foster 

public confidence and trust. Officers who cultivate a positive mindset perform better in the face 

of a challenge and present well to the public (Achor, 2012, p. 100). The practice of meditation 

and mindfulness-based stress-reduction programs can help officers heal from a hard day, a 

broken heart, or even physical injury, which readies them to deal with the public in a positive 

manner (Goerling et al., 2013). Wellness programs go beyond exercise; they are geared toward 

improving employees’ physical, emotional, and psychological health, which in turn improves 

performance on the job (Benavides & David, 2010, p. 292). For the CSPS, I believe that wellness 

programs can assist with preparing members to build trust in their dealings with the public. 
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Internal benefits to the CSPS can be leveraged through support for health and wellness 

programs. Through sport and extracurricular programs, leaders will connect with their members 

and their significant others outside the policing environment. The dynamic and degree of 

cooperation that bond people and build relationships in sports and exercise goes back to Roman 

times (Casey, 2011, p. 1). The mutual respect that was brought amongst a diverse team who 

participated in judo training for 4 months at the CSPS was remarkable. Wheatley (2006) stated, 

the “power in organizations is the capacity generated by relationships” (p. 39; see also Achor, 

2012, p. 100). Social support is an aid to happiness and success, as people who provide social 

support to others are more likely to be promoted, have higher job satisfaction, and are more 

engaged by their jobs (Achor, 2012, p. 100). The relationships forged and strengthened through 

comprehensive wellness will benefit the CSPS, as “building collaborative relationships at work 

is not simply a good thing to do, it is absolutely critical to the long-term success of your 

organization-and of your own career within it” (Baker, 2003, p. 11). 

For CSPS, programs, including fitness, judo, mindfulness, and other appropriate 

workshops as they arise, can be the backbone of supporting member wellness. Therefore, based 

on the inquiry findings, conclusions, and the literature reviewed, I offer the following 

recommendations:  

 Continue to invest in ever greening the onsite fitness facility. 

 Explore opportunities to develop comprehensive physical, emotional, and mental 

wellness programs and education for members. 

Recommendation 4: Develop hiring processes that select police officers with an 

aptitude and attitude for suburban policing. The CSPS is a small suburban police service 

founded upon strong rural roots, which is reflected in a culture of engagement and partnership 
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with the public to support crime prevention and peacekeeping in the community (CSPS Police 

Constable – Retired, personal communication, October 24, 2015). At the CSPS, police officers 

can add tremendous value to the organization through strong relationships and positive dealings 

with the public (Achor, 2012). One the other hand, members with negative dispositions can harm 

relationships and diminish the value of the organization (Achor, 2012; FLRS #1). Reasons that 

members become negative at the CSPS may infer that they should not have been hired in the first 

place, as there is a divide between their personal values and the culture of the organization 

(FLRS #1). 

In terms of qualities sought in prospective members and recruits, the recruiting processes 

of both suburban and urban policing services are practically identical, with no real distinction to 

account for corporate culture or the very different job descriptions the officers will be asked to 

perform (Payne et al., 2005). In 1996, I was in Toronto as a serving member of MTP when 

family circumstances dictated that I move to the West Coast. My original application with the 

Vancouver Police Service later qualified me as an applicant to both the Saanich Police Service 

and the CSPS. When I visited different police services, those agencies shared the bulk of my 

application package and exemption results amongst one another. The impression I received was 

that the hiring priority at all of the agencies was based upon a technical competence to enforce 

the law. Given my current experience as a specialist at a major urban police service, I was 

whisked through each hiring process. 

The differences in the urban as compared to suburban police agencies in their relationship 

with the public and how they conduct the business of solving problems are so vast that they may 

be treated as different jobs (Payne et al., 2005). However, my own experience has been that the 

jobs are treated as very similar. When I applied to work as a police officer in British Columbia, I 
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had not researched or even visited the agencies that I was asking to be considered as a candidate. 

Every agency offered a recruiting policy and conducted an entrance interview, which included a 

question on why I would apply to that agency. In each case, I described my passion and skill in 

specialized law enforcement, which I could show were transferable and would add value in their 

jurisdiction. This satisfied the recruiting officers, and in the end I received offers of employment 

from each agency I applied to. In hindsight, I believe that each agency has a different culture, 

and the recruiting officers should seek candidates for more than just their policing skills; they 

should look to match people to the culture of their police service. 

The decorum of the ideal officer is described as “a perfect command of temper; a quiet, 

determined manner has more effect than violent action” (Lentz & Chaires, 2007, p. 72). 

Organizations attract applicants aligned with their purpose, “people with jobs focus on financial 

rewards for working, rather than pleasure or fulfilment; those with careers focus primarily on 

advancement; and those with callings focus on enjoyment of fulfilling, socially useful work” 

(Wrzesniewski & Dutton, 2001, p. 184). This description portrays policing as a calling. 

I have been part of numerous hiring processes at the CSPS during my career. In my 

experience, the CSPS hiring process stresses technical competence to do the job as well as 

retention to the organization. Overall, a good job has been done despite the dated purpose 

statements of the CSPS, which are of limited use in assessing the cultural fit of employees. 

Research has shown that while technical competence addresses how well a prospective employee 

may do the job, it is more important over the long run to hire an employee who will be motivated 

to be successful consistent with the goals of the organization and will be a good cultural fit 

(Mueller & Baum, 2011). 
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This research project showed that some members of the CSPS did not find a connection 

or purpose in the key measurable outcomes of what we do and how we do it (FLSG #1; FLRS 

#2). The police officers who respondents described as being disconnected from the organization 

had come to CSPS as a second career, and while bringing impressive policing skills, they also 

brought attitudes and expectations from other organizations (FLRS #1; FLRS #2). The CSPS 

hiring processes have given consideration to selecting police officers with specific expertise; for 

example, I was a qualified expert in accident reconstruction when I was hired. This practice may 

conflict with the idea of finding a person who is a good cultural match for the organization 

(Mueller & Baum, 2011). 

