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Abstract 

The impact of occupational stress on employees’ health and work performance costs U.S. 

companies $300 billion annually; work-related stress is an issue for private security 

organizations all over the world. The purpose of this single case study was to explore 

strategies private security organizational leaders used to mitigate private security officers’ 

occupational stress. The study participants were 4 leaders of a private security 

organization in Bahrain who had a minimum of 5 years of experience in the private 

security field and had addressed occupational stress successfully. The human capital 

theory was the conceptual framework used for this study. Data were collected using 

semistructured interviews and review of archival documents. Yin’s 5-step data analysis 

plan was applied to the data to generate 4 themes: private security occupational stressors, 

occupational stress reduction practices, leaders-officers open communication, and health 

protection policies. The identification and development of job stressor mitigation 

strategies has multiple implications for positive social change including protecting 

employees’ well-being and increasing their working performance, productivity, and 

business success. Improving work performance and productivity produces opportunities 

for employment and supports economic growth and community goodwill. The practices 

of a successful organization positively influence the society by providing jobs and capital 

investments, which can improve the quality of life in the community.
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Section 1: Foundation of the Study 

Background of the Problem 

 Occupational stress is a primary concern for many industry leaders (Nerurkar, 

2014). Work-related stress refers to the adverse mental, physical, and behavioral 

reactions to intense work demands (Shoba & Kalpana, 2016). Job stress has an adverse 

effect on employees’ work performance and health (Russell, Cole, & Jones, 2014), which 

leads to significant losses to businesses (Goswami, 2015). Job stress also has a negative 

consequence on human potentials (Khuong & Yen, 2016), which includes spiritual, 

intellectual, emotional, and physical potentials (Pluta & Rudawska, 2016).  

 U.S. companies pay $68 billion a year for their employees’ health care and the 

treatment of work stress-related illnesses, which also decreases their profits by 10% 

(O’Keefe, Brown, & Christian, 2014). Moreover, lost productivity time because of job-

related health problems costs U.S. firms $226 billion annually (Marzec, Scibelli, & 

Edington, 2015). U.S. companies have increasingly realized the benefits of workplace 

wellness programs to mitigate the negative impact of occupational stress-related chronic 

diseases, which are expected to cost those companies around $4.2 trillion annually by 

2023 (Smith, Damron, & Melton, 2017). 

 Russell et al. (2014) stated that security work is the most stressful job. Security 

officers suffer more burnout and illnesses than other employees do (Russell et al., 2014). 

Private security is as stressful as public security (Nerurkar, 2014). Private security 

organizations offer different types of protection services than public security, but for fees 

(Asomah, 2017). In my organization, for example, private security departments are 

https://www.emeraldinsight.com/author/Smith%2C+Alan+David
https://www.emeraldinsight.com/author/Damron%2C+Terry
https://www.emeraldinsight.com/author/Melton%2C+Amye
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responsible for the protection of the company employees, guests, facilities, information, 

and other assets.  

Investing in employees’ health is an investment to maintain substantial economic 

growth (Pocas, 2014). Maintaining good health conditions among employees is a primary 

factor for improving their work performance, productivity, and profitability (Scuffham, 

Vecchio, & Whiteford, 2014). Leaders must consider employees’ health as a strategy for 

being a more competitive organization. Leaders can provide workplace wellness 

programs for their employees to reduce occupational stress and elevate work performance 

(Mosadeghrad, 2014). 

Problem Statement 

Occupational stress has an adverse effect on employees’ well-being and 

organizational job performance (Lee, Yun, & Lee, 2015). The lost productivity time 

associated with decreased performance for health-related factors costs U.S. organizations 

approximately $226 billion a year (Marzec et al., 2015). The general business problem 

was that private security officers’ stress-related illnesses affect private security 

companies’ organizational performance negatively. The specific business problem was 

that some private security organizational leaders lack strategies to mitigate private 

security officers’ occupational stress. 

Purpose Statement 

The purpose of this qualitative single case study was to explore the strategies 

private security organizational leaders used to mitigate private security officers’ 

occupational stress. The targeted population consisted of four private security leaders 
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working in a private security organization located in Manama, Bahrain, in the Middle 

East Region, who had successfully reduced the impact of occupational stress on their 

employees. The results of this study could contribute to positive social change in the form 

of improved productivity for private security organizations as well as other types of 

businesses, strengthened private security organizational social commitment toward 

families and communities, enhanced private security officer job performance, and 

increased job satisfaction for private security officers. 

Nature of the Study 

The qualitative research method was appropriate for this study in which I 

explored strategies to mitigate the negative impact of private security work negative 

stressors. The chosen method was consistent with the method that Clark, Michel, Early 

and Baltes (2014) used to explore strategies for coping with occupational stressors. 

Quantitative analysis is an approach that researchers use to examine the relationships or 

differences among variables (Sabir, Akhtar, Zakir, Nadeem, & Rehman, 2014). Since the 

objective of this study was not to examine the relationship or differences between 

variables, a quantitative method was not appropriate. Mixed methods research comprises 

qualitative and quantitative methods, enabling researchers to both examine and explore 

constructs and variables to understand phenomena (Cameron & Molina-Azorin, 2011). A 

mixed method was not suitable for this study because answering the research question did 

not require the extensive examination of the relationships or differences between 

variables. 
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Using a qualitative case study design helps explain, describe, and explore the 

phenomenon under study (Dresch, Lacerda, & Miguel, 2015). Since the purpose of this 

study was to explore successful strategies private security organizational leaders used to 

mitigate the effects of negative stressors on private security officers’ work performance, a 

case study was the most applicable design. Qualitative single case studies contain rich 

data for the in-depth understanding of the research phenomena (Gaya & Smith, 2016). 

The single case study could be of an organizational unit, a person, or a group of 

individuals (Ray, 2015). In this study, I focused on a particular group of private security 

leaders; therefore, employing a single case study was appropriate to address the problem 

in this study. 

Researchers use the phenomenological design to document the meanings of 

participants’ experiences with a specific situation. A phenomenological research design 

was not suitable for exploring strategies that could reduce the impact of negative stressors 

on private security officers’ health and improve their work performance because the 

study did not involve documenting the meanings of participants’ real-life experiences 

with a particular phenomenon (Boden, Muller, & Nett, 2011). Researchers use the 

narrative design to describe and analyze the life stories or histories of individuals (Loo, 

Cooper, & Manochin, 2016). The narrative design was not appropriate for this study 

because I did not intend to gather and explore life stories and experiences. The 

ethnographic design is applicable in studies involving cultural and behavioral aspects of 

different groups to help researchers reveal the meaning of human behavior within a 
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cultural context (Robinson, 2013); therefore, this design was also not suitable for 

exploring business strategies to mitigate the negative impact of occupational stressors.  

Research Question 

What strategies do private security organizational leaders use to mitigate private 

security officers’ occupational stress? 

Interview Questions 

1. What are the occupational stressors in the private security work? 

2. What strategies do you use to identify stressors in the private security 

occupation? 

3. How do your security officers communicate potential stressors to you? 

4. What strategies do you use to prepare security officers for work-related 

stressors? 

5. How have you implemented each of your occupational stress mitigation 

strategies? 

6. What means do you use to measure the effectiveness of your strategies in 

mitigating the private security officers’ occupational stress? 

7. How effective have your strategies been in reducing security officers’ 

occupational stress and how do you know? 

8. How do you communicate your stress mitigation efforts to your security 

officers? 

9. What else can you share with me about strategies to mitigate security officers’ 

occupational stress? 
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Conceptual Framework 

The human capital theory was the conceptual framework I used for this study. 

Schultz developed the human capital theory in 1961 (Pijalovic, 2013; Sweetland, 1996). 

Human capital refers to the health, education, skills, and innovative capabilities of 

individuals to play a productive part in the creation of new values for their organizations. 

Schultz developed the concept of human capital in the early 1960s while examining the 

cost of education as an education investment (Pijalovic, 2013). According to Pocas 

(2014), traditionally, the human capital theory was associated with education; however, 

the theory has assumed a broader field of applications to include health. In addition to 

health and education, the human capital theory, more recently, has included all human 

qualities that can affect an individual’s and a company’s labor productivity, including 

physical health, physical and mental capabilities, incentives for work and growth, and 

skills and competencies (Pocas, 2014).  

The basic tenet of the human capital theory is that better human capital leads to 

better performance (Becker, 1962). Economists have concluded that the combination of 

human and physical capital is a vital ingredient for the growth of the economy (Pijalovic, 

2013). Becker (1962) found the return an organization receives from investing in its 

workforce is similar to the benefits the organization receives from its other capital 

investments. The underlying assumption of the human capital theory is investing in the 

workforce can result in increased organizational value. I anticipated that the human 

capital theory would facilitate my understanding of the successful strategies for 

maintaining security officers’ health and job performance by investing in eliminating or 
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reducing occupational stressors (e.g., working variable shifts and the hazards of security 

work). 

Operational Definitions 

Cost of lost productivity: The cost of poor work performance because of 

illnesses (Marzec et al., 2015). 

Occupational stress: The adverse mental, physical, and behavioral reactions that 

occur when work requirements exceed an employee’s capability (Shoba & Kalpana, 

2016). 

Private security organizations: The security companies and departments that 

provide security protection services for fees. The protection services that private security 

organizations provide cover different types of security requirements to control crimes, 

protect lives and other assets, and maintain order at their employers’ facilities (Asomah, 

2017).  

Private security negative stressors: All private security work-related factors that 

lead to occupational stress, such as working variable shifts, hazards associated with the 

job, public expectations, lack of clear guidelines, lack of training, and being exposed to 

violence (Money & Ehimwenma, 2016). 

Work performance: Employees’ abilities to complete their tasks successfully and 

the degree of quality they demonstrate (Khuong & Yen, 2016). 

Assumptions, Limitations, and Delimitations 

Assumptions, limitations, and delimitations may affect the validity of a study 

(Marshall & Rossman, 2016). Unnoticed assumptions may result in invalid conclusions. 
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Researchers can explain the relevance of their studies and ensure the validity when they 

recognize and highlight their assumptions (Lub, 2015). 

Assumptions 

Assumptions are unproven facts or claims assumed to be true (Foss & Hallberg, 

2014). My first assumption was that occupational stress had a negative impact on work 

performance. Another assumption was that security jobs were one of the most, if not the 

most, stressful occupation. The final assumption I made was that I had selected the 

appropriate population to investigate the phenomenon under study. I assumed that the 

participants had full recollection to add richness to the study.  

Limitations 

Limitations are potential forces of a study, such as time, place, and conditions, 

that researchers cannot control (Marshall & Rossman, 2016). I identified one limitation in 

this study. The limitation was the findings of this research were not generalizable to all 

small businesses everywhere because of the sample size. 

Delimitations 

Delimitations are aspects of a study and are the distinctive points that define and 

limit the boundaries of research. Unlike limitations, researchers have control over 

delimitations (Marshall & Rossman, 2016). I identified one delimitation in this study: 

The study included only private security leaders in a selected organization in Bahrain.  



9 

 

Significance of the Study 

Contribute to Effective Practice of Business 

Job performance is a significant criterion for organizational outcomes and 

achievements. Work performance determines businesses’ successes or failures (Contan, 

2015). One of the factors that affect job performance is occupational stress. Goswami 

(2015) found occupational stress has a harmful effect on employees’ health and 

businesses’ productivity and profit. Lee et al. (2015) also noted that workplace stress 

could negatively affect organizations’ overall productivity and profit.   

Contribution to Positive Social Change 

Money and Ehimwenma (2016) posited that identifying the stressors associated 

with law enforcement work is critical to avoiding their adverse consequences on the 

security officers and their organizations. Public and private firms invest in minimizing 

workplace stressors because of the harmful effects that elevated occupational stress cause 

(Lee et al., 2015). As a source of competitive advantage, organizational leaders must 

explore strategies to develop and maintain a healthy and productive work environment 

that reflects positively in job satisfaction and overall economic growth (Warnsley, 2015).  

Stephan, Patterson, Kelly, and Mair (2016) noted one of the main challenges that 

society faces is public health. The authors concluded that employers could play a critical 

role in addressing such challenges by promoting transformational processes to improve 

societal well-being through positive social change. The results of this study could 

contribute to social change by identifying effective strategies for private security leaders 

to mitigate occupational stress, reduce health care costs, and improve employees’ health. 



10 

 

Consequently, the employees could be more efficient in fulfilling their commitments and 

contributions to their families’ ability to increase support for community events such as 

volunteer activity, elderly support efforts, general awareness programs, etc.  

A Review of the Professional and Academic Literature 

The purpose of this qualitative single case study was to explore the strategies 

private security leaders use to mitigate the occupational stress leading to private security 

officers’ poor work performance. According to Mosadeghrad (2014) and Russell et al. 

(2014), work-related stress has a negative impact on employees’ health and work 

performance. Occupational stressors reduce employees’ work performance and 

motivation for work, which cause employees to be less productive and less safe in the 

workplace (Goswami, 2015). Idris, Dollard, and Winefield (2010) noted occupational 

stress also has harmful consequences on businesses’ productivity and profitability. 

Nerurkar (2014) stated that work-related stress is a main concern to both public and 

private security agencies. Goswami (2015) added that security officers work under 

continuous stressful conditions. The nature of security work exposes security officers to 

occupational stressors more than employees working other jobs (Lather, Aggarwal, & 

Samantray, 2011). Investing to mitigate occupational stress and maintain the good health 

of employees is a critical factor for improving work performance, productivity, and 

business success (Pocas, 2014; Scuffham et al., 2014). Business leaders must consider 

employees’ health a priority to have organizations that are more competitive.  

This literature review comprised 80 articles. I obtained most of the articles the 

Business Source Complete database accessed through the Walden University Library. I 
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also used other databases, such as ABI/INFORM, EBSCOhost, Emerald, Google Scholar, 

ProQuest, and SAGE. My search strategy for sources to develop the literature review 

included the search of keywords and a combination of themes including (a) occupational 

stress,(b)  work performance, (c) employees’ health, (d) workplace wellness programs, 

(e) transformational leadership, (f) health protection policies, (g) law enforcement,(h)  

private security, and (i) human capital theory. Out of the 80 sources I used in the 

literature review, 70 (87.5%) were published in 2014 or later. Moreover, 77 (96%) were 

peer-reviewed academic articles published in scholarly journals. Table 1 includes the 

literature review sources.  