The police officer’s role at CSPS is that of a generalist; therefore, specialized skills, such 

as forensics or accident reconstruction, can be difficult to maintain (FLRS #4). These are very 

costly programs that include frequent demand to maintain relevant expertise (FLRS #4). An 

employee who values specialized skills may be frustrated with low use of that ability, and may 

resent the decision to come to CSPS (FLRS #4). At the same time, management has attempted to 

support employees in their ambition to specialize; however, they eventually have to balance costs 

against the benefits of such programs (FLRS #4). The skills required at CSPS are a motivation to 

solve problems, often through extra judicial processes; as such, the specialized skills that police 

officers bring to the CSPS have little daily value to service delivery (FLRS #2). The confidence 

and self-esteem of skilled specialized police officers may be at risk as they fail to keep those 

abilities current (FLRS #2). 

As the purpose and process of an organization are essential to the culture, people should 

be selected to join the organization based in part upon how closely their personal values fit with 

those of the organization (Kopaneva & Sias, 2015). Successful organizations build a positive 
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culture and can expect dedication and optimum productivity in return: “Work can make you sick 

– and work can make you happy. Which one happens depends on who you are, what you do and 

how you are treated at work” (Robertson & Cooper, 2011, p. 3). Oswald, Proto, and Sgroi (2014) 

supported this and also argued that happiness makes workers more productive. Through the 

selection of people who are aligned with the purpose statements of the organization, a shared 

culture and vision can be supported, which will include employee engagement and less turnover 

(Kopaneva & Sias, 2015). 

Prior to conducting an employment interview with a prospective hire, the leaders in an 

organization must reflect upon and understand their own culture (Mueller & Baum, 2011). The 

leaders must understand and list common, desirable organization cultural traits and behaviours 

that are aligned with the purpose statements of the organization (Mueller & Baum, 2011). When 

working to define the culture of an organization, Mueller and Baum (2011) suggested leaders 

consider the following questions: 

 How does this organization differ from others in the field? 

 What makes this organization unique? 

 What do we want this organization to be like in the future? (p. 145) 

For the CSPS, these questions will be closely linked to the refreshing of the purpose 

statements for the organization, as proposed in Recommendation 1. Therefore, based on the 

inquiry findings, conclusions, and the literature reviewed, I offer the following 

recommendations: 

 The CSPS amend their hiring process to reflect the suburban nature of the police 

service. 
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 The CSPS place personal and organizational match on par with technical competence 

and motivation in the hiring process. 

 Utilize refreshed mission, vision, and values statements to create a framework for 

assessing the criteria for suitable competencies in joining the organization. 

Recommendation 5: Provide ongoing resilience scanning, training, and support. 

Stress at CSPS has been constant and members have differing coping abilities. As 

FLRS #1 described, at Central Saanich, he has seen those who endure and live with great stress, 

and they build support around them and work through it. Some members were able to not just 

endure stress, they learned from adversity and were stronger and better for the experience. 

Participant FLRS #1 also described “others who cave to the stress,” who cannot cope, become 

side-tracked, impacting the quality of service to the community, which is the ultimate cost in 

terms of the most valued deliverable at CSPS. The effects of stress at CSPS are complex and 

unique to each person (FLRS #1). The truth for CSPS is that “stress is dynamic and, in a rapidly 

changing environment, is unlikely to ever disappear completely, but needs to be regularly 

monitored and addressed” (Cooper & Cartwright, 1997, p. 12). Correspondingly, resilience is a 

very complex concept, but we need it and people can develop and build it (McEwen, 2011). I 

recommend that CSPS support members who are self-accountable in building their resilience by 

making education available and providing supportive leadership. 

At the CSPS the role for leaders will be to assist members who have experienced stress or 

disappointment in getting out of anger and self-pity quickly. Additionally, leaders can assist 

members in building resources to prepare and manage future events. This is an individual, 

internal process centred on the member’s own emotional interpretation of events (Cooper et al., 

2013, p. 3). People differ in their natural predisposition to be resilient, with about half of 
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personality being genetic (McEwen, 2011, p. 3). People can foster and develop their resilient 

qualities by being optimistic, controlling their emotions, problem solving more effectively, 

becoming more flexible, and improving social skills (McEwen, 2011, p. 3). CSPS leaders can 

help members by being informed of how to manage stressful situations and providing members 

with tools to channel and build their own resilience. 

Leadership has been identified as a key leverage point for increasing the level of team 

resilience (van der Kleij, Molenaar, & Maarten Schraagen, 2011). Leaders’ own personal 

resilience is critical to their effectiveness, and the resilience of the people that a manager is 

responsible for, and interacts with, can be sustained or undermined by the manager’s actions and 

behaviour (Cooper et al., 2013). There are two ways leaders can help build resilience: the first is 

in response to a defined problem such as a critical incident, and the other is a proactive approach 

to support effectiveness in the face of continuing challenges (Cooper et al., 2013). To be 

effective in supporting member resilience, CSPS leaders will need to forge individual 

relationships with each team member; this will enable officers to build their personal resources, 

as the leader will be coaching them through each adversity (McEwen, 2011, p. 3). The role of the 

manager and organization is a facilitative one—it is the individual who must take personal 

responsibility for improving their own resilience (Cooper et al., 2013). 

At the strategic level, Cooper et al. (2013) described an approach to supporting resilience 

for members within an organization. Their approach for organizations to incorporate resilience 

building has three components: 

 Resilience-focused training and development for individuals. 

 Good management practices and organizational strategies that help to build resilience 

on a wider level. 
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 Managing the sources of workplace pressure and support effectively, which means 

balancing challenge pressure with support to create high levels of well-being, and 

taking action to fill the “well-being reservoir (Cooper et al., 2013, Chapter 7, para. 3). 

Cooper et al. (2013) further described the processes of managing the sources of 

workplace pressure and support as the role of enlightened leaders. The approaches they described 

included the following: 

 Work relationships: Actively build positive working relationships. 

 Job conditions: Strengthen meaning in work roles. 

 Control: Give people a say in planning, decision making, and problem solving. 

 Change: Resolve problems and manage change through appreciative inquiry (Cooper 

et al., 2013). 

Underlying these strategies, all members of the organization will have unique patterns of 

resilience that they have built up over the years, and that they bring with them into all situations, 

including work (Cooper et al., 2013). The actual process of building resilience is also complex 

and individual. Building resilience is, therefore, primarily an individual endeavour for which 

everyone needs to take personal responsibility (Cooper et al., 2013). 

Research has shown that there are many learning tools available to teach leaders and 

individuals how to build resilience. It is not the purpose of this study to recommend one over 

another. To inform the CSPS executive on the nature of the deliverable in training leaders in 

supporting the resilience of their followers I have selected one example. One method in which 

leaders learn to effectively support member in their resilience during crises is for leaders to 

reframe events though positive, solution-oriented language (McEwan, 2011). The idea is to 
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influence the follower out of mental tunnel vision imposed by stress. McEwan (2011) described 

the importance of using solution-oriented language, 

Mental resilience in our complex and changing times requires a different approach one of 

embracing rather than trying to control events. Using solution-focused questioning is one 

very useful way of concentrating discussion on what is possible rather than what is not 

working. These questions are open-ended “W” questions (what, when, where, who) that 

are framed towards the solution rather than the problem. (McEwan, 2011, p. 32) 

In addition to the uses of the correct approaches, as described by Cooper et al. (2013) and 

McEwan (2011), support for member resilience at the CSPS will require that management 

operate in the correct domain. One participant described his experience of individual reactions to 

the stress of promotion and transfer: “The question is what changes someone, why does someone 

respond in such a positive way and others in such a negative way?” (FLRS #1). In terms of the 

Cynefin framework, resilience is complex, as there is no clear relationship between cause and 

effect (Snowden & Boone, 2007, p. 74). The complexity of this perception is such that each 

person will need to be approached differently to create a situation in which that individual feels 

valued (FLRS #1; Snowden & Boon, 2007, p. 74). To be successful in this complex domain 

requires a more experimental mode of management (Snowden & Boone, 2007, p. 74). Managers 

must accept that they are operating in the unknown realm. They must “set the stage, step back a 

bit and allow patterns to emerge, and determine which ones to follow” (Snowden & Boone, 

2007, p. 74). The key to success will be relationships. “What goes on between individuals 

defines what an organization is and what it can become” (Short, 1998, p. 16). 

Openness to learning is essential; as FLRS #1 described, “This is different for everyone. 

The members must be open to it—that is the start of it. They absolutely must be open to it.” The 
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first step is trust: “There’s a positive relationship between risk and trust. The more people trust, 

the more they’ll risk” (Kouzes & Posner, 2012, p. 79). The action of authentic learning through 

dialogue was described by Short (1998) as an approach that cannot be enforced or coerced on an 

individual (p. 128). Gossip and infighting have taken a toll on the CSPS (FLRS #2). Short 

recognized the persistent talk about individuals who are not present (p. 105) as triangulation, a 

“ubiquitous non-learning pattern” (p. 109). Instead, Short sought authentic connection by 

removing masks and social norms to open the doors of communication. Short’s approach to 

convince a team member to trust and break this habit of triangulation is by inviting the third 

party to describe an issue and then listening: “Nothing changes until one person leans into listen” 

(Short, 1998, p. 123). Therefore, based on the inquiry findings, conclusions, and the literature, I 

put forward the following recommendations: 

 Encourage CSPS leaders explore opportunities for training in building organizational 

and individual member resilience. 

 Enable leaders to explore opportunities to acquire tools and education material for 

individual members to assess and monitor their own resilience. 

Organizational Implications 

This study of supporting police officers at the CSPS in their resilience led to the five 

recommendations presented earlier in this chapter. From the balcony view, as described by 

Heifetz et al. (2009), the roles of leadership and culture are essential to the success of the 

recommendations. The project data and literature generally point to a path toward an inclusive 

organizational culture that reflects inward rewards work that is meaningful to the public, 

supports a healthy workplace, encourages transformational leadership, and supports wellness to 

nurture CSPS member resilience (Cooper et al., 2013; Goerling et al., 2013). 
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Chief Les Sylven has reviewed and endorsed in principle the recommendations from this 

project (L. Sylven, personal communication, April 27, 2016). Chief Sylven said the creation of 

vision, values, and mission statements will be a formalized task for the Central Saanich Police 

Board, as per their mandate with strategic planning (L. Sylven, personal communication, April 

27, 2016). This is the key initial step in implementing these recommendations, as it provides the 

opportunity to support member resilience in the face of other changes and adversity by including 

the health and wellness of police officers within the priorities of the purpose documents of the 

organization. Organizational culture is reflected by the agency’s philosophy as detailed within 

mission statements, creeds, and charters (Schein, 2013; Sutcliffe & Vogus, 2003). Leaders at the 

CSPS, including front-line members, know the purpose documents and reflect upon them in their 

decisions. 