Table 1. Literature Review Sources Count 

Literature Review Sources Count 

Literature type 

Current 

sources 

Older 

sources 

Total 

sources  

% 

Sources used in the 

literature review 

70 10 80 87.5 

Peer-reviewed journals 

used for literature review 

69 8 77 96 

In this literature review, I will address work stress and its negative impact on 

employees’ health and job performance as well as on business sustainability. My analyses 

will include the findings of scholarly, peer-reviewed studies conducted in the field of 

occupational stress, employees’ health, and work performance. I will include a summary 
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of the human capital theory and its relation to the topic. The human capital theory was the 

conceptual framework I used in this study. My review of the literature revealed the 

negative impact of occupational stress on employees’ health and job performance and 

organizations’ productivity and profitability (see Goswami, 2015; Khuong & Yen 2016; 

Wang, Zheng, Hu, & Zheng, 2014).  

In the review, I will also discuss the concept of work-related stress, in general, 

before concentrating on the stressors associated with private security job. Law 

enforcement work, both public police and private security, is among the most stressful, 

high-risk occupations in the world (Nerurkar, 2014; Russell et al., 2014). During the 

literature review, I will identify several themes relating to occupational stress, including 

factors that negatively affected employees’ health, job satisfaction, work performance, 

productivity, and profitability, while the cost of medical care increases. I will also discuss 

several tools for managing job stress, including health protection policies, ethical work 

environment, corporate social responsibility, leadership style, and on-site wellness 

programs. 

Human Capital Theory 

The human capital theory was the conceptual framework for this study. The 

theory includes the idea that all human skills affect the productivity of employees and 

organizations (Pocas, 2014). In the theory, it was assumed that the return on investment a 

company generates from investing in its human capital is similar to the return on 

investing in other resources (Becker, 1962). 
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Definition of human capital. Various authors defined human capital in different 

ways. According to Pijalovic (2013), human capital refers to the health, education, and 

innovative capabilities of individuals to play a constructive part in the creation of new 

values for their organizations. Espin, Jimenez, and Costa (2015) defined human capital as 

the experiences, skills, and abilities that individuals have and utilize to add competitive 

advantages.  

Value of human capital. Skare and Lacmanovic (2015) stated human capital is a 

vital engine for the growth of the economy. Human capital is a primary intangible 

element for improving results and a tool for developing competitive advantages. 

Intangibles are the hidden values of businesses. Financial performance and physical 

assets do not measure intangibles (Skare & Lacmanovic, 2015). Intangible assets are not 

new to businesses’ overall market value but are increasingly becoming a central portion 

of companies’ total market capitalization. While firms used to determine their market 

value by 75%-90% of their financial performance, recently 50% of the market value is 

tied to the intangible assets in the form of the human capital (Skare & Lacmanovic, 

2015). Businesses and employees become tangible assets by giving shareholders 

confidence in the companies’ future earnings (Ulrich & Smallwood, 2005). According to 

Espin et al. (2015), many theoretical and empirical studies have acknowledged the 

significant role of human capital on work performance and in economic growth. Human 

capital is among the primary factors that companies use to reach excellence and sustain 

effectiveness. 
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Becker (1962) indicated the intangible value embraced in the human capital 

concept, including fostering a well-developed, healthy workforce, could make as much as 

50% of the difference between an organizations’ book value and market value. 

Estimating the direct and indirect value employees add to their organizations is essential 

to the human capital theory. The human capital resource, which is an intangible asset, 

could contribute to organizations’ competitive advantage more than a tangible asset. 

Economists argued that the combination of human and physical resources is a vital 

ingredient for the growth of the economy (Pijalovic, 2013).  

Dimensions of human capital. Pocas (2014) mentioned that traditionally, 

education was the only dimension of the human capital theory until the notion of the 

theory became broader to include health. Education and health were then the two 

dimensions of the human capital for many years. More recently, the notion of human 

capital theory began to include all qualities of humans on which an individual’s and a 

company’s labor productivity depend. Human qualities include education, physical 

health, physical and mental capabilities, incentives for work and growth, skills, and 

competencies. McIntyre (2002) noted the multiple benefits of the human capital theory 

are significant aspects of the theory.  

Investment in human capital. Organizations must build sustainability by 

enhancing and relying on the capabilities of their workforce. Human capital abilities 

increase the confidence of investors in the future success of firms, which increases their 

market capitalization. Employees’ capabilities are not only the competencies required to 

run operations smoothly, but also the indications of the type of skills and abilities that 
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transform intangible assets into tangible resources. Such intangibles engage the 

workforce, satisfy clients, establish reputation and confidence among shareholders, and 

build the firm’s long-term sustainability and competitive advantage (Ulrich & 

Smallwood, 2005).  

Becker (1962) argued organizations expect return from investments in their 

human resources. The return an organization receives from investing in its workforce is 

similar to the benefits the company receives from other capital investments, if not more 

(Becker, 1962). Investments in human capital strengthen employees’ commitment, which 

increases clients’ loyalty and an organization’s profitability. Companies investing in 

human capital will have more financial returns than businesses that do not invest in 

human resources (Ulrich & Smallwood, 2005).  

 Investment in employees’ health. Health is a fundamental element in every 

person’s life. Healthy people can concentrate on their jobs and careers and accomplish 

their objectives. Employees’ health condition affects their ability for intellectual, social, 

emotional, and physical development. Health conditions can determine a person’s 

learning capabilities, productivity, personal development, and future economic income. 

While employees’ good health is a significant factor for increasing the possibility of their 

participation in the labor market, workers’ poor health may lead to adverse influences on 

earnings and retirement (Zizek & Mulej, 2016). 

According to Pocas (2014), health may depreciate over time; however, people can 

always invest to maintain a proper status of their health. A condition of good health is a 

person’s most valuable asset (Pijalovic, 2013). Health is not only the absence of illnesses, 
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health is the condition of complete physical, mental, and social well-being of an 

individual. Health has a significant and positive influence on human capital; investing in 

health can improve the human capital (Pocas, 2014). Improving people’s health increases 

the productivity of their countries (Skare & Lacmanovic, 2015). The World Bank has 

promoted several policies to improve health as a strategy to develop and enhance human 

capital.  

Zwetsloot, Scheppingen, Dijkman, Heinrich, and Besten (2010) noted the 

management of workplace health and health improvement are increasingly relevant for 

different types of businesses. Healthy employees are a strategic asset to any organization 

because they are the motor of development and innovations and are a vital resource that 

leads to the achievement of business objectives. For example, positive mental health is 

likely to be a central resource for creativity; in contrast, mental health problems have a 

strong link to loss of productivity (Zwetsloot et al., 2010). A healthy workforce and total 

quality management are two tools with which to achieve business efficiency and success 

(Zwetsloot et al., 2010).  

Providing a healthy work environment is a critical economic and managerial issue 

to various businesses. Working sites with poor health environments could affect 

employees’ health and negatively affect productivity. Promoting work health requires the 

collective efforts of employers, employees, and society to enhance the occupational 

health and well-being of people. There are several steps for promoting health at the 

workplace: (a) first, improve the work organization and work environment; (b) second, 

encourage employees’ participation in health enhancement activities; (c) third, provide 
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and offer different options for healthy living; and (d) fourth, support and promote 

personal development (Zizek & Mulej, 2016).  

 Return on investment (ROI). The authors of the human capital theory considered 

employees’ utilization of their development and improvement, such as increased 

knowledge and enhanced health, a value that generates the success and wealth of the 

organization. Organizations’ investments to enhance their employees’ knowledge, skills, 

and health benefit the workers, increase the value of the human capital resources, and 

improve organizational productivity (McIntyre, 2002). According to Pijalovic (2013) and 

Pocas (2014), investing in employees’ education and health is a significant practice for 

employees’ well-being and for maintaining strong economic growth. Moreover, 

organizations investing to enhance their workers’ health can better promote employees’ 

commitment and satisfy their clients’ expectations (Zizek & Mulej, 2016). Skare and 

Lacmanovic (2015) also indicated human capital could be increased by investing in the 

education, training, and health of the workforce. Since health enhancement significantly 

benefits organizations’ economic growth, health is clearly a vital element of human 

capital (Pocas, 2014).  

Mushkin (1962) noted that the high ROI on promoting employees’ health 

encouraged many firms around the world to invest in their people. Because business 

owners can measure the stock of physical capital in various ways, they can also estimate 

the stock of health capital in people with several methods. Skare and Lacmanovic (2015) 

explained there are different ways to show the role of health in production. For example, 

healthier employees can be more productive than unhealthy employees because of their 
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physical and mental capabilities and their high level of energy. Therefore, a business can 

be more productive and efficient when employees maintain good health.  

Employees’ health is a significant factor that affects organizational costs and 

assets. Having good health enhances the productivity of the workforce by decreasing the 

incapacity and the number of days lost because of sick leave. Employees with poor health 

conditions have more absenteeism than healthier workers (Marzec et al., 2015). Pocas 

(2014) indicated that healthier employees are less absent from work for medical reasons. 

Organizations invest in their employees’ health to reduce their absenteeism (Marzec et 

al., 2015) and presenteeism (Zwetsloot et al., 2010). Pocas added that health is a primary 

value at the individual and social levels. Employees with good health are more productive 

at the organizational level than workers who have poor health. People who maintain 

healthy life styles contribute better to the economic performance of their countries than ill 

people, which has positive outcomes on their societies (Pocas, 2014). 

Human capital theory application to security officers’ health and work 

performance. Security work is more stressful than other jobs. Stress is higher in security 

jobs than any other occupations (Nerurkar, 2014). Security officers have more illnesses, 

absenteeism, and presenteeism cases than other employees (Russell et al., 2014). Thus, 

security organizations could suffer more lost productivity than other businesses because 

of the impact of the occupational stressors on employees' health and productivity. Health 

is a leading dimension of the human capital theory. Since health is a vital dimension of 

the human capital theory (Pijalovic, 2013), the theory, by default, covers security officers' 

health and productivity like all other occupations. 
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Transactional Leadership Theory 

Transactional leadership theory was the opposing theory for this study. Bernard 

Bass was first to describe transactional leadership in 1947 (Nikezic, Puric, & Puric, 

2012). Transactional leaders, or bureaucratic leaders, earn their leadership roles through 

discipline and control. They establish agreements with their followers and create rules for 

behavior. Bass (1985) identified the following fundamental attributes underlying the 

theory: (a) contingent reward, (b) constructive transactions, and (c) corrective actions 

(Northouse, 2016). Transactional leaders set their followers’ wages in a hierarchical 

fashion. Followers know what to expect if they deviate from the leaders’ rules because 

leaders define their rules at the beginning of the relationship. As followers follow the 

rules and provide their labor, transactional leaders give them what they owe and begin to 

set new goals for the next transaction (Nikezic et al., 2012). 

Transactional leadership is different from leader-member exchange leadership 

because transactional leaders do not focus on their followers’ individual needs or 

personal development (Northouse, 2016). Breevaart et al. (2014); Chiaburu, Smith, 

Wang, and Zimmerman (2014) related transactional leadership to employees’ behavior 

and organizational commitment. Organizational leaders who practice transactional 

leadership require employees to perform at a higher level than their peers to foster 

competition (Breevaart et al., 2014). 

The LMX leader’s goal is to build a personal relationship with each follower; 

transactional leaders are not interested in building personal or long-term relationships. 

Transactional leaders emphasize relationship exchanges with their followers. 
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Transactional leaders inform their followers of how they deviate from the leader’s 

standards (Bass, 1985). An example of transactional leadership is the teacher/student 

relationship in schools. The teacher informs the student of the criteria to earn an A, and 

the student works to achieve this goal using the teacher’s instructions as a guide. At the 

end of the class or term, the teacher awards the student what the student has earned, and 

the process starts over for the next academic term.  

In transactional leadership, the leader informs followers in the beginning of what 

they will receive for their compliance and performance (Hamstra, Yperen, Wisse, & 

Sassenberg, 2014). Followers of transactional leaders concentrate on organizational 

rewards, which lead to individual praise that does not foster teamwork (Lord, Brown, & 

Frieberg, 1999). Individuals do whatever the transactional leader wants because they 

want the individual rewards. Conversely, LMX leaders want to foster team building and 

facilitate learning from different perspectives (Hamstra et al., 2014). Transactional 

leaders do not promote professional growth, raise the level of motivation in followers, or 

attend to followers’ needs; thus, transactional leadership theory would have been 

unsuitable as a conceptual framework for my study (Northouse, 2016).  

Transformational Leadership Theory 

Thirty years of research link the transformational leadership practices with 

positive performance results at the individual, group and organizational levels (Banks, 

McCauley, Gardner, & Guler, 2016). James Burns introduced the concept of 

transformational leadership in 1978 (Ramsey, Rutti, Lorenz, Barakat, & Sant’anna 

(2017). Ramsey et al. (2017) added Burns described the transformational leadership as a 
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process in which leaders and followers work together to achieve a higher level of morale 

and inspiration. The strategies transformational leaders use generate substantial change in 

the lives of employees and organizations by reshaping the perceptions and values of 

people. Transformational leaders depend on their personality and ability to make change 

and lead by example by the development of energizing visions and challenging goals. 

Transformational leaders are moral exemplars who work toward the benefit of the 

employees, organizations, and countries (Ramsey et al., 2017).  

In 1985, Bernard Bass extended the work of Burns by focusing on the benefits of 

transformational leadership to businesses (Barbința, Dan, & Mureșan, 2017). 

Transformational leaders succeed in transforming their employees because the employees 

have faith, confidence, loyalty, and respect for the leaders’ qualities, which motivate 

employees to work harder and exceed expectation. Transformational leaders encourage 

employees to suggest and develop new and unique ways to resolve existing challenges 

and to create successful work environment (Chang, 2015; Svendsen, Unterrainer, & 

Jonsson, 2018). There are several conceptions of transformational leadership theory. 

Idealized influence, inspirational motivation, intellectual stimulation, and individualized 

consideration are the four-component model researchers repeated in the exiting literature 

(Meuser et al., 2016).  

I first considered the transformational theory to be the base of this study. 

Transformational leaders inspire security officers to work beyond their managements’ 

expectations to achieve organizational objectives (Russell et al., 2014). However, I did 

not select the transformational leadership theory because it did not include investing in 
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employees’ development and health to mitigate the impact of negative work-related 

stressors, which is the purpose of this study. 

Human Resource Management Theory 

Many researchers and academics consider George Elton Mayo the leader and 

father of the human resources management (HRM) and human relations because of the 

findings of the Hawthorne studies he conducted in 1920s (Menon, 2016). Lim, Wang, 

and Lee (2017) and Yilmaz and Kitapci (2017) noted the fundamental concepts of the 

HRM theory is business leaders can implement the HRM practices to enhance 

organizations’ success by maximizing the human resource value instead of focusing on 

the traditional personnel management cost reduction activities. Employees can add value 

to their organizations and HRM practices strengthen employees’ value. HRM activities 

include employees’ participation, job design, employee selection strategies, staffing, 

performance evaluation systems, training and development, and compensations (Alzola, 

2018; Delery & Gupta, 2016).  