The executive management team is more aligned than any time previously in my career 

with the CSPS, as Deputy Chief Derren Lench strictly ensures his actions reflect the vision of 

Chief Sylven and holds each sergeant accountable for their watches. As found in the research, 

the remaining challenge is a lack of alignment between the sergeants and the executive. In 

circumstances with misalignment, “too often people are unclear about what they are contributing, 

are disengaged emotionally from why what they are doing it, and confused and fearful because 

they don’t really understand how they are supposed to do it” (Papke, 2014, p. 4). In agreement 

with the literature, the result of misalignment at the CSPS is a perception of inconsistent 

approaches (FLSG #3), which create “a lack of clear expectations resulting in unmet 

performance requirements, poor accountability, distrust, and potentially divisive conflict” 

(Papke, 2014, p. 3). If the challenge of misalignment is not addressed, the CSPS will not live up 

to its potential. 
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Chief Sylven has taken the first step towards addressing the issue of misalignment 

between layers of management by approving a process that includes all stakeholders in 

refreshing the CSPS purpose statements, (L. Sylven, personal communication, April 27, 2016). 

Leadership will be essential to bringing alignment to the CSPS. Often the cultures of 

organizations reflect the traits and characteristics of their leaders, and the preferences of the 

culture are in alignment with the style of the leader (Papke, 2014). The selection of leadership 

style is crucial to the effectiveness of police leaders’ capabilities to communicate an 

organization’s basic mission and goals (Masal, 2015). Chief Sylven noted he prefers a servant 

leadership style (L. Sylven, personal communication, May 24, 2016); to be effective and aligned, 

other CSPS leaders should select a compatible style that can also inspire others to engage in the 

vision and values of the organization. 

Masal (2015) described the transformational leadership style as effective with 

communicating the strategic goals of public organizations and also found this leadership style to 

be positive for clarifying goals and increasing job satisfaction. Clarifying organizational goals 

has been identified as tremendously important for public sector organizations in general and for 

the policing sector in particular, as pursuing multiple, conflicting, and ambiguous goals has 

become the norm (Pandey & Wright, 2006). Addressing these goals in a clear and coherent 

manner will support police officers in perceiving the factors as within their locus of control. 

Choosing to foster and reward transformative leadership style approaches in implementing the 

new vision and value statements for the CSPS will further the recommendations by showing the 

new culture is characterized by social support, participatory decision making, and 

communication, all of which will support individual resilience (Papke, 2014). 
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Once a vision for a healthy workplace is agreed upon and articulated, indicators that 

measure a healthy workplace and the value of any wellness initiatives should be identified. I 

acknowledge there are many initiatives within the CSPS that focus on officer safety, crisis 

management, and debriefings. Each of these is important. Moving forward, CSPS members will 

have to continue to deal with the stressors inherent to policing, including variable staffing levels, 

unpredictable call volume, and frustrations in dealing with issues beyond their control. As 

Gatchel and Schultz (2013) described, the workplace is the ideal setting for prevention and 

health intervention programs; however, the effectiveness of these programs has to be measured 

and evaluated if they are to survive (p. 496). The net effect of program evaluation “makes good 

programs stronger and bad programs crumble” (Gatchel & Schultz, 2013, p. 476). 

Assisting CSPS police officers to thrive requires identification and modelling of good 

coping skills and strategies of resilience. Capacity for resilience and the ability to cope is placed 

on the individual, and the CSPS organization can place a key role as the facilitator to strengthen 

cognitive coping strategies to deal with the unique challenges. The CSPS has had some success 

with informal programs, including peer-based or social programs, such as judo training and the 

fitness facility. The judo class fostered positive, strong, nurturing connections outside of the 

police office. By building upon programs that have been successful, with a control evaluation 

process in place, the CSPS can begin to make a meaningful contribution to member resilience. 

Chief Les Sylven has endorsed the recommendations of this study (L. Sylven, personal 

communication, April 27, 2016). With his support I believe that the process of reviewing the 

vision and values statements of the CSPS will include the idea of member wellness and a healthy 

workplace. Leadership must align with the vision and value statements to change the culture of 

the organization (Schein, 2013; Sutcliffe & Vogus, 2003). If we do not succeed in establishing 
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this alignment, I believe it is arguable whether strategies to support police officer resilience at 

CSPS will live up to their full potential. The price paid at the CSPS would be causes of stress 

including poor accountability, distrust, and the potential for conflict (FLSG #3; Papke, 2014). 

My own experience is that the initiative of prioritizing a healthy workplace as a goal 

reflects a significant cultural change at CSPS. Changing a culture is a daunting task, and culture 

change often occurs last, not first, in any transformational effort (Kotter, 1995). If the 

organization has the courage to articulate a vision of a healthy work environment for employees 

in the purpose documents of the organization, it will be a clear sign that leaders at CSPS are 

accountable to match the words of this vision with actions. The message is one of valuing 

relationships, which will support trust and member resilience. 

Implications for Further Research 

From my perspective, the research project was a continual learning loop that generated 

questions. As I sought answers, I revealed another level of learning that had further questions. I 

was eventually led to the original scholars in positive psychology, mingled with reference to 

ancient Greek philosophers. In the end, I feel that there is an ocean of information on resilience, 

and I had to focus on the needs of the study. 