From the 1960s to the 1980s, theorists and practitioners were able to influence 

managerial schools of thought concerning the value of the HRM initiatives to business 

success. Organizational leaders started to shift from emphasizing on the costs associated 

with employees to realize and benefits of the essential role employees play to support 

organizational objectives (Liu, Combs, Ketchen, & Ireland, 2007). Subsequently, the 

focus and interest in managerial plans and activities to enhance organizations’ 

competitive advantage through HRM practices received more attention from business 

leaders (Liu et al., 2007).  
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Researchers conducted empirical studies to investigate the relationship between 

HRM practices and organizational performance. According to Konrad, Yang, and Maurer 

(2016) and Su, Wright, and Ulrich (2018), the authors of many empirical studies revealed 

a positive association between HRM activities and organizational productivity. The 

researchers of the empirical studies also supported the notion HRM activities are most 

effective when business leaders develop and implement them as an integral part of the 

overall organizational strategies (Arora, 2016; Jayasinghe, 2016). Arora (2016) and 

Jayasinghe (2016) explained business leaders cannot separate HRM practices from 

organizations' strategic objectives because business issues fundamentally relate to human 

resources. The more business leaders embed the HRM initiatives in the organizational 

system, the more those initiatives help to generate a work environment support achieving 

organizational goals and business success (Meyer & Dunphy, 2016). 

Practitioners of the HRM initiatives increasingly promote employees’ well-being 

(Secchi, Bui, & Gamroth, 2015). When employees do not have a sense of well-being, 

they have less confidence in their leaders, their work performance decreases, and have 

more turnover, absenteeism and presenteeism. Protecting employees’ health and well-

being are vital contributors to employees’ high work performance (Skare & Lacmanovic, 

2015). Researchers of the HRM theory have been increasingly concentrating on the 

strategies of the human capital theory, including worksite wellness programs to promote 

employees’ well-being (Secchi et al., 2015). The basic notion of the human capital theory 

includes human resource development initiatives, such as worksite wellness programs, to 

improve employees’ health and work performance (McIntyre, 2002). Investing in 
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employees’ health and the development of worksite wellness programs mitigate 

occupational stress and promote work performance (Mosadeghrad, 2014; Pijalovic, 

2013), which is the purpose of this research and the reason the human capital theory is 

the foundation of the study. 

Private Security Overview 

Private security refers to the security protection services private security 

organizations provide to control crimes, protect lives and other assets, and to maintain 

order at their employers’ facilities (Asomah, 2017). Like public police agencies, private 

security organizations are law enforcement services providers. The private security and 

public police rules, policies, and procedures are similar (Santonen & Paasonen, 2015). 

The main difference between public and private security is that the private security 

organizations offer law enforcement and protection services for fees (Asomah, 2017). 

The occupational stress associated with private security work is similar to the public 

police. Private security officers face the same threat police officers face. The officer’s job 

exposes them to hostile, unlawful attacks by criminals at any moment while they are on 

duty securing their company’s assets (Tutenges, Sogaard, Kroll, Bloomfield, & Hesse, 

2015).  

Private security development. Cobbina, Nalla and Bender (2016) revealed the 

private security industry grew dramatically in the last few decades. The number of 

security officers employed in the private security sector has outscored the number of 

public police officers considerably. Cobbina et al. added while the number of police 

officers in the United States, for example, is 833,000, the number of private security 
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guards is 1.1 million. There are approximately 8,000 security firms provide private 

security protection services. Six thousand of the private security companies have more 

than 100 security officers and the rest have less than 100 security guards (Cobbina et al., 

2016). Furthermore, the private security business continues to grow rapidly all over the 

world (Cihan, 2016; Santonen & Paasonen, 2015). 

Private security vs. public police tasks. The functions of private security and 

public police officers are nearly identical; they have almost the same responsibilities and 

perform similar tasks. The expansion of the industrial market and mass private properties, 

such as shopping malls, apartments, complexes, and amusements parks, have technically 

unified the types of protection services private security and public police provide 

(Cobbina et al., 2016). Like with public police, the duties of the private security officers 

bring them into contact with the public in different ways including, for example, while 

patrolling their organizations to maintain order and protect citizens, and when resolving 

public disputes and family matters (Cobbina et al., 2016). Private security officers wear 

uniforms and carry lethal weapons to protect their employers' assets and interests. The 

officers patrol onshore facilities by vehicles, on foot, and by airplanes. They also patrol 

offshore facilities by boats and airplanes. The officers also safeguard premises and 

manage crowds (Cobbina et al., 2016).  

Private security organizations provide more protection services than public police 

organizations (Santonen & Paason, 2015). Private security officers perform a variety of 

tasks public police do not usually perform such as surveillance activities, information 

protection, and risk management. The private security guards also, proactively, prevent 
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drugs, violence, antisocial behaviors, thefts, and white color crimes at the workplace. 

Furthermore, the private security officers assist other crews during disasters and 

emergencies, and check doors, locks, windows, fences, and signs of fire hazards 

(Cobbina et al., 2016).  

As part of their responsibilities, private security officers screen and escort visitors, 

search employees and vehicles, manage car parks, provide first aid, and perform 

reception duties. The officers also offer access control, closed circuit TV monitoring 

services, and enforce rules and administer sanctions. Additionally, the officers respond to 

offenses and deal with emotionally disturbed individuals, respond to calls for assistance, 

and attend to verify activated alarms (Cobbina et al., 2016). Furthermore, the officers 

seize and preserve exhibits and conduct informal liaison with public police and other 

government agencies where and when necessary (Cobbina et al., 2016).  

Private security training and development. Although private security and 

public police officers perform similar tasks, the private security guards receive less 

training than police officers (Cobbina et al., 2016). Cihan (2016) added, in many cases, 

the private security officers receive inadequate training. The majority of officers have 

insufficient knowledge for handling incidents appropriately. In a study involving private 

security officers, almost all participating officers made at least one mistake when asked to 

respond to emergency events in a hypothetical scenario (Cihan, 2016). Insufficient 

training and failure to handle security matters properly create more pressure and stress on 

private security officers than on public police officers who receive adequate training 

(Cihan, 2016). 
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Occupational Stress 

Personal and professional environment are the sources of stress. Employees spend 

more than one third of their time at work, which is one of the main reasons that 

researchers are paying more attention to occupational stress (Sharma, 2015). According 

to Zizek and Mulej (2016), there are factors in work environments lead to different job-

related diseases. A disease is the state of an organism's reaction to the environment, 

which results in a functional disorder of the organism (Zizek & Mulej, 2016). Some 

illnesses cause employees' inability to perform normal job activities. One of the most 

common threatening diseases to all employees, no matter their occupation type, is work-

related stress. Job stress is a result of the negative characteristics of the work 

environment. Occupational stress can also be a psychological response to harmful factors 

at the workplace that affects employees’ health (Zizek & Mulej, 2016). The National 

Institute for Occupational Safety and Health (NIOSH) is the branch of the U.S. 

Department of Health and Human Services (HHS) responsible for researching and 

providing recommendations on the prevention of occupational diseases and injuries. 

NIOSH reports several work-related conditions, such as administrative practices, 

interpersonal relationships, job responsibilities, career path concern, and work 

atmosphere to contribute employees' stress (Patterson, Chung, & Swan, 2014).  

Although work-related stress is not a new issue, job stress is gaining more 

attention in the news (Goswami, 2015). Occupational stress is a concern to businesses all 

over the world (Nerurkar, 2014). Work-related stress tends to affect all professions and 

employees irrespective of their categories (Andrew & Kishokumar, 2014). Job stressors 
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exist in all types of economic occupations, including services, agricultural, and industrial 

sectors (Shoba & Kalpana, 2016). Occupational stress is also present at all organizational 

levels from executive management to front-line employees (Goswami, 2015).  

Stress in the workplace is growing with the heightened competition between 

different businesses (Khuong & Yen, 2016). Employees around the globe increasingly 

complain about work stress (Idris et al., 2010). O'Keefe et al. (2014) stated approximately 

70% of employees regarded their work as a primary source of stress. Khuong and Yen 

(2016) added almost all employees feel some pressure to some extent.  

A certain amount of stress could have a positive influence (Jannoo, Yap, & 

Haron, 2015). Employees, however, in most situations, are suffering an elevated level of 

stress beyond their capacity to tolerate. High levels of job stressors have an adverse effect 

on employees’ health and work performance (Jannoo et al., 2015). Harmful stress occurs 

when people face events and situations they perceive as endangering their physical and 

psychological well-being (Andrew & Kishokumar, 2014). Marzec et al. (2015) and Zizek 

and Mulej (2016) argued occupational stress presents a risk to health when the stress 

level is beyond a person's ability to control and cope with effectively. Work-related stress 

results in harmful consequences on employees work performance, and organizational 

productivity and profit. Thus, occupational stress is one of the most critical problems 

firms must address to operate their businesses successfully and competitively (Zizek & 

Mulej, 2016).  

Occupational stress definitions. Several authors have provided definitions of 

work-related stress. The national institute for occupational safety and health defined 
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occupational stress as the harmful physical and emotional response resulting from job 

requirements beyond employees’ ability and resources (Wang et al., 2014). According to 

Lather et al. (2011) and Shoba and Kalpana (2016), occupational stress refers to the 

adverse mental, physical, and behavioral reactions to work requirements exceeding an 

employee’s capability to manage.  

Suginraj (2016) mentioned stress relates to the tensions that develop from the 

conflict occurring between the external environment and people, which leads to 

emotional and physical stress. Idris et al. (2010) provided three categories of job-related 

stress, which they called stimulus belief, response belief, and the interaction between 

stimulus and response beliefs. Stimulus belief is any work-related stressor damage to 

workers’ well-being (Idris et al., 2010). Response belief is the employees’ reaction to 

occupational stressors (Idris et al., 2010).  

Occupational stress impact. Lee et al. (2015) argued workplace stress is 

increasingly recognized as an unpreventable harmful factor to employees’ health and 

productivity. Job stress leads to significant health problems, high healthcare cost, 

employees' dissatisfaction (Wang et al., 2014), poor employees’ work performance, and 

reduction of firms’ overall productivity and profit (Lee et al., 2015). For a stressful 

situation to result in damaging consequences, the situation must have a strong influence 

on the individual attention evoking a feeling of disappointment, annoyance, and anger, or 

simply the person believes the situation should not have happened to him/her (Lather et 

al., 2011). In the following paragraphs, I outline the negative impact of occupational 
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stress on employees' health, job satisfaction, work performance, and organizational 

productivity and economical. 

Occupational stress impact on employees’ health. The World Health 

Organization defined health as not only the absence of illnesses, but also the complete 

status of physical, mental, and social well-being (Zwetsloot et al., 2010). Occupational 

stress has an adverse effect on employees' health, which, in turn, reduces their work 

performance (Mosadeghrad, 2014; Russell et al., 2014). Job stress leads to adverse 

outcomes for the employees and organizations (Arocena & Nunez, 2014). Money and 

Ehimwenma (2016) stated the latest developments in healthcare have revealed work-

related stress as the cause of many health disorders both psychological and physical 

illnesses. Workplace stressors are behind most job-related diseases (Zwetsloot et al., 

2010). 

Mosadeghrad (2014) reported occupational stress might lead to emotional fatigue, 

mood disturbance, insufficient sleep, difficulty to focus, depression, increased risk of 

physical injuries, cardiovascular illness, and high blood pressure. Work stressors could 

also result in adverse personal behavior including anger, anxiety, irritability, and suicidal 

attempts (Mosadeghrad, 2014). NIOSH reported occupational stress could lead to 

musculoskeletal disorders, injuries, suicide, cancer, and immune function deficiency 

(Patterson et al., 2014; Sharma, 2015). Goswami (2015) also noted the harmful effect of 

occupational stress on employees' health has negative psychological effect leading to an 

unhealthy lifestyle. Stressed employees may develop the habits of overeating, smoking, 
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alcohol and drugs addiction, as well as severe chronic diseases, such as hypertension and 

heart diseases (Goswami, 2015). 

More than 500,000 workers argued occupational stress made them ill (Lather et 

al., 2011). Work-related stress accounted for 9.9 million days of sickness absence in 2014 

and 2015, which is an average of 23 days lost per each employee every year (Donaldson 

& Harriss, 2016). Thirty-five percent of all days missed from work were because of 

work-related illnesses resulting from occupational stress (Donaldson & Harriss, 2016). 

Shoba and Kalpana (2016) concluded occupational stress has a stronger link to health 

problems than any other life stressors, including family matters and financial difficulties. 

Occupational stress impact on job satisfaction. According to Tomazevic, Seljak, 

and Aristovnik (2014), several studies have related occupational stress to job 

dissatisfaction, which, in turn, leads to poor work performance. Employees’ satisfaction 

refers to the positive emotional feeling resulting from the perception of work, work 

environment, and all elements of the workplace (Tomazevic et al., 2014). Wang et al. 

(2014) explained work satisfaction reflects the degree of satisfaction one feels about his 

or her job. Employee satisfaction is a primary factor for ensuring the long-term 

effectiveness and efficiency of both the private and public organizations. Satisfied 

workers work more efficiently and perform better than dissatisfied employees 

(Tomazevic et al., 2014).  

A happy individual is more fruitful and productive and more efficient in meeting 

an organization's ultimate objectives than a disgruntled worker (Contan, 2015). Contan 

(2015) added firms with satisfied employees are more efficient and productive than 



32 

 

companies whose workforces are unsatisfied. Satisfied employees engage more in 

organizational citizenship behaviors and activities. Contan added there was a negative 

relationship between satisfaction and absenteeism. Happy workers tend to be more 

committed and have lower rates of absence, turnover, and withdrawal behaviors (Contan, 

2015). 

Goswami (2015) stated the security officers work under constant stressful 

conditions, which could develop job dissatisfaction. Wang et al. (2014) indicated 

although the stress associated with security work has a tremendous negative impact on 

security officers’ job satisfaction and work performance, many people do not understand 

the amount of stress the officers suffer as part of their jobs. Wang et al. identified several 

occupational stressors lead to security officers' job dissatisfaction, including dealing with 

the public and suffering severe injuries or death when they fight criminals. Some people 

react negatively when private security officers enforce the law or a new policy on behalf 

of their employers. Such people object, obstruct, or even attack the officers to reflect their 

disagreement with the law or policy. These work-related stress factors result in job 

dissatisfaction, which lead to reduced work performance and productivity (Wang et al., 

2014). 