This research study aimed at developing understanding of the causes of stress for police 

officers at the CSPS and examined what strategies would work best for those members in 

supporting their resilience. The conclusions and recommendations focused on the importance of 

purpose statements to include a healthy workplace, leadership that is aligned, and wellness 

programs for resilience. I can see several areas that may afford opportunities for future research 

on the topic; I present these in the subsections that follow. 
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Quantitative measures. This study was dependent upon qualitative data. Moving 

forward, it would add value to include statistically significant quantitative measurements of 

stress, coping, and resilience. As a researcher and a police officer, I am very passionate about the 

topic of supporting member resilience. I believe that in a competition of business cases for 

limited dollars, being able reference quantitative data that are statistically significant at the 95% 

confidence level, if not at the 99% level, would add value. I have a very strong belief in the value 

of qualitative research; however, we live in an age of computers and electronic information, and 

I believe that quantitative data would add legitimacy to the findings. In addition to the qualitative 

data, which has given me a depth of understanding of the issues from multiple perspectives, a 

quantitative validation of these perspectives would present a stronger argument to support these 

recommendations. I am concerned that without statistically significant quantitative findings in 

support of the recommendations, decision makers such as the government or police services may 

minimize the research findings and instead question how to quantify the return on investment. 

Resilience in preemployment and recruits. I think it would be worthwhile to examine 

resilience from a preemployment perspective. Gilmartin (2002) described a distinctive 

downward spiral once people were hired and trained as police officer. Goerling (2012) also 

pointed the general toxic effect of police work on officer wellness and resiliency. 

There are some general tests for individual resilience. Preemployment tests require 

resources and time, and for those reasons they should be studied and validated carefully before 

being put in place. 

Impact of employee diversity on resilience. The CSPS presently has a challenge with 

diversity. First Nations and female police officers play a valuable and unique role in law 

enforcement, and from the principle of equal representation it is important that the police service 
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reflect the community it serves. I have wondered about the impact of diversity including gender 

and First Nations status upon resilience. What, if any, differences are there between women and 

First Nations members with respect to workplace stressors and strategies to support resilience to 

stress? Further research on this topic would be of value to supporting all members’ resilience. 

Resilience versus recovery programs in policing. The research has touched upon a 

critical distinction between resilience and recovery. Current PTSD and critical incident stress 

management approaches are dedicated to the idea that members are continually in recovery after 

a critical incident. However, these are early days in resilience; therefore, as research evolves, this 

is an area that should be reassessed. Police leaders need to know how resilience and wellness 

programs work in the established programs for formal peer support and for critical incident 

support.  

Resilience programs in suburban versus urban policing settings. The research found 

some very distinct differences between suburban and urban policing. I found these differences 

surprising, despite the fact that I have spent my policing career in both the largest and one of the 

smallest municipal police services in Canada. I would be interested in further pursuing this 

research, as there are very real implications in discussions on amalgamation, public service, and 

costs. It would be interesting to compare other suburban policing settings and urban settings with 

CSPS to see whether the research findings and theory about suburban policing in CSPS are 

found to be true elsewhere. 

Report Summary 

My primary intent in conducting this research was to draw attention to the issue of police 

officer resilience at the CSPS and to explore viable ways to support the capacity of members to 

have personal sustainability in their careers. Participation in this research increased the members’ 
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awareness of their response to stress and encouraged discussion about resilience and team 

support. Resilience has been shown to be a key skill to having a rewarding career at CSPS. As a 

manager at the CSPS, I have learned ways to support resilience for my own team members and 

myself. As a middle manager, I can support the development of a performing team and at the 

same time create an environment that is mindful of resilience. I will create opportunities to 

encourage exercise, meditation, and reflection within the workplace. I will support social 

connections, trusting relationships, and positive emotions on my teams. I will be mindful of the 

need for my members to cope with stress through resilience. 
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Appendix A: Organizational Action Research Model 

 

Note. From Action research engagement: Creating the foundations for organizational change. 

ALARA Monograph Series (Action Learning Action Learning Association), (Monograph No. 

5)(p. 20). by W. Rowe, N. Agger-Gupta, B. Harris, & M. Graf. (2013). Copyright 2013. 

Reprinted with permission. 
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Appendix B: Advisory Team Letter of Agreement and Consent 

[Date] 

To: [Email address and Name of Respondent] 

From: CSPS Sergeant Greg Johnson 

In partial fulfillment of the requirement for a Master of Arts in Leadership Degree at Royal 

Roads University, Greg Johnson (the Student) will be conducting an inquiry research study to 

find out what strategies CSPS can adopt to support employee resilience. His credentials as a 

researcher with RRU can be established by contacting Brigitte Harris, Director of the School of 
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Inquiry Team Member Role Description 

As a volunteer Inquiry Team Member assisting the Student with this project, your role may 

include one or more of the following: providing advice on the relevance and wording of 

questions and letters of invitation and consent form; supporting the logistics of the data-gathering 

methods, including observing, assisting, or facilitating an interview, or focus group; taking notes; 

and transcribing or analyzing data to assist the Student and the CSPS organizational change 

process. In the course of this activity, you may be privy to confidential inquiry data. 

Confidentiality of Inquiry Data 

In compliance with the Royal Roads University Research Ethics Policy, under which this inquiry 

project is being conducted, all personal identifiers and any other confidential information 

generated or accessed by the inquiry team advisor will only be used in the performance of the 

functions of this project, and must not be disclosed to anyone other than persons authorized to 

receive it, both during the inquiry period and beyond it. Recorded information in all formats is 

covered by this agreement. 