Occupational stress impact on work performance. Work performance refers to a 

task an employee can complete successfully (Khuong & Yen, 2016). Desired job 

performance is essential for employees and organizations effectiveness. Employees work 

performance relates directly to job satisfaction, motivation, effective human resources 

management, and the success and failure of businesses (Contan, 2015). Management 
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must identify and review employees' needs to resolve any factors that could negatively 

affect their job performance. Performance management help alignes individuals 

objectives with organizational goals. The ultimate goal of managing work performance is 

to improve the employees' capacity to fulfill their job requirements and achieve full 

potential to benefit themselves and their organizations (Contan, 2015).  

Many studies include considerable evidence of the adverse effect of occupational 

stress on employees' work performance (Russell et al., 2014). O'Keefe et al. (2014) 

relayed approximately 51% of employees complained work-related stress reduces their 

performance. Khuong and Yen (2016) reported management personnel realize that 

human potential, including good work performance, are decreasing as a direct 

consequence of occupational stress. Since 1996, occupational stress negatively affected 

the job performance of almost 3 billion employees, worldwide (Khuong & Yen, 2016). 

Lee et al. (2015) explained job-related stress affects employees’ job performance 

in different ways, including when employees get sick their work performance is affected, 

which also reduces organizations’ productivity. Goswami (2015) explained occupational 

stress has an adverse effect on employees and firms including diminishing work 

performance and causes employees to be less motivated, less productive, and less safe in 

the workplace than non-stressed workers. Goswami added employees who suffer work 

stress attempt to withdraw from work by absenteeism or by resigning from their 

organizations. Shoba and Kalpana (2016) also highlighted the negative impact of 

occupational stress on employees' job performance, which results in the reduction of their 

firms' effectiveness.  
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Occupational stress impact on productivity and profitability. Idris et al. (2010) 

noted occupational stress has detrimental consequences. Work-related stress negatively 

affects businesses productivity and profitability. Companies spend significant amounts of 

money on their employees' treatment of job stress-related illnesses (Goswami, 2015). 

O'Keefe et al. (2014) stated the utilization of healthcare programs to handle stress-related 

health problems costs U.S. companies $68 billion per year and decreases businesses 

profit by 10%. Marzec et al. (2015) added the lost productivity time because to health 

problems costs U.S. companies approximately $226 billion.  

Employees with poor health conditions have more absenteeism than healthier 

workers (Marzec et al., 2015; Shoba & Kalpana, 2016; Zizek & Mulej, 2016). 

Maintaining good health conditions lead to less absenteeism and presenteeism and more 

productivity. Lee et al. (2015) stated several researchers have concluded work-related 

stress affects the overall business efficiency, effectiveness, and leads to significant losses 

to organization. 

Occupational Stress Impact on Security Officers and Organizations 

Occupational stress is a primary concern to both public and private security 

agencies (Nerurkar, 2014). Security work is the most stressful among all jobs (Russell et 

al., 2014). Security officers suffer more burnout, illnesses, and absenteeism than 

employees from other industries (Russell et al., 2014). Private security work stressors 

affect the security officers’ health, well-being, and job performance as well as their 

organizations' productivity negatively (Lather et al., 2011; Nerurkar, 2014; Rose & 

Unnithan, 2015). The nature of security work makes security officers prone to workplace 
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stress more than other workforces, which requires adequate attention by their 

organizations (Lather et al., 2011). For example, the adverse outcomes of occupational 

stress are behind the alarming increase of suicide cases among security forces officers 

(Lather et al., 2011).  

Goswami (2015) indicated many studies provide considerable evidence of the 

negative impact the nature of security work has on security officers. Officers work under 

a constant stressful situation, which leads to several negative outcomes. For instance, 

35% of security officers suffer an elevated level of posttraumatic stress (Suginraj, 2016). 

In addition, 80% of security guards suffer from depression at their workplace and 55% of 

them feel they do not have time to enjoy their personal lives (Suginraj, 2016). Moreover, 

74% of the officers complain of headaches and 92% have back pain (Suginraj, 2016). 

Headaches and back pain are the two primary symptoms of stress (Suginraj, 2016). Neck 

and shoulder pain, heart diseases, and anger are other consequences of the occupational 

stress private security officer experience (Suginraj, 2016). Officers also suffer adverse 

psychological, physiological, and behavioral outcomes from work-related stress 

(Patterson et al., 2014). The American Stress Institute (ASI) avoids classifying different 

jobs as most or least stressful. However, ASI reports that a coronary episode, which 

officers experience while on or off duty, is a work-related injury. Accordingly, the 

officers are entitled to receive workers compensation for the coronary episode (Patterson 

et al., 2014). 

Impact on officers’ families. In addition to the negative physical and 

psychological impact of work-related stress on officers, there is a negative impact on the 
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officers’ commitments towards their families (Rose & Unnithan, 2015). According to 

Patterson et al. (2014), security officers and their family members suffer a higher level of 

stress than others in society. Working in the security field increases the risk of family 

conflict, substance abuse, and mental diseases (Patterson et al., 2014). High levels of 

stress can compromise the health and well-being of security officers and the people who 

socialize and interact with the officers outside the workplace, including their family 

members (Patterson et al., 2014). The working environment affects officers' abilities to 

solve their problems and address job-related challenges and family issues properly 

(Lather et al., 2011). 

Jackson and Maslach (1982) explained security officers and their families pay 

emotional price for the officers’ occupational stress because they often take home the 

tension they suffer at work. Officers go home while experiencing feelings of anger, 

emotions, tension, and anxiety, and usually in complaining mode (Jackson & Maslach, 

1982). Officers also suffer difficulty in sleeping well at night and tend to spend a lot of 

time away from their families. Furthermore, security officers do not fulfill their 

responsibilities towards their families' needs and usually suffer unhappy marriages. A 

considerable number of officers leave their jobs to satisfy their commitments toward their 

families and save their marriages, which increases turnover (Jackson & Maslach, 1982). 

Turnover because of job stress is economically costly for organizations. Turnover incurs 

the cost of recruiting, training, and other employee replacement activities that associate 

with turnover and hiring new officers (Jackson & Maslach, 1982). 
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Stressors associated with security work. Lather et al. (2011) stated the security 

work environment is one of the primary sources resulting in the work-related stress 

security officers suffer. Other stressors include working variable shifts, hazards 

associated with the job, public expectations, lack of clear guidelines, excessive workload, 

lack of adequate training, exposure to violence, and dealing with intruders and unlawful 

individuals (Money & Ehimewenma, 2016; Zizek & Mulej, 2016). Patterson et al. (2014) 

identified several categories of stress relate to security work. The stress categories are the 

nature of law enforcement work, dealing with the public, and the impact of stress on 

officers’ personal lives. Wang et al. (2014) also stated job content and employment 

context are two sources of stress in the security occupation. Job content refers to the 

aspects of the job, such as violence associated with the nature of work, working overtime, 

and working variable shifts (Wang et al., 2014). Job context refers to the characteristics 

of the organization and behaviors of stakeholders (Wang et al., 2014).  

Stressors associated with the security work-shift work. Ferri et al. (2016) defined 

shift work as the work schedule outside the regular daytime working hours. Shift workers 

work and sleep against normal chronobiologic rhythms, which leads to a misaligned 

pattern of sleeping and waking. Shift workers cannot adapt to the sleeping and activity 

regular cycles. Shift workers sleep during the times when their physical energy is usually 

high and work when their physical energy is low, which leads to an adverse impact on the 

health condition of shift workers. Sleep disorder is one of several health problems shift 

workers suffer. The range of shift workers complaining about sleep disorders and 

difficulty to sleep is from 10% to 90% (Ferri et al., 2016). Sleep disorder and work stress 
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increase the risk of depression. Major depression in shift workers is linked to sleep 

disturbance. Moreover, shift work has an adverse effect on family and social life (Ferri et 

al., 2016).  

Shift-work is one of the leading sources of job-related stress in several 

occupations (O’Keefe et al., 2014), including security protection work (Maran, Varetto, 

Zedda, & Franscini, 2014; Money & Ehimwenma, 2016). Most officers work three 

different shifts, which is a primary source of the occupational stress they suffer (Wang et 

al., 2014). Shift work exposes security officers to chronic diseases, such as an elevated 

heart rate and blood pressure. 

Stressors associated with security work-job hazards. Risks related to the security 

job, including the risk of traumatic events, are primary sources of work-related stress 

security officers’ experience (Money & Ehimwenma, 2016). Russell et al. (2014) stated 

security work is a stressful, high-risk job because of the level of hazards and the different 

types of the stressors that officers face. Employees who work in organizations operating 

in dangerous, risky work environments encounter higher levels of adverse occupational 

stress and health problems than employees working in other businesses.  

Tutenges et al. (2015) noted nightclub security officers, whose job is to provide 

order and security for their organizations, have revealed that the nature of their 

occupation exposes them to a considerable amount of stress and violence in the 

workplace. Security staff could be victims of physical assault at any moment while on 

duty. Almost all nightclub security officers have experienced one or more types of 
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threats, including the attack by a lethal weapon, for the reason of doing their job and 

enforcing security and order at their working places (Tutenges et al., 2015).  

Managing Occupational Stress 

Companies should address managing occupational stress that leads to health 

problems, job dissatisfaction, and poor work performance to be competitive. Successful 

organizations must identify the stressors associated with their operation, work 

environment, and identify strategies to mitigate the adverse impact of stress on 

employees and firms (Khuong & Yen, 2016). Marzec et al. (2014) stresses organizations 

must develop programs to help their employees realize their work-related stressors and 

deal with them effectively. Patterson et al. (2014) also said the nature of security work 

and the harmful affect it has on security officers necessitates exploring strategies to 

mitigate the negative consequences of the occupational stress.  

Importance of managing occupational stress. Identifying and handling stressors 

related to security work is critical to avoid their adverse consequences on the security 

officers and their organizations (Money & Ehimwenma, 2016). Siu, Cheung, and Lui 

(2015) noted to help security officers cope with their stressful work and improve their 

health and job performance, their organizations have to invest in employees' assistant 

programs (EAPs). Leaders applying EAPs can deal efficiently with the factors affecting 

their employees’ job performance negatively. Several different industries around the 

globe utilize EAP to support their employees. EAP is most applicable in high-stress and 

high-risk jobs such as security work (Patterson et al., 2014). 
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Assisting employees to reduce the negative affect of work stress is a fundamental 

approach to demonstrate management support to the workforce, which reflects positively 

on employees’ perception of their organizational support and commitment (Nielsen, 

2014; Silcox, 2016). Corporate-perceived support refers to the belief workers develop 

about the extent to which their organizations value them and their contributions. Positive 

corporate support also reflects the degree to which a company cares about the health and 

well-being of its employees. The greater an organization’s efforts and support to the 

workforce, the stronger the employees' positive perception of the organisation. Positive 

corporate support creates a feeling of obligation, which stimulates employees to increase 

their efforts and enhance work performance to benefit their organizations (Nielsen, 

2014).  

Zizek and Mulej (2016) stated managing occupational stress and promoting 

workers health have several advantages. Managing workplace stress protects and 

improves employer branding image and values, enhances employees' commitment and 

competencies, decreases business cost and disruption, and demonstrates social 

responsibility. Social responsibility refers to firms’ positive impacts and contribution to 

the society (human and nature), which includes workers' health in terms of medical issues 

and human resource management (Zizek & Mulej, 2016). A significant impact on 

employees’ health comes from the environment where they work. Healthcare programs 

concern employees and the whole society. Health is personal and a social good. Good 

health of the general population results in a reduction of poverty, growth of the economy, 

and long-term social development (Zizek & Mulej, 2016). Employees tend to work for 
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less pay and perform more productively in socially responsible companies than 

employees who work in businesses that do not demonstrate social responsibility (Sun & 

Yu, 2015).  

Strategies for managing occupational stress and job performance. There are 

two categories of stress management interventions: reactive and proactive (Patterson et 

al., 2014). The reactive is the clinical interventions including specific techniques, such as 

psychological counseling. The proactive intervention is to enroll security officers in 

wellness programs to learn, develop, and apply skills and capabilities to help them 

manage occupational stress safely (Patterson et al., 2014). Additionally, having an ethical 

work environment promotes a productive level of job performance. According to 

Osibanjo, Akinbode, Falola, and Oludayo (2015), businesses can develop and maintain 

sustainable work performance through solid work ethics. Osibanjo et al. added that many 

studies have highlighted the need for employers and employees to promote ethical 

practices and discourage unethical behaviors to avoid damaging the corporate image and 

good work performance.  

Employers and employees' practices that promote integrity, fairness, sense of 

accountability, self-discipline, stakeholders’ satisfaction, and teamwork reflect the extent 

to which a business environment is ethical (Osibanjo et al., 2015). Institutionalization of 

ethics relate positively to work quality. Ethical working environment represents the 

degree to which values are included, explicitly and implicitly, in the organizational 

decision-making process (Torlak, Tiltay, Ozkara, & Dogan, 2014). Osibanjo et al. (2015) 
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concluded good work ethics is a significant factor for desired work performance, 

regardless of other circumstances. 

Suginraj (2016) addressed several other strategies to manage occupational stress 

and improve work performance. The strategies to manage workplace stress include 

effective work-life balance plans, spending time with family, family counseling and 

financial motivation, employees' health protection policies, leadership styles, and the 

workplace wellness programs. For this study, the focus was on leadership style, health 

protection policies, and workplace wellness programs as strategies to mitigate 

occupational stress associated with the private security work.  

Leadership style. Samad, Reaburn, Davis, and Ahmed (2015) stated the findings 

of many studies revealed leadership style plays a significant role in employees' well-

being and organizational productivity. Zineldin (2017) stated several researchers 

recognized the significant impact of leadership styles on work and overall psychological 

health of the workforce. Leadership practices can increase the value of a company’s 

human capital in the form of high job performance and citizenship behaviors. For 

example, Gozukara and Çolakoglu (2015) said the work-family struggle is a critical 

matter for employees and organizations. The troubled life between job and family cause 

employees to develop damaging attitudes toward work, which result in lower 

organizational performance. Gozukara and Çolakoglu found leaders support reduced the 

job stress resulting from work-family conflict, which reflects positively on employees' 

work performance.  
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Leaders can also weaken the value of human resources. Non-ethical practices, for 

instance, are some of the strongest and immediate reasons behind destroying the value of 

human capital (Ulrich & Smallwood, 2005). According to Che, Zhou, Kessler, and 

Spector (2017), passive leaders can develop a stressful workplace and have a harmful 

effect on employees' health. Passive leaders are detrimental because they lack leadership 

skills and establish a negative work environment. Studies have linked passive leaders to 

employees' psychological distress, burn out, fatigue, high cortisol level, mental health, 

and poor well-being and physical health.  

There are several techniques leaders can use to increase the value of their 

employees, such as demonstrating support, keeping promises, and establishing trust and 

credibility. Once credibility exists, leaders can envision a future state and generate 

enthusiasm, loyalty, and a trustful working relationship among employees. Today's 

actions must reflect this future positive vision. Otherwise, the hope for good future will 

prove untrue (Ulrich & Smallwood, 2005). In the following paragraphs, I discussed 

transformational, health promotion and servant leadership styles, which have proven to 

help employees manage occupational stress effectively. 

Transformational leadership. Salem (2015) noted several studies had highlighted 

the constructive role transformational leadership can play to support employees and 

organizations’ success. The characteristics of transformational leaders help reduce 

employees’ stress and enhance their well-being. Transformational leaders also inspire 

work performance beyond expectations (Salem, 2015). Transformational leaders can 

motivate employees to develop higher commitment toward the organizational business 
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objectives. Additionally, transformational leadership has a significantly positive impact 

on teamwork and job performance (Rao & Abdul, 2015).  

Russell et al. (2014) stated transformational leaders' behaviors motivate security 

officers to perform even beyond what the company expects and requires. 

Transformational leaders deliver a positive impact on officers by stimulating value and 

aspiring officers. Transformational leaders use their skills to activate higher order needs 

and motivate followers to assume ownership of their organizations. Officers tend to trust 

and respect transformational leaders' actions, which reflect positively on their work 

performance (Russell et al., 2014). 

Transformational vs. health-promoting leadership. According to Dunkl, 

Jimenez, Zizek, Milfelner, and Kallus (2015), both transformational vs. health-promoting 

leadership styles have a significant effect on employees' recovery at the workplace. 

Health-promoting leadership focuses on enhancing health working based on six work-life 

areas mismatches that can happen between employees and their workplaces. Leaders who 

minimize these mismatches can create a workplace that improves health. The six areas 

are workload, control, reward, community, fairness, value-fit, and health awareness 

(Dunkl et al., 2015).  

Practitioners relate transformational leaders with low occupational stress and burn 

out. Furthermore, transformational leaders demonstrate capabilities to create a 

meaningful work environment, role clarity and more opportunities for development. They 

can inspire employees, also satisfy their emotional needs, and intellectually stimulate 
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them. The transformational leadership concept is based on the following four elements 

(Dunkl et al., 2015).  

First, inspirational motivation, which refers to developing and giving employees a 

positive and optimistic vision of future developments. The second element is the 

individualized consideration, which describes the extent to which leaders satisfy the 

needs of their employees. They are good listeners to the employees' worries. They also 

mentor and coach their employees. The third element is the idealized influence, which 

focuses on charisma. A leader acts as a role model who shows positive characteristics. 

Transformational leaders focus on higher-order ideals and values. Finally, intellectual 

stimulation which refers to encouraging employees' innovative and creative ideas (Dunkl 

et al., 2015). 

Servant leaders. Servant leaders could also play a positive role in minimizing the 

negative impact of occupational stress on employees. Servant leaders focus on the 

benefits of their workers. They exercise constant inspiration, responsibility, and 

behavioral support to their employees' quest for satisfying lives. They have the desire to 

serve their employees' needs, development, and well-being, which reflect positively in 

their abilities to manage and cope with occupational stress effectively (Li, Li, Tu, & Liu, 

2018). 

Health protection policies. Duncan (2016) noted having a workplace policy for 

the protection of employees’ health is a necessity for employees’ well-being. O'Keefe et 

al. (2014) explained an occupational stress policy is a statement establishing employers’ 

responsibility to provide healthy and safe work environments for their employees. 
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Developing and enforcing health protection policies can limit the risks associated with 

negative workplace stressors. Health protection policies cover strategies to mitigate 

work-related stress and its negative impact on employees' well-being, job performance, 

and productivity. The purpose of the policies is to sustain employees' good health. For 

instance, a security department may manage or reduce security officers’ stress by 

developing and implementing policies mandating the implementation of stress 

management courses, psychological debriefing programs and enroll employees in routine 

sport activities (Tutenges et al., 2015). 

O’Keefe et al. (2014) reported workplace psychosocial risks are a significant 

public health concern in industrialized nations. Workplace psychosocial risks are the 

psychological and social factors that generate threats to employees' physical and mental 

health. Industrialized countries work on the prevention of psychosocial risks by 

addressing those risks in the organizations' policies. Employees expect employers to 

protect their health by developing and implementing health protection policies. The 

unavailability of such policies may result in a lack of sufficient data about occupational 

health-related matters, which put workers' health and well-being at risk (Duncan, 2016).  

Work-life-balance policy. Work-life balance policy (WLBP) covers various 

concerns that have the potential to impact employees' health negatively (Zheng, 

Molineux, Mirshekary, & Scarparo, 2015). For example, the policy may restrict weekly 

working hours to reduce workers fatigue. Employers and employees support the 

development and implementation of WLBP as the WLBP benefits both. Employees 

benefit from WLBP in the form of having better health, which increases work 
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performance and organizations productivity. Once WLBP developed, employees must 

receive awareness about the policies. The WLBP should focus on the employees and 

community more than on the company to achieve effectiveness and fairness in the 

allocation of resources (Zheng et al., 2015).  

Workplace wellness programs. workplace wellness programs are gaining more 

popularity as an effective strategy for minimizing occupational stress. Wellness programs 

refer to the opportunities that companies provide to support their employees develop a 

healthy lifestyle, minimize absenteeism and presenteeism, and improve job satisfaction 

and work performance (Secchi et al., 2015). McIntyre (2002) said the fundamental 

assumption of the human capital theory supports human resource development initiatives, 

such as worksite wellness programs, to improve employees’ performance and 

productivity.  

Benefits of wellness programs. The development of supportive social atmosphere 

and workplace wellness programs reduce occupational stress, elevate employees' job 

satisfaction, and increase work performance (Mosadeghrad, 2014). Kocakulah and 

Powers (2015) and Ho (2017) argued firms invest in workplace wellness programs 

because those initiatives help employees improve their health, develop satisfied, more 

productive workforce, and reduce health care cost. Zwetsloot et al. (2010) noted 

implementing workplace wellness programs to maintain employees' health in good 

condition benefits organizations in different ways: (a) increases the organizational 

effectiveness and efficiency and (b) reduces health care costs. Workplace wellness 
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programs decrease the cost of treating sick employees, the cost of worker compensation 

related to sickness absences, and the cost of replacing ill employees with fit workers.  

Kocakulah and Powers (2015) stated wellness programs may also help reduce the 

cost of premiums for health insurance. Organizations that have established wellness 

programs are in a stronger position to discuss with health insurance providers for 

discounted premiums. Such organizations can prove their employees are at less risk of 

health problems (Kocakulah & Powers, 2015). Elia and Rouse (2016) stated wellness 

programs could bring a return on investment (ROI) of $3.27 for every $1 a company 

invests in workplace wellness programs. Such programs may also lead to a reduction in 

absenteeism of 25%, which leads to a saving of $2.73 in absenteeism cost for every $1 an 

organization invest in wellness programs (Elia & Rouse, 2016). Even the basic wellness 

programs can improve employees’ health and make saving in health care cost (Kocakulah 

& Powers, 2015). 

 Employees’ responsibility toward wellness programs. Idris et al. (2010) posited 

job-related stress mainly results from organizational factors, yet employees are 

responsible for reducing the stress. Employees ought to take the initiative and participate 

in the organizations' wellness programs to mitigate the negative impact of occupational 

stress. Mosadeghrad (2014) added that while organizations must develop and implement 

policies to improve employees' quality of work-life, employees must utilize their skills to 

improve their capacity to cope better with occupational stress. Elia and Rouse (2016) 

stated employees who participated in wellness programs for two years increased their 

wellness score by 6.8% and enhanced their physical activities and nutrition. Participants 
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of wellness programs also broke the barrier preventing participation in wellness programs 

(Elia & Rouse, 2016). Security officers can also develop stress-tolerance by participating 

in stress reduction activities and applying practical methods and techniques of physical, 

mental and emotional self-regulation (Bilyalova, Ryseva, & Kalashnikova, 2016). 

Planning wellness programs. Despite the many advantages of wellness programs, 

they can fail if management does not support the programs by good planning, 

establishment, and implementation (Kocakulah & Powers, 2015). The wellness initiatives 

could be useful and enhance employees' health when organizations develop and execute 

them appropriately (Silcox, 2016). Elia and Rouse (2016) outlined several elements of a 

comprehensive, successful wellness program. First, the top management must support the 

program by showing their commitment and setting the example for others. Senior 

management support and participation are essential to the programs’ success and 

continuity. Second, the organization must develop and implement health-related policies 

and practices to institute a culture of health and mandate wellness programs. 

Management staff should amend health-related polices and align them with the values 

that consider employees' health and well-being a priority. Effective communication is 

another important element for the success of wellness programs. The organization must 

explain to all employees, in clear language, the objectives and benefits of wellness 

programs to encourage employees' participation. If employees do not understand the 

goals of the wellness programs and how they can benefit from them, they would be less 

likely to participate (Elia & Rouse, 2016). 
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The fourth element of a successful wellness program is to have focused activities. 

For the programs to be efficient, an organization must first identify its specific needs and 

gaps posing a risk to employees’ health then focus the wellness programs elements in the 

areas that require improvement. The efforts and resources should target the areas that 

need improvement instead of being scattered and waste resources unnecessarily in 

wellness activities that do not satisfy the employees' specific needs. Periodic evaluation 

of the wellness programs is another essential element to ensure its continued success and 

effectiveness. An organization must review its plans to ensure the plans meet the 

objectives of the wellness programs and continue to address areas for improvement (Elia 

& Rouse, 2016). 

Trends in workplace wellness programs. Secchi et al. (2015) stated the well-

being of employees is a significant concern to human resources management (HRM). 

HRM departments reflect their care about employees' well-being through wellness 

programs as part of the employees' benefits packages. Employee assistant programs, such 

as workplace wellness programs, reflect organizations’ support and commitment towards 

employees' health and well-being (Silcox, 2016). Many organizations have begun to offer 

employees’ benefit plans, which include wellness elements (Kocakulah & Powers, 2015). 

Ho (2017) relayed 70% of employers offer wellness programs to their employees. 

Employers realize supporting their employees to attain a healthy lifestyle results in 

reduction in sick leave and medical claims costs, which improves productivity, increase 

savings, and enhance retention (Secchi et al., 2015).  
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Transition 

In Section 1, I included the background and foundation of the study, addressing 

occupational stress and its negative impact on private security officers' health and work 

performance as the business problem. In the literature review, I highlighted the nature of 

security work and its negative stressors in more details. I also looked at human capital 

theory, which was the base of the conceptual framework for this study. I outlined human 

capital theory's dimensions, which are education and health, but with more focus on 

health and the return on investing in employees' health to manage work stress 

proactively. Private security leaders must explore and adopt strategies to mitigate the 

negative impact of stress on their officers' health and job performance. 

Section 2 will consist of the processes and procedures I used to conduct this 

study. In Section 2, I described in detail the role of the researcher and participants, the 

population, the sampling approach, the research method, and the research design as well 

as the significance of conducting ethical research. Furthermore, I will outline the data 

collection, organization, and analysis techniques, including the strategies I applied to 

ensure the reliability and validity of the study development process and the study 

findings. Section 3 will contain a presentation of the research findings, a description of 

how the results of the study could apply to professional practices, and implications to 

positive social change. In addition, in Section 3 I will include recommendations for future 

research, reflection of the study and conclusion. 
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Section 2: The Project 

In Section 2, I will restate the purpose of the study and describe my role as a 

researcher. I will also present the research method and design, the method for selecting 

participants, and the ethical research requirements that I followed during this study. 

Section 2 will consist of my role as the study instrument during data collection and data 

analysis. Section 2 will conclude with a detailed description of the reliability and validity 

of the study. Section 2 was the foundation to Section 3, which will include a presentation 

of the results, implications for social change, and recommendations for action and 

additional research. 

Purpose Statement 

The purpose of this qualitative single case study was to explore the strategies 

private security organizational leaders used to mitigate private security officers’ 

occupational stress. The targeted population consisted of four private security leaders 

working in a private security organization located in Manama, Bahrain, in the Middle 

East Region, who had successfully reduced the impact of occupational stress on their 

employees. The results of this study could contribute to positive social change in the form 

of improved productivity for private security organizations as well as other types of 

businesses, strengthened private security organizational social commitment toward 

families and communities, enhanced private security officer job performance, and 

increased job satisfaction for private security officers. 
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Role of the Researcher 

In qualitative case studies, researchers have several significant roles. As the 

researcher in this study, I was the data collection instrument. Patton (2015) and Young et 

al. (2014) suggested researchers should identify the appropriate research method and 

design and select the individuals who participate in the study based on a criterion that 

best serves the research objective. I identified the qualitative single case study as the most 

appropriate research method and design for this study. I selected participants who I 

believed to add value to study and be able to answer the research question. I also 

collected, organized, and analyzed the data and reported the findings.  

Researchers must ensure the reliability and validity of their studies (Crowe, Inder, 

& Porter, 2015; Houghton, Casey, Shaw, & Murphy, 2013). I applied the highest ethical 

standards to protect participants’ rights and control bias to ensure reliability and validity 

of this study. On November 4, 2016, I completed the required National Institute of Health 

(NIH) extramural research web-based training course, Protecting Human Research 

Participants. I attained my certificate from the NIH as a professional researcher. As a 

professional researcher, I adhered to the NIH, HHS, and Walden University’s ethical 

guidelines. For example, I used pseudonyms instead of participants’ real names 

throughout the study. I also safeguarded all raw data in a well-secured cabinet. I must 

secure the raw data for 5 years and then destroy it. The Belmont Report requires 

researchers to protect the autonomy of participants, follow the process of informed 

consent, and treat all participants fairly and equally (HHS, 1979). Over the course of this 

study, I complied with the requirements of the Belmont Report.  
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Although I have 20 years of experience with private security organizations, I have 

never been an employee of the organization where I conducted the study. While I live and 

work in Saudi Arabia, I conducted the study in a private security company in Bahrain. I 

did not have any business or personal relationships with any of its staff, including the 

participants. My interest in the study topic was not based on certain individuals but on my 

experience in industrial security.  