Personal identifiers include participant names, contact information, personally identifying turns 

of phrase or comments, and any other personally identifying information. 

In situations where potential participants in a work setting report directly to the Student, you, as a 

neutral third party with no supervisory relationship with either the Student or potential 

participants, may be asked to work closely with the Student to bridge this potential or actual 

conflict of interest in this study. Such requests may include asking the Inquiry Team member to: 

send out the letter of invitation and consent form to potential participants, receive letters/emails 

of interest in participation from potential participants, independently make a selection of 

received participant requests based on criteria you and the Student will have worked out 

previously, formalize the logistics for the data-gather method, including contacting the 

participants about the time and location of the interview or focus group with the presence or 

knowledge of which participants were chosen) using the protocol and questions worked out 

previously with the Student, and producing written transcripts of the interview or focus group 

with all personal identifiers removed before the transcripts are brought back to the Student for 

the data analysis phase of the study. 
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This strategy means that potential participants with a perceived power-over relationship will be 

assured they can confidentially turn down the participation request from the Student, as this 

process conceals from the Student which potential participants chose not to participate or simply 

were not selected by you, the third party, because they were out of the selection criteria range 

(they might have been a participant request coming after the number of participants sought for 

example, interview number 11 when only six participants are sought). 

Inquiry Team members asked to take on such third party duties in this study will be under the 

direction of the Student and will be fully briefed by the Student as to how this process will work, 

including specific expectations, and the methods to be employed in conducting the elements of 

the exercise, except where such support would reveal the identities of the actual participants. 

Personal information will be collected, recorded, corrected, accessed, altered, used, disclosed, 

retained, secured and destroyed as directed by the Student, under direction of the Royal Roads 

Academic Supervisor. 

Inquiry Team Members who are uncertain whether any information they may wish to share about 

the project they are working on is personal or confidential will verify this with Greg Johnson, the 

Student. 

Statement of Informed Consent: 

I have read and understand this agreement. 

 

________________________ _________________________ _____________ 

Name (Please Print) Signature Date 
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Appendix C: Questions for Interviewing the Chief of Police 

Thank you for participating. Again this is completely voluntary and confidential. I am seeking to 

answer the research question “How might the CSPS provide effective support to police officers 

to give them resilience?” To assist me in answering this question, could you please answer the 

following: 

1. What has been your best experience in your time as a senior command officer, of how a 

stressful situation was handled in a resilient way? What happened? 

2. What do you believe as a senior command officer are the principle causes of stress for the 

members of the CSPS? 

3. What as a senior command officer do you regard as the costs to the organization of members 

experiencing stress? 

4. As a senior command officer what do you see as the successful tools that you see being used 

to afford members of the CSPS resilience to stress? 

5. As a senior command officer what opportunities do you believe would be feasible for the 

CSPS to implement to support members in their resilience to stress? 

6. As a senior command officer what are the barriers that you see to implementing programs to 

support members in resilience to stress? 
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Appendix D: Invitation to Chief of Police to Participate 

[Date] 

To: Chief of Police Paul Hames 

From: Sergeant Greg Johnson 

I am contacting you in my role as a student and researcher with Royal Roads University. I am 

asking for your participation on a completely voluntary basis with my research. 

I am conducting a research project on the possibilities of how CSPS might support all members 

in building personal resilience. The project will include discussing the costs of stress to the 

members and CSPS organization. The project will explore the possibilities of supporting the 

resilience of CSPS members. 

Given the very unique perspectives that you will have on the issues at hand, I believe that some 

of the data will be obviously coming from a member of the executive. For this reason, I would 

like to ask you to participate in the research project as a known participant. I would anticipate 

inserting direct quotations from you if this is a choice that you would agree with. 

To help in providing data for this project, I would like to invite you to be interviewed on behalf 

of the police executive. The interview will be semi-structured. I anticipate that the interview will 

take about half an hour. Please advise by reply e-mail if you will participate in this research. 

 

Respectfully 

Sergeant Greg Johnson 
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Appendix E: Informed Consent Chief of Police 

Welcome to the Central Saanich Police Service interview on supporting police officer resilience. 

This interview will take about half an hour to complete. I will ask you a series of questions about 

the effect of stress on police officers and how you think the CSPS could better support CSPS 

members with resilience. You will also be asked for your thoughts on what the CSPS could do to 

support members’ resilience. 

This interview will be audio taped and transcribed. Given the unique nature of your responses as 

a member of the executive, I will ask your permission to cite and quote your responses. 

The findings from this interview will be used to create a final report. They may then use this data 

to create a CSPS resiliency program. The final report may be shared with other law enforcement 

agencies in North America. 

This interview is also being conducted as part of a research project on resilience being conducted 

by Sergeant Greg Johnson at Royal Roads University School of Leadership Studies. His 

credentials as a researcher with RRU can be established by contacting Brigitte Harris, Director of 

the School of Leadership Studies at [telephone number] or [email address]. 

A copy of the final report will be housed at Royal Roads University and will be publicly 

accessible on the Canada Thesis Portal. The report will also be catalogued in University 

Microfilms International (UMI) and ProQuest. 

All documentation and recordings will be kept strictly confidential and held in a locked cabinet 

for a period of one year from the date of publication. 

You are not compelled to participate in this research project. If you do choose to participate, you 

are free to withdraw at any time without prejudice, simply advise the interviewer, Sgt. Greg 

Johnson and he will depart. Similarly, if you choose not to participate in this research project at 

all, you are free to advise Sgt. Greg Johnson and he will depart now and your decision will be 

maintained in confidence. Also if within 2 weeks of the interview you should wish to withdraw, 

your data will be removed from the research project. 