In the organization where I work, we have more than 5,000 armed security 

officers who work 24 hours a day, 7 days a week, at onshore, offshore, and remote areas 

with fixed and mobile posts. Security officers carry lethal weapons to protect the 

company facilities and other assets and interests. The nature of the job exposes them to 

high-stress levels. I have always had a concern about the negative impact of work 

stressors on different aspects of the security officers’ lives. I was passionate and 

enthusiastic about helping them by exploring strategies to reduce the harmful 

consequences of private security occupational stress. 

Bias in research refers to the researcher’s deviation from the facts while 

gathering, analyzing, and reporting findings (Simundic, 2013). Knowing researchers’ 

assumptions is vital to controlling bias (Kirkwood & Price, 2013). To develop reliable 

findings, I applied several measures to limit researcher bias in this study. I also controlled 

my reactions during the interviews to avoid bias and maintain the reliability of the data I 

collected. Member checking, triangulation, reflective journal, bracketing, and interview 

protocol are also different techniques researchers can use to control bias (Adderley & 

Mellor, 2014; Treloar, Stone, McMillan, & Flakus, 2015).  
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As part of the member checking process, I provided the participants with a copy 

of their answers to review and ensure wholeness and correctness (see Birt, Scott, Cavers, 

Campbell, & Walter, 2016; Fusch & Ness, 2015; Harvey, 2015), which helped me remain 

neutral and reliable (see Marshall & Rossman, 2016). Triangulating multiple sources of 

data helps mitigate bias (Zappella, 2015). I triangulated the data I collected from different 

sources to ensure consistency and also used a reflective journal. By using reflective 

journals, researchers can control bias and maintain a balance between their beliefs and 

participants’ input (Tufford & Newman, 2010). The reflective journal is a master 

document that includes the data and notes researchers collect during the study (Berger, 

2015). Bracketing was another tool I used. This tool helps researchers identify bias by 

distinguishing and separating their assumptions from the data they gather (Bradbury-

Jones, Taylor, & Herber, 2014; Marshall & Rossman, 2016; Sorsa, Kiikkala, & Astedt-

Kurki, 2015).  

Using an interview protocol adds to the reliability and consistency of qualitative 

research data (Treloar et al., 2015). Interview protocols contain a set of substantive 

questions, which indicate the line of inquiry researchers plan to follow during the 

interviews (Yin, 2014). Interview protocols validate the quality of interview questions to 

improve data credibility (Valentine, Nembhard, & Edmondson, 2015). Interview 

protocols also support improving data consistency by allowing the researcher to ask all 

participants the same questions (Yin, 2014). Jacob and Furgerson (2012) stated that 

interview protocols go beyond interview questions to include a complete procedure and 
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handwriting of what researchers should say to guide them throughout the interview 

sessions. 

I developed a comprehensive interview protocol for use in this study (se 

Appendix). The interview protocol contained the interview questions and detailed 

guidelines of the interview process. I based the interview protocol on a semistructured 

interview, which was appropriate for addressing open-ended questions and provided 

flexibility for participants to share their thoughts on the subject openly. Open-ended 

questions allowed for follow-up questions for the verification of participants’ answers 

(Yin, 2016). Adderley and Mellor (2014) added that conducting semistructured 

interviews is a useful approach to identify strategies for improvement. Accordingly, the 

semistructured interview was appropriate for my objective of exploring the strategies 

private security leaders used to mitigate the negative impact of work stressors on security 

officers. I used the interview protocol as a guide during the interviews, and it helped me 

maintain consistency with all participants. 

Participants 

Marshall and Rossman (2016) opined that selecting participants who are leaders 

of their organizations bring several benefits to the study. Leaders have extensive 

expertise on the issues concerning their companies and also have the influence to resolve 

business problems. The participants of this study were leaders of a private security 

organization in one of the largest companies located in Bahrain. Each participant had a 

minimum of 5 years of experience in the private security sector. To collect 

comprehensive data and develop an in-depth understanding of the subject under study, I 
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selected private security leaders from different departments in the organization. All 

participants met the prescribed criteria to achieve data saturation and address the research 

question. Selecting the appropriate participants is one of the significant tasks qualitative 

researchers have. Researchers should choose participants who have information about the 

topic and the interest to resolve the business problem (Young et al., 2014). Having the 

right participants is to the advantage of the study because of the alignment between their 

professional objectives and the purpose of the study (Morris, 2014), which also enhances 

the credibility of the research (Tramm, Daws, & Schadewaldt, 2013).  

Once I received the Walden University Institutional Review Board (IRB) 

approval to conduct the study, I contacted the private security organization’s general 

manager to request authorization to conduct the research and communicate with the 

participants. Upon the general manager’s approval, I identified the participants who met 

the criteria. I contacted the participants telephonically to obtain their initial agreement to 

participate in the study as interviewees. I sent each participant an invitation letter 

introducing myself and the objective of the study. In the letter, I explained to participants 

that their participation was voluntary and they had the right to withdraw at any time 

during the research. Along with the invitation letter, I attached the consent form 

(Appendix, B) and asked the potential participants to review the form and respond 

whether they would participate in the study. 

According to Rubin and Rubin (2012), the first communication with participants 

is always critical and essential to make participants feel at ease and not worried about any 

negative consequences from participating in the study. The initial communication gives 
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the first impression about the researcher, the research opportunity, and sets the stage for 

establishing the working relationship with participants. Establishing a positive working 

relationship is necessary for participants to feel comfortable to provide the best 

information they have in support of the study objective (Rubin & Rubin, 2012). In the 

first communication, I oriented participants about the purpose of the study and its 

benefits. I assured them that I would take reasonable precautions to protect their rights, 

including their identity and input confidentiality. I specified the location of the 

interviews, which was a comfortable, private place to avoid disturbances during the 

interviews to help participants focus and be comfortable. I explained to participants how 

they could request any support they needed to help them feel comfortable while 

participating in the study. I also asked participants to provide two dates to conduct the 

interviews, which allowed us to select the most convenient time for the interview.  

Research Method and Design  

I used a qualitative case study approach for this study. The qualitative case study 

was appropriate for my objective of exploring participants’ knowledge and perceptions 

regarding the strategies to mitigate private security officers’ occupational stress. The case 

study design was appropriate for gathering data from a single organization within a 

geographic area and highlighting the particular opinion of each participant. 

Research Method 

I used the qualitative method in this study. The use of the qualitative research 

method has grown professionally and academically, presenting the opportunity to inquire 

about people, cultures, and social issues (Yin, 2016). Qualitative method strategies 
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provide researchers with rich information and a deep understanding of the participants’ 

lived experiences and perceptions about a phenomenon or a business problem in a real-

life context (Leppaaho, Plakoyiannaki, & Dimitratos, 2015; McCusker, & Gunaydin, 

2015; Yin, 2016). Qualitative studies can be used to reveal a connection between the 

nature of work and the work environment when investigating similar experiences of 

different employees (Chikweche & Fletcher, 2012). Moreover, the qualitative method 

supports the exploration of human behaviors and the perceptions those employees have to 

identify solutions to an existing business problem (Morse, 2015).  

The qualitative research method was appropriate for exploring stress mitigation 

strategies in support of the research purpose. The qualitative method is also consistent 

with the analysis method that Clark et al. (2014) employed to explore strategies for 

coping with occupational stressors. The quantitative method was not appropriate for this 

study because quantitative research provides researchers with the tools to examine the 

relationships (i.e., similarities and differences) among dependent and independent 

variables (see Berger, 2015; Groeneveld, Tummers, Bronkhorst, Ashikali, & van Thiel, 

2015). I did not examine the relationships between variables in this study. The mixed 

methods research method is suitable when neither the quantitative nor the qualitative 

research strategies are sufficient to answer the research question; in such a case, the 

combined strength of both methods is required to provide comprehensive findings 

(Sparkes, 2015). Combining qualitative and quantitative methods enables researchers to 

add numerical values to understand and interpret data and test a hypothesis (Cameron & 

Molina-Azorin, 2011; van Griensven, Moore, & Hall, 2014). Answering the research 



60 

 

question central to this study did not require statistical data. Also, my objective with this 

study was not to examine a hypothesis or theory: therefore, I did not need to use the 

mixed method approach to explore strategies to mitigate the negative consequences of 

occupational stress on private security officers. 

Research Design 

The case study design was used in this study. The case study design helps explain, 

describe, and explore strategies for resolving existing buisness problems (Dresch et al., 

2015). Case studies help researchers generate rich data for the in-depth understanding of 

the research phenomena (Bennett & McWhorter, 2016; Gaya & Smith, 2016), which 

helped me gain a deeper understating of the impact of occupational stress on security 

officers. Since the purpose of this research was to explore strategies for private security 

organizational leaders to mitigate the negative impact of work stress on private security 

officers’ health and work performance, the case study design was applicable for this 

study. 

I applied the single case study versus the multiple case study because the focus of 

this research was on a particular group of private security leaders working in one 

organization. The single case study design is appropriate for studies that focus on a unit, a 

person, or a group of individuals (Ray, 2015). The qualitative single case study design 

helps to explore a situation thoroughly within its real-life context (Yin, 2014). Using an 

in-depth examination of the single case study, I was able to explore strategies private 

security leaders used to mitigate the negative impact of stressors on security officers.  
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A phenomenological research design involves documenting the meanings of 

participants’ experiences with a particular phenomenon (Boden et al., 2011). 

Phenomenological research design is best applicable for business problems for which 

there is little or no information in the academic or professional literature (Lamatic, 2011). 

The phenomenological design is not the appropriate strategy to explore a specific 

complex phenomenon in its real-life context (Yin, 2014). The phenomenological design 

was not appropriate for this study. 

Fusch and Ness (2015) noted failure to achieve data saturation is a failure of the 

study’s credibility. Obtaining data saturation is a significant factor for the study’s 

reliability and validity. Researchers reach data saturation when further data collection 

present repetitive information and additional thematic coding is no longer meaningful 

(Fusch & Ness, 2015; Morse, Lowery, & Steury, 2014). Kristensen and Ravn (2015) 

stated constant comparative and snowball are two techniques for reaching data saturation.  

Constant comparative refers to comparing new data to existing coded data until 

attaining data saturation (Posel, Shore, & Fleiszer, 2012). In constant comparative, I 

compared themes from the data, combine themes, and accurately document results. 

Snowball sampling refers to building up on the current sample by requesting participants 

to identify others who could add value and participate until reaching data saturation 

(Kristensen & Ravn, 2015). I continued interviewing participants until I reached data 

saturation. I determined data saturation when interviewing additional participants did not 

add new knowledge or themes. 
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Population and Sampling 

Two of the critical factors that affects the credibility of a study are the sampling 

type and size. Having participants with the right proficiency and appropriate size improve 

the reliability and validity of the research's findings and recommendations (Robinson, 

2014; Roy, Zvonkovic, Goldberg, Sharp, & LaRossa, 2015). In purposeful sampling, 

researchers depend on their judgment of the appropriate participants (Marshall & 

Rossman, 2016). For this study, I purposely selected private security leaders who had the 

experience in the private security business to provide related, comprehensive data in 

support of the research objective.  

In qualitative studies, there is no sample size formula for determining the sample 

population (Yin, 2016). The appropriate sample size is one that researchers can use to 

obtain data saturation (Boddy, 2016). Morse (2015) added experienced researchers 

require smaller sample sizes for their studies. Malterud, Siersma, and Guassora (2015) 

concluded the initial estimation of the sample size and the continuous evaluation of the 

study progress are two essential factors to ensure researchers gather relevant data from 

the smallest possible number of participants to resolve the business problem. The sample 

for this study was four private security leaders working in a private security organization 

located in Manama, Bahrain, in the Middle East Region, who have successfully reduced 

the impact of occupational stress.  

Selecting the right sample type and size increase the likelihood for achieving data 

saturation (Fusch & Ness, 2015). Data saturation occurs when having sufficient data 

about the business problem and interviewing additional participants do not uncover new 
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knowledge (Houghton et al., 2013; Morse et al., 2014). I continued interviewing 

participants until I collected sufficient data and reached data saturation. If I had not 

reached data saturation, I would have applied snowball and constant comparative to attain 

data saturation. Snowball and constant comparative are two techniques to help 

researchers achieve data saturation (Kristensen & Ravn, 2015).  

Selecting participants who meet prescribed criteria is vital to resolve the business 

problem (Suri, 2011). The participants I chose for this research were leaders working in 

different private security departments. Participants had a minimum of 5 years of 

experience in the private security sector. The leaders of the private security operation 

departments were the direct superiors of security officers and responsible for the 

recruitment and distribution of the officers’ tasks’ assignments in the field.  

Upon obtaining the required approvals to conduct the study and the interviews, I 

identified potential interviewees. I reviewed their backgrounds and identified five 

participants who had a minimum of 5 years of experience in private security leadership 

positions, could assist with achieve data saturation, and answer the research question. I 

confirmed all participants met the criteria and were eligible to participate in the study by 

reviewing their professional experiences and backgrounds. I shared the informed consent 

forms with all participants to ensure they understood the parameters of the study, which 

allowed them to decide whether they would like to participate.  

Ethical Research 

Researchers must comply with ethical research requirements (Hardicre, 2014; 

Kwasnicka, Dombrowski, White, & Sniehotta, 2015). Kass, Taylor, Ali, Hallez, and 
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Chaisson (2015) and Yin (2014) advised researchers to obtain signed consent forms from 

participants before beginning conducting interviews. The signed consent ensures 

participants have sufficient information about their role to make intelligent decisions to 

participate in the study (Jao et al., 2015). Wallace and Sheldon (2015) added the consent 

form helps researchers control ethical issues that could arise during the study. 

I explained to participants the purpose of the research and interview process. I 

also informed participants of the other sources of information I used for the study. 

Additionally, I asked participant’s permission to audio recording. Interviewees had the 

right to object to audio recording. In such a case, I planned to handwrite their answers. I 

explained to interviewees their participation was voluntary and they could quit at any 

time by informing me in person, via e-mail, or by telephone. Researchers shall 

immediately destroy any data a participant provides if the participant elects to withdraw 

from the study (Forsgren, Skott, Hartelius, & Saldert (2016). Should a participant had 

withdrawn from this study, I would have destroyed the data they provided immediately. 

When the participants agreed to the terms of the consent form, they signed the consent 

form, which confirmed their understanding of the research objective, their rights, and 

indicated their interest to participate in the study. 

To ensure ethical research and to treat participants ethically, Walden University 

requires completing the national institute of health (NIH) course Protecting Human 

Research Participants. I completed the course requirements on November 4, 2016. In this 

course, I learned how to exhibit the appropriate, fair, and equal treatment to participants 

while considering their ages, backgrounds, differences, and other pertinent needs. In 
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addition to the NIH course, I complied with the Belmont report (HHS, 1979) 

requirements throughout the research development process. For example, I applied 

adequate measures to protect the data as well as participants identities throughout the 

study. 