Thank you for consenting to participate in the interview. 
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Appendix F: Invitation to Patrol Members to Interview 

[Date] 

To: [Email address and Name of Participant] 

From: Confidential Clerk 

I am contacting you in my role as a student and researcher with Royal Roads University. I would 

like to stress that I am asking for your participation on a completely voluntary and confidential 

basis with my research. I am conducting a research project on the possibilities of how CSPS 

might support all members in building personal resilience. 

To help in providing data for this project, I would like to invite you to be interviewed as a 

member of the CSPS. The interview will be semi-structured. I anticipate that the interview will 

take about half an hour. Please advise by reply e-mail if you will participate in this research. 

Respectfully 

Confidential Clerk 
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Appendix G: Instructions for Participating Patrol Members 

[Date] 

To: [Patrol Member’s Name] 

From: Confidential Clerk 

Thank you for responding positively to my previous invitation to participate in a study on 

resilience by being interviewed as a member of CSPS. 

This interview will take about half an hour to complete. We will ask you a series of questions 

about how you think the CSPS could better support CSPS members with resilience. You will 

also be asked for your thoughts on what programs the CSPS could introduce to support you in 

your own resilience. 

This interview will be audio taped and transcribed. To maintain the confidentiality of your 

responses, code numbers will be assigned to each of you to maintain your anonymity. Other than 

this consent form, your name will not appear on any documentation. 

The findings from this interview will be used to create a final report for senior management for 

their consideration. They may then use this data to create a CSPS resiliency program. The final 

report may be shared with other law enforcement agencies in North America. 

This interview is also being conducted as part of a research project on resilience being conducted 

by Sergeant Greg Johnson at Royal Roads University School of Leadership Studies. His 

credentials as a researcher with RRU can be established by contacting Brigitte Harris, Director of 

the School of Leadership Studies at [telephone number] or [email address]. 

A copy of the final report will be housed at Royal Roads University and will be publicly 

accessible on the Canada Thesis Portal. The report will also be catalogued in University 

Microfilms International (UMI) and ProQuest. 

The information you provide will be summarized, in anonymous format, in the body of the final 

report. At no time will any specific comments be attributed to any individual. All documentation 

and recordings will be kept strictly confidential and held in a locked cabinet for a period of one 

year from the date of publication. 

You are not compelled to participate in this research project. If you do choose to participate, you 

are free to withdraw at any time without prejudice, simply advise the interviewer, and depart. 

Similarly, if you choose not to participate in this research project at all, you are free to advise the 

interviewer and he will depart now and your decision will be maintained in confidence. Also if 

within 2 weeks of the interview you should wish to withdraw, your data will be removed from 

the research project. 

Thank you for consenting to participate in the interview. 
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Appendix H: Consent Page For Patrol Members Interviews 

[Date] 

To: [Patrol Member’s Name] 

From: Third-Party Interviewer 

Welcome to the Central Saanich Police Service interview on supporting police officer resilience. 

This interview will take about half an hour to complete. We will ask you a series of questions 

about how you think the CSPS could better support CSPS members with resilience. You will 

also be asked for your thoughts on what programs the CSPS could introduce to support you in 

your own resilience. 

This interview will be audio taped and transcribed. To maintain the confidentiality of your 

responses, code numbers will be assigned to you to maintain your anonymity. Other than this 

consent form, your name will not appear on any documentation. 

The findings from this research project will be used to create a final report for senior 

management for their consideration. They may then use this data to create a CSPS resiliency 

program. The final report may be shared with other law enforcement agencies in North America. 

This interview is also being conducted as part of a research project on resilience being conducted 

by Sergeant Greg Johnson at Royal Roads University School of Leadership Studies. His 

credentials as a researcher with RRU can be established by contacting Brigitte Harris, Director of 

the School of Leadership Studies at [telephone number] or [email address]. 

A copy of the final report will be housed at Royal Roads University and will be publicly 

accessible on the Canada Thesis Portal. The report will also be catalogued in University 

Microfilms International (UMI) and ProQuest. 

The information you provide will be summarized, in anonymous format, in the body of the final 

report. At no time will any specific comments be attributed to any individual. All documentation 

and recordings will be kept strictly confidential and held in a locked cabinet for a period of one 

year from the date of publication. 

You are not compelled to participate in this research project. If you do choose to participate, you 

are free to withdraw at any time without prejudice, simply advise the interviewer, and depart. 

Similarly, if you choose not to participate in this research project at all, you are free to advise the 

interviewer and he will depart now and your decision will be maintained in confidence. Also if 

within 2 weeks of the interview you should wish to withdraw, your data will be removed from 

the research project. 

If you chose to participate, all comments and responses during this interview must be kept in 

strict confidence within the group. By agreeing to participate, you are also agreeing to maintain 

the confidentiality of the group. 

Thank you for consenting to participate in the interview. 
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Appendix I: Email Confirming Inclusion in Research 

[Date] 

To: [Patrol Member’s Name and email address] 

From: Third Party Interviewer 

Thank you for responding to the CSPS research inquiry. You have been selected to participate in 

the inquiry. 

On [date and time] you will be interviewed at Brentwood Bay Library. You will be interviewed 

by [Interviewer’s Name]. 

This interview will take about half an hour to complete. The interviewer will ask you a series of 

questions about how you think the CSPS could better support CSPS members with resilience. 

You will also be asked for your thoughts on what programs the CSPS could introduce to support 

you in your own resilience. 

This interview will be audio taped and transcribed. To maintain the confidentiality of your 

responses, code numbers will be assigned to each of you to maintain your anonymity. Your name 

will not appear on any documentation. Should you wish to withdraw at any time, the interview 

will stop and your data will not be included in the inquiry data set. 

The findings from this interview will be used to create a final report for senior management for 

their consideration. They may then use this data to create a CSPS resiliency program. The final 

report may be shared with other law enforcement agencies in North America. 

This interview is also being conducted as part of a research project on resilience being conducted 

by Sergeant Greg Johnson at Royal Roads University School of Leadership Studies. His 

credentials as a researcher with RRU can be established by contacting Brigitte Harris, Director of 

the School of Leadership Studies at [telephone number] or [email address]. 

A copy of the final report will be housed at Royal Roads University and will be publicly 

accessible on the Canada Thesis Portal. The report will also be catalogued in University 

Microfilms International (UMI) and ProQuest. 
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Appendix J: Questions for Interviewing Front-Line Members 

Thank you for participating. Again this is completely voluntary and confidential. I am seeking to 

answer the research question “How might the CSPS provide effective support to police officers 

to give them resilience?” To assist me in answering this question, could you please answer the 

following: 

1. What has been your best experience in your time as a member of CSPS, of how a stressful 

situation was handled in a resilient way? What happened? 

2. What do you believe as a sworn member are the principle causes of stress for the members of 

the CSPS? 

3. What as a sworn member do you regard as the costs to the organization of members 

experiencing stress? 

4. As a sworn member what do you see as the successful tools that you see being used to afford 

members of the CSPS resilience to stress? 

5. As a sworn member what opportunities do you believe would be feasible for the CSPS to 

implement to support members in their resilience to stress? 

6. As a sworn member what are the barriers that you see to implementing programs to support 

members in resilience to stress? 
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Appendix K: Invitation for Focus Group Participants 

[Date] 

To: [Email address and Name of Participant] 

From: Sergeant Greg Johnson 

I am contacting you in my role as a student and researcher with Royal Roads University. I would 

like to stress that I am asking for your participation on a completely voluntary and confidential 

basis with my research. I am conducting a research project on the possibilities of how CSPS 

might support all members in building personal resilience. The project will include exploring the 

possibilities of a reliance program or course for CSPS members. This program would be 

designed for the large percentage of police officers. 

To help in providing data for this project, I would like to invite you to participate in a focus 

group which will be facilitated by a qualified facilitator (insert name). Your participation will be 

known to other members of the focus group, however it will be kept confidential outside of this 

group. The purpose of having a focus group with the Sergeant’s rank will be to share ideas 

regarding the issue of member resilience from the unique perspective of this rank. I anticipate 

that the focus group will take about an hour. Please advise by reply e-mail if you will participate 

in this research. 

Respectfully 

Sergeant Greg Johnson 
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Appendix L: Informed Consent for Focus Group Participants 

Welcome to the Central Saanich Police Service interview on supporting police officer resilience. 

This interview will take about half an hour to complete. We will ask you a series of questions 

about how you think the CSPS could better support CSPS members with resilience. You will 

also be asked for your thoughts on what programs the CSPS could introduce to support you in 

your own resilience. 

This interview will be audio taped and transcribed. To maintain the confidentiality of your 

responses, code numbers will be assigned to each of you to maintain your anonymity. Other than 

this consent form, your name will not appear on any documentation. 

The findings from this focus group will be used to create a final report for senior management 

for their consideration. They may then use this data to create a CSPS resiliency program. The 

final report may be shared with other law enforcement agencies in North America. 

This interview is also being conducted as part of a research project on resilience being conducted 

by Sergeant Greg Johnson at Royal Roads University School of Leadership Studies. His 

credentials as a researcher with RRU can be established by contacting Brigitte Harris, Director of 

the School of Leadership Studies at [telephone number] or [email address]. 

A copy of the final report will also be housed at Royal Roads University and will be publicly 

accessible. 

The information you provide will be summarized, in anonymous format, in the body of the final 

report. At no time will any specific comments be attributed to any individual. All documentation 

and recordings will be kept strictly confidential and held in a locked cabinet for a period of one 

year from the date of publication. 

You are not compelled to participate in this research project. If you do choose to participate, you 

are free to withdraw at any time without prejudice, simply advise the interviewer, Sgt. Greg 

Johnson and you may depart. Participants in a focus group have the right to withdraw from 

participation, but comments they have made in the group have influenced the conversation and 

will remain as anonymous data in the inquiry data set. 

If you chose to participate, all comments and responses during this interview must be kept in 

strict confidence within the group. By agreeing to participate, you are also agreeing to maintain 

the confidentiality of the group. 

Thank you for consenting to participate in the focus group. 
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Appendix M: Questions for Focus Group Participants 

Thank you for participating. Again this is completely voluntary and confidential. I am seeking to 

answer the research question “How might the CSPS provide effective support to police officers 

to give them resilience?” To assist me in answering this question, could you please answer the 

following: 

1. What has been your best experience in your time as a member of CSPS, of how a 

stressful situation was handled in a resilient way? What happened? 

2. What do you believe as a sworn member are the principle causes of stress for the 

members of the CSPS? 

3. What as a sworn member do you regard as the costs to the organization of members 

experiencing stress? 

4. As a sworn member what do you see as the successful tools that you see being used to 

afford members of the CSPS resilience to stress? 

5. As a sworn member what opportunities do you believe would be feasible for the CSPS to 

implement to support members in their resilience to stress? 

6. As a sworn member what are the barriers that you see to implementing programs to 

support members in resilience to stress? 

 