Using reasonable storage practices improves the value of research (Denzin & 

Lincoln, 2017). Wilkerson, Iantaffi, Grey, Bockting, and Rosser (2014) and Yin (2014) 

recommended researchers save and secure electronic and hardcopy files. I saved the 

electronic files to a password-protected USB. I also made a duplicate copy of the data, 

both hard copy and electronic files, to use in case of an emergency or loss of the original 

records. Further, I stored all files in a fire resistant, well-secured, locked cabinet in my 

office.  

According to Mitchell and Wellings (2013), only researchers should have access 

to the raw data and personal information of participants. I am the only person who had 

access to the records. The raw data should, however, be available upon appropriate, 

official request for verification or other legitimate purposes (Merriam & Bierema, 2013). 

Rubin and Rubin (2012) recommended destroying all raw data to avoid the risk of 

disclosing or jeopardizing participants’ information and other rights. I will shred and 

destroy the hard copy and electronic files after 5 years from the date of publishing the 

study.  

As the researcher and data collection instrument, I took the protection of 

participants’ confidentiality and respecting their rights before, during, and after the 

interviews seriously. I followed several steps to protect participants’ confidentiality. For 
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example, I never disclosed any data that would reveal their identity. I assigned 

participants pennames that I used instead of their real names. Allen and Wiles (2016) 

supported the idea of providing participants with pennames to protect their identities.  

To ensure I conduct ethical research, I obtained the Walden University 

institutional review board’s (IRB) approval for my proposal. Researchers cannot begin 

data collection before obtaining IRB’s approval (Strauss & Corbin, 2014). The IRB 

endorsement means the authors of the study proposal follows the ethical criteria the IRB 

set. Alcadipani and Hodgson (2009) also mentioned the IRB shows honesty and 

transparency in the procedures for protecting participants’ rights. The IRB ensures that 

researchers' skills and qualifications meet the reasonable ethical standard. 

Data Collection Instruments 

In qualitative case studies, researchers are the primary data collection instruments 

(Marshall & Rossman, 2016; Yin, 2014). Participants are the primary source of data 

(Merriam & Bierema, 2013). Participants provide rich, meaningful information while 

answering the interview questions (Morse, 2015). Among the three types of interviews, 

structured, semistructured, and unstructured, researchers use semistructured interviews 

more frequently in human and social sciences (Brinkmann, 2014). Semistructured 

interviews provide interviewees the flexibility to elaborate on the subject to share their 

knowledge and perceptions (McIntosh & Morse, 2015). 

As the researcher and data collection instrument of this study, I used 

semistructured interview questions in interviews with all participants. Although the data 

collection methods in qualitative studies are time-consuming (Merriam & Bierema, 
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2013), qualitative researchers tend to use more than one source to collect data (Marshall 

& Rossman, 2016; Yin, 2014). I audio recorded the interviews and reviewed them during 

data analysis.  

In addition to conducting semistructured interviews, I reviewed archived 

documents as an additional source of data. I examined documents related to the private 

security organizational structure, departments, divisions, units, and the services they 

provided. I also reviewed the private security history, past events, and human resources 

activities, including the initiatives for maintaining healthy work environment. Those 

documents contained archives, press releases, public files, public databases, and the 

company’s website. 

Interview protocols are significant elements of the interview process for data 

collection (Yin, 2014). The protocols contain a set of questions, which indicate the line of 

inquiry researchers plan to follow during the interviews (Yin, 2014). Interview protocols 

ensure the quality of interview questions and enhance data credibility (Valentine et al., 

2015). Interview protocols also support improving data consistency by asking all 

participants the same questions (Yin, 2014). Jacob and Furgerson (2012) argued 

interview protocols go beyond the interview questions to include a complete procedure 

and handwriting of what researchers plan to say to guide them throughout the interview 

sessions. 

In case studies, researchers should ask the right questions, interpret data correctly, 

and remain unbiased by preconceived ideas and assumptions (Zohrabi, 2013). To control 

bias, the qualitative researchers must develop and follow appropriate interview protocols, 
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ask focused questions, and listen to participants to set aside emotions and assumptions 

while collecting data (Yin, 2014). Rubin and Rubin (2012) indicated the proper 

development and utilization of interview protocols to explore participants' perceptions 

improve the data, research reliability, and validity. 

I developed a comprehensive interview protocol (Appendix, A) that guided me 

through the interviews. The interview protocol contained the interview questions and 

detailed guidelines of the interview process. I based my interview protocol on a 

semistructured interview. Semistructured interview are appropriate for addressing open-

ended questions, which provide flexibility for participants to share their thoughts on the 

subject (Rubin & Rubin, 2012).  

Open-ended questions also allow for follow-up questions for the verification of 

participants’ answers, as necessary (Jacob & Furgerson, 2012; Yin, 2014). Adderley and 

Mellor (2014) added using semistructured interviews is a useful approach to identify 

strategies for improvement. Accordingly, the semistructured interview was appropriate 

for the objective of exploring strategies private security leaders use to mitigate the 

negative impact of work stressors on security officers.  

The interview protocol assisted me to focus on the business problem while 

collecting data to answer the research question. The interview protocol also helped me 

share the same information and ask the same questions to ensure consistency, reliability, 

and validity of the interview process and the data I gathered. Furthermore, in the 

protocol, I indicated that each participant had 60 minutes to answer the nine interview 

questions, ask clarification questions, review answers, and take necessary notes. I was 



69 

 

flexible to grant participants, who needed more time, 30 additional minutes to stimulate 

their thoughts and ideas in support of the purpose of the research. 

Reliability and validity of qualitative studies relate directly to researchers' ethics, 

integrity, neutrality, and dependability (Denzin & Lincoln, 2017). Identifying the role of 

the researchers in data collection helps control their biases and enhance their credibility 

(Marshall & Rossman, 2016). The reliability of the process that researchers use to collect 

data is a significant factor in determining the research quality and accuracy (Denzin & 

Lincoln, 2017).  

For example, consistency and constancy in the data collection process are vital 

indications of the research trustworthiness (Leedy & Ormarod, 2013). Moreover, 

providing participants the opportunity to share their knowledge openly and thoroughly 

improves the integrity of the data collection process. In addition to the interview protocol, 

consent form, and member checking, researchers can utilize other tools to ensure and 

enhance the reliability and validity of the data collection process. 

After completing the interviews, I scheduled the member checking meetings with 

all interviewees. Researchers use member checking to ensure the reliability and validity 

of the information, which ensure researchers’ ability to remain neutral and credible 

(Drabble, Trocki, Salcedo, Walker, & Korcha, 2016; Marshall & Rossman, 2016). I 

provided all participants an English version of their interview transcripts to review and 

confirm completeness of my interpretations. Providing participants an English version for 

member checking helped me avoid the possibility of misunderstanding their replies and 

prevent translation mistakes. 
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Researchers should obtain signed consent forms from participants before the 

interviews to ensure participants have enough information to make intelligent decisions 

for their participation in the study (Merriam & Bierema, 2013; Yin, 2014). Applying the 

consent process establishes for the protection of participants confidentiality, privacy, and 

other rights (Suri, 2013). Before starting the interviews, I shared the consent form with all 

participants, which I developed for this study. Participants reviewed and signed the form 

confirming their understanding of the research objective, their rights, and their 

willingness to participate in the study.  

Data Collection Technique 

The data collection methods in qualitative studies include structured, 

semistructured, and unstructured interviews. Data collection methods also include focus 

groups, reviewing archived documents, and companies’ websites (Denzin & Lincoln, 

2017; Marshall & Rossman, 2016; Yin, 2014). Marshall and Rossman (2016) added the 

most common data collection methods in qualitative studies are interviews, observations, 

and review of archived documents. Qualitative strategies for collecting data provide 

researchers rich information and a profound understanding of the participants' lived 

experiences and perceptions (Yin, 2016).  

Researchers use semistructured interviews as the primary source of data collection 

for qualitative case studies (Brinkmann, 2014). I used semistructured, open-ended 

questions following the study interview protocol (Appendix) when I interviewed the 

participants in this study. Interview protocols improve the reliability and validity of the 

data collection process (Valentine et al., 2015). In addition to semistructured interviews, I 
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used archived documents that pertained to the company’s history, organizational 

structure, private security departments, divisions, units, and the services they provided as 

a second source of data. The use of multiple data collection sources offers a more 

convincing and reliable case study than a single source of data (Houghton et al., 2013). 

Semistructured interviews have several advantages as the primary data collection 

source. In semistructured interviews, researchers develop and use open-ended questions 

to investigate the business problem. Open-ended questions help explore topics for the in-

depth understanding of human subjects, including their lived experiences and perceptions 

(Elsawah, Guillaume, Filatova, Rook, & Jakeman, 2015; Yin, 2016). Semistructured 

interviews also provide participants the flexibility to share related information that 

researchers do not address in the interview questions (Houghton et al., 2013; Marshall & 

Rossman, 2016). Furthermore, semistructured interviews require a shorter time than 

structured interviews to obtain participants’ insights regarding the study subject (Yin, 

2016). Researchers who have limited time for data collection can use semistructured 

interviews and a small number of interview questions (Merriam & Bierema, 2013).  

Using semistructured interviews allow researchers to ask additional clarification 

questions during the interviews (Rubin & Rubin, 2012). Clarification questions help 

researchers ensure interviewees understand and answer the original questions correctly 

(Duggleby & Williams, 2016). In face-to-face interview settings, interviewees react 

spontaneously, which help researchers observe their body language and other non-verbal 

reactions to the questions as signals that could trigger additional questions in support of 

the study (Onwuegbuzie & Byers, 2014).  
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Collecting data through semistructured interviews have disadvantages as well. 

The mutual influence interviewers and interviewees may exert on each other could lead 

to negative results (Rubin & Rubin, 2012; Yin, 2014). Another disadvantage of 

semistructured interviews is the possibility to ask inappropriate interview questions 

(Elsawah et al., 2015; Yin, 2014). Also, some participants may have memory trouble and 

cannot recollect the data to answer questions during the interviews, which results in not 

sharing all the information they know about the topic (Yin, 2014). Unlike structured 

interviews, there is a possibility of collecting restricted information during the 

semistructured interviews (Yin, 2014). In addition to the semistructured interviews, I 

reviewed archived documents to collect data. 

The archived documents I reviewed included documents that pertained to the 

company’s history, organizational structure, private security departments, divisions, 

units, and the services they provided as a second source of data. I also reviewed the 

company’s website for pertinent data. Archived documents included the private security 

organizational structure, the different departments, and the services they provided. I 

obtained proper authorization before accessing the company’s documents and website 

before using its information. 

Advantages of Archived Document Review  

Reviewing archived documents provide researchers the opportunity to verify the 

information they collect during the semistructured interviews, such as names, dates, and 

statistical data. Additionally, archived documents include information that is independent 
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of the findings of the case study. The archived documents and website could provide 

valuable information about historically significant events and developments (Yin, 2014). 

Disadvantages of Archived Documents Review  

Reviewing archived documents may have negative results as well. Among the 

most significant drawbacks is the restricted access to relevant documents and 

information. Additionally, historical data may have an unidentified bias that could 

negatively influence the credibility of the data (Yin, 2014). 

Upon obtaining the Walden University IRB approval, I began the process of 

selecting participants and scheduling interviews. I asked interviewees to offer two 

different dates from which we selected the more convenient. Before conducting the 

interviews, I provided each participant a penname to keep their identity confidential. 

Stewart and Shamdasani (2014) recommended researchers use pennames as a precaution 

to protect participants identities. I used the pennames to identify participants during the 

interviews and in the transcripts. 

To enhance consistency and credibility of the process, researchers shall identify 

interview session durations (Valentine et al., 2015). The initial duration was 60 minutes 

for each interview. I provided participants 30 additional minutes to answer the questions 

thoroughly, which also helped in achieving data saturation. Data saturation occurred 

when further interviews did not provide new themes (Houghton et al., 2013). I conducted 

four individual semistructured interviews with five private security leaders. If I had not 

reached data saturation, I would have continued interviewing additional leaders until I 

achieved data saturation. 
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I collected the first set of data during the individual interviews I conducted with 

the private security leaders. In addition to participants’ words, researchers should take 

notes of interviewees nonverbal and body language reactions during the interviews 

Onwuegbuzie and Byers (2014). I recorded verbal and non-verbal reactions I noticed 

during the interviews. If the four interviews had not produced data saturation, I would 

have collected the second set of data by conducting additional interviews with other 

private security leaders until I obtained data saturation. I gathered the second set of data 

by reviewing the company’s archived documents and website. After collecting data and 

transcribing participants’ input and completing the initial interviews analysis, I conducted 

member checking with all participants. 

In member checking, researchers provide participants a copy of their answers to 

review and validate to confirm completeness and accuracy (Morse et al., 2014; 

Onwuegbuzie & Byers, 2014). Thus, using member checking ensures the reliability and 

validity of the data, which also supports researchers’ neutrality and credibility (Marshall 

& Rossman, 2016). The proper application of member checking is among the best 

methods to evaluate the credibility of qualitative research data. Using member checking 

in a case study interview that has a small sample size could help produce in-depth 

information and reach data saturation more quickly (Birt et al., 2016; Morse, 2015). 

For member checking, I provided each participant an English version of their 

interview transcript to verify whether I captured their responses to the interview questions 

correctly. Providing participants an English version helped me avoid the possibility of 

misunderstanding their replies and prevent translation mistakes. Participants reviewed the 
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transcripts to confirm whether they were complete and accurate. After completing the 

member checking interviews, I triangulated the data collected in the semistructured 

interviews and archived documents reviews to examine consistency among the different 

sources of data.  

Data Organization Technique 

Data organization is among the most significant research development elements. 

Data organization refers to implementing strategies to manage data by categorizing, 

labeling, tracking, and retrieving the data researchers collect for the study (Johnson, 

Dunlap, & Benoit, 2010). Good data organization is necessary to make the data useful, 

which requires reviewing the accuracy of the records of data researchers collect (DeLyser 

& Sui, 2013). After conducting the interviews, I transcribed all interviews in English. I 

led member checking interviews with all participants to verify the accuracy of their input. 

After member checking, I triangulated the data to enhance credibility and consistency 

among the information I collected from the two different sources.  

As part of data organization, researchers should code the data they collect to 

identify emerging themes and determine data saturation (Guercini, 2014; Onwuegbuzie & 

Byers, 2014). Coding data refers to grouping and categorizing data into themes 

(Chowdhury, 2015). Codes also help protect participants’ identity (Lahman et al., 2015). 

To organize and code data, I developed and used a reflective journal containing the 

interview questions and all the data I collected. Researchers use reflective journals to 

analyze and code data to identify themes as well as the source of information easily 

(Marshall & Rossman, 2016; Padden-Denmead, Scaffidi, Kerley, & Farside, 2016). I 
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used a coding system consisting of the participants’ penname, dates, and subtopics to 

ease the identification of themes. The development of the journal and codes assisted me 

to locate particular data source I needed to review without having to sift through all 

records.  

Houghton et al. (2013) suggested researchers classify data around the main 

themes. I classified the data I collected around the central themes I identified during the 

coding process. I, then, transferred the coded data to a single document for each of the 

themes. DeLyser and Sui (2013) mentioned researchers should move the data they code 

to a separate record for each theme they recognize. Borgman (2012) and Allen and Wiles 

(2016) concluded developing a single separate document for each different theme labeled 

with the participants' penname and their responses is a useful method for having 

organized filing system and, maintaining the confidentiality of participants identity, and 

their input. I labeled each document by one of the themes I identified and the penname of 

the participant who provided it. 

To improve data organization and protection, researchers must apply useful data 

management and storage system (Merriam & Bierema, 2013; Yin, 2014). Implementing 

reasonable storage practices enhances the value of the research (Denzin & Lincoln, 

2017). Mitchell and Wellings (2013) posited researchers should secure the data they 

collect. I stored all records in a well-secured cabinet for 5 years before I destroy them. I 

am the only person who has access to the data. According to Rubin and Rubin (2012), 

researchers should destroy all raw data to avoid disclosing participants’ identity or 

confidentiality. I will shred and destroy all raw data after 5 years from the date of 
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publishing the study. Gandy (2015) and Jao et al. (2015) encouraged shredding hardcopy 

records of the data. 

Data Analysis 

Data analyses is the technique researchers use to represent findings in a clear, 

logical language (Yazan, 2015). Data analysis involves a systematic process of data 

collection, categorization, and interpretation to identify underlying meanings 

(Onwuegbuzie & Corrigan, 2014). Triangulation is a validity practice in qualitative 

studies (Denzin & Lincoln, 2017). Triangulation requires having several sources of data, 

such as participants’ interviews, documents reviews, and observations (Fusch & Ness, 

2015; Lub, 2015). Data triangulation, investigator triangulation, theory triangulation, and 

methodological triangulation are the four triangulation types (Denzin & Lincoln, 2017). I 

used the methodological triangulation approach to explore the strategies private security 

leaders used to mitigate the negative impact of occupational stress on security officers’ 

health and work performance.  

Methodological triangulation has several benefits. Denzin and Lincoln (2017) and 

Joslin and Muller (2016) noted the use of methodological triangulation generates in-depth 

analysis in qualitative single case studies. Miles, Huberman, and Saldana (2013) posited 

using methodological triangulation helps in providing comprehensive data, enhanced 

understanding, and validation of findings. Methodological triangulation for this study 

included the analysis and the interpretation of semistructured interviews and archived 

document reviews. I used methodological triangulation to enrich my perception of the 
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different issues underlying the perspectives and strategies private security leaders used to 

mitigate occupational stressors.  

Using methodological triangulation established reliability and validity of the 

study and its results by confirming that the data from the various sources are consistent 

and complement one another (Joslin & Muller, 2016). I used methodological 

triangulation to compare and connect the data I gathered from the semistructured 

individual interviews and archived documents review. I crosschecked one result against 

another to increase the reliability of the findings, and to investigate and examine the same 

phenomenon from different angels. Applying methodological triangulation also helped 

me to verify participants’ responses, define patterns, control researcher bias, and enhance 

the study's completeness, dependability, and credibility. 

Researchers should analyze all the data they gather (De Massis & Kotlar, 2014). I 

analyzed the data I collected during the study from the semistructured interviews and 

archived documents review. Including all the data in the analysis was vital to grasp the 

overall case, not only an individual part or parts of the case. To analyze data, I used the 

traditional tool and technique of pencil and paper as an alternative to the computer 

software application. Miles et al. (2013) reported using computer software application for 

data analysis could generate positive and negative qualifying statements. The use of 

pencil and paper analysis method, however, helps researchers interpret the data meaning. 

The pencil and paper analysis included the use of Microsoft Word to analyze raw data 

and organize codes. The pencil and paper analysis included clustering and coding data by 

recurring trends to develop themes. According to Borgman (2012), the first step in the 
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data analysis process is data coding to identify themes from the data the researchers 

gather. Researchers use coding to organize data into categories and focus on the 

information they need to investigate the phenomenon under study, explore themes, and 

answer the research question (Yin, 2014).  

I coded and grouped the data and transferred the final categories into a reflective 

journal with main headings and sub headings consistent with the interview questions to 

identify and compare themes. The words that participants used the most indicated 

significant meaning in their perception, which established a thematic meaning. The 

coding process also included reviewing the interview questions while processing the data 

through several repetitions looking for themes that either supported or contradicted with 

the themes that exist in the current literature. In data analysis, researchers validate the 

study findings by recognizing the connection with the present literature (Yazan, 2015). 

Researchers determine if the study results are consistent or inconsistent with the findings 

of the existing literature that addressed the same topic (Ajagbe, Sholanke, Isiavwe, & 

Oke, 2015). I used office applications, such as Microsoft Word, during the analysis 

process for better organization of the codes and themes that I identified. 

Frankfort-Nachmias and Nachmias (2008) stated researchers should group similar 

themes they identify during the data analysis. I grouped similar themes I identified from 

the data as they related to the interview questions. I compared the essential themes I 

identified with the conceptual framework and the literature I reviewed to highlight 

similarities, differences, and inconsistency between the research findings and the 

literature. I, then, transferred the coded data with the pennames of the participants who 
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provided the data to a single document for each theme correlating with the key themes 

that existed in the current literature. 

Researchers must continue to collect and analyze data until reaching data 

saturation (Fusch & Ness, 2015). I continued to conduct interviews and analyze data until 

no new themes emerged, which indicated data saturation. The data analysis I performed 

and the themes I created from the study helped me create a framework to answer the 

research question and identify strategies to mitigate the negative impact of occupational 

stress on security officers’ health and work performance. 

Reliability and Validity  

Reliability and validity are two vital elements of research studies’ trustworthiness. 

(De Massis & Kotlar, 2014). Qualitative researchers must establish dependability, 

credibility, confirmability, and transferability to improve the reliability and validity of 

their studies (Houghton et al., 2013; Yilmaz, 2013). Interview protocol, member 

checking, and triangulation are three essential strategies researchers can apply to increase 

the reliability and validity of the research process and findings (De Massis & Kotlar, 

2014; Fusch & Ness, 2015; Marshall & Rossman, 2016). 

Reliability 

In qualitative studies, dependability is equivalent for reliability. Reliability and 

dependability refer to the consistency of the study process over time, across different 

studies, and researchers. Consistency is a vital element of any research study to ensure 

the quality of the research findings (De Massis & Kotlar, 2014; Yilmaz, 2013).  
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Dependability. Researchers must have substantial evidence that their studies 

meet high dependability standards to ensure reliability (Yin, 2014). The research achieves 

dependability when researchers can repeat the study (using the same data and process) 

and produce similar results (Yin 2014). For example, if the second set of codes results in 

agreement with the first set of codes, the study prove dependability. Having dependable 

research increases the reliability of the research findings to use over time, across various 

studies, and by different researchers (De Massis & Kotler, 2014).  

To avoid the possibility of researchers misunderstanding participants' answers, 

they apply member checking. In member checking, participants review a copy of their 

input to confirm the researchers’ understanding and enter their answers the way they 

intend to share them in the study (Onwuegbuzie & Byers, 2014). The proper application 

of member checking ensures the reliability and validity of the data, which also support 

keeping researchers unbiased and reliable (Houghton et al., 2013; Marshall & Rossman, 

2016). I provided each participant a copy of their answers to review and confirm that I 

understood their replies accurately and recorded them correctly. I took all precautions to 

avoid personal assumptions to remain neutral and non-judgmental while I gathered data, 

analyzed it, and reported findings. Researchers use member checking interview to 

improve the data dependability by having participants confirm the accuracy of their 

answers’ transcripts (Marshall & Rossman, 2016; Olson, Leko, & Roberts, 2016). I 

conducted member checking interviews with all participants. Additionally, researchers 

use reflective journals to enhance the research dependability organizing, analyzing, and 
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tracking the data they collect from different sources quickly and efficiently (De Massis & 

Kotler, 2014).  

I used a reflective journal to record all the info I gathered for the study. I took and 

maintained notes of the study details and the changes that occurred during the research. I 

examined the potential impact those changes could have on the study development and 

findings to justify the strategies I applied in the study and confirm its reliability. To 

maintain research reliability, researchers must remain transparent about the rationale 

behind selecting a research method over another (De Massis & Kotler, 2014; Houghton et 

al., 2013). I clarified at the beginning of this study the reason why the qualitative single 

case study approach was appropriate for this research. 

Validity 

Research validity refers to the integrity of the researcher who conducts the study, 

the individuals who participate in the study, and the integrity of the research development 

process and findings (Yilmaz, 2013). Validity ensures the research question and methods 

researchers use for data collection, analysis and for reporting findings relate logically and 

empirically to the research objective (van Manen, 2014). To ensure the validity of 

qualitative studies, researchers must prove credibility, confirmability, and transferability 

(Guba & Lincoln, 1994). 

Credibility. Credibility refers to the assertion of the accuracy and believability of 

research findings (Houghton et al., 2013; Marshall & Rossman, 2016). Credibility 

encompasses the acceptability of the research process, the ability to reflect 

trustworthiness, confirm that the researcher applied member checking to validate 
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participants’ input, and ensure data credibility (Harvey, 2015; Marshall & Rossman, 

2016). Credibility is critical to examine if consistency exists between the perception of 

participants, the data the researcher collects from one side, and the researchers’ 

understanding and assumptions about the topic from the other side (Yilmaz, 2013; 

Zappella, 2015). Applying triangulation ensured consistency among the data I gathered 

from different sources, which further improved the credibility and validity of the study. 

Transferability. Transferability refers to the external validity of a study, which is 

the ability to generalize the study and apply its findings to more extensive populations to 

confirm the implication and interpretation of findings pertain to a new circumstance 

(Houghton et al., 2013; Moon, Linden, Bricout, & Baker, 2014; Yilmaz, 2013). To allow 

reviewers and readers to evaluate the transferability of the research findings, I conducted 

an inclusive description of the study context and methods. The comprehensive 

description covers the setting reports, research methods, people, actions, events that relate 

to the topic of the study, and the steps of the research development (Houghton et al., 

2013; Yilmaz 2013).  

Confirmability. Conformability refers to having unbiased research results (Yin, 

2014) and consistency of the findings when researchers reuse the same data and process 

(Connelly, 2016; Moon et al., 2016). According to Amankwaa (2016), confirmability 

depends on the process researchers use to gather data to ensure participants’ perceptions 

form the research. Denzin and Lincoln (2017) stated identifying the connection between 

the answers from different participants improves the findings confirmability. Researchers 
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ensure confirmability of the research when people (reviewers and readers) accept the 

research integrity, accuracy, and objectivity (Denzin & Lincoln, 2017). 

Researchers can also enhance confirmability by the proper application of member 

checking and triangulation (Houghton et al., 2013), which I did. Moreover, I used the 

traditional technique of pencil and paper to run an audit trail of all the data I collected for 

the study. To prove research confirmability, researchers use audit trails to confirm the 

information they collect justifies the study findings, and the findings are logical, useful, 

and instructive (Houghton et al., 2013). As Connelly (2016) and Moon et al. (2016) 

advised researchers must do, I reported only participants’ perspectives, which is the basis 

for comfortability in qualitative studies.  

Obtaining data saturation was a significant factor for the reliability and validity of 

my study. Data saturation occurs when researchers collect enough information to resolve 

the business problem, when interviewing more participants does not result in new 

knowledge and receive the same information from previous interviewees (Fusch & Ness, 

2015; Houghton et al., 2013; Morse, et al., 2014). Having more than one source of data 

increases the likelihood of attaining data saturation (Onwuegbuzie & Byers, 2014). 

Researchers can also use snowball and constant comparative techniques to support 

achieving data saturation. I interviewed participants until I attained data saturation. 

Transition and Summary 

In Section 2, I explained the objective of this research study, the participants, and 

population and sampling. I also described the research methods and the processes I 

followed to collect, analyze, and organize data. The purpose of this qualitative single case 
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study was to explore strategies private security leaders use to mitigate the negative 

impact of occupational stressors on security officers’ health and work performance.  

To answer the research question, this research included semistructured interviews 

and archived documents reviews. Furthermore, the research process involved several 

techniques to ensure the reliability and validity of the data, such as member checking, 

triangulation, which I outlined in detail throughout the section. Finally, I described the 

data collection, organization, and analysis methods for the study. Upon receiving the IRB 

approval, I started the data collection, analysis, and organization procedures and 

completed the research portion of this study, as outlined in Section 2.  

Section 3 of this research study will contain an overview of the purpose of the 

research and the method I applied to conduct the investigation. Section 3 will also include 

the study findings, applications for business use, and implications for social change. 

Section 3 will also contain the results of the data collection and analysis efforts as well as 

a discussion on the potential for increased social change. Additionally, Section 3 will 

include recommendations for professional actions and future research. The section 

concluded with a summary of findings.  
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Section 3: Application to Professional Practice and Implications for Change 

Introduction 

In this study, I used the qualitative method. Researchers who use the qualitative 

method attempt to explore phenomena for which there is little existing literature that 

addresses the business problem under investigation. A qualitative method facilitates the 

understanding of the phenomena through the exploration of beliefs, perceptions, 

experiences, opinions, and attitudes using narrative-based data (McCusker & Gunaydin, 

2015). The purpose of this qualitative single case study was to explore the strategies 

private security organizational leaders used to mitigate private security officers’ 

occupational stress. Several studies have addressed the consequences of occupational 

stress on security officers (Aryasri & Mouly, 2017); however, the focus of most of these 

studies was on public security officers working in police organizations rather than on 

private security officers working in private security organizations.  

In this study, I shed light on the occupational stressors associated with private 

security work. My ultimate objective was to help private security officers cope 

effectively with their work conditions and avoid the negative impact of work stress on 

their health and work performance. Maintaining security officers’ health and work 

performance at an appropriate level is essential to develop and maintain competitive 

organizations (Siu et al., 2015). The ability of private security and other business leaders 

to help their employees maintain good health and work performance supports and 

increases their companies’ sustainability and success (Suginraj, 2016; Zizek & Mulej, 

2016).  
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To collect data for this study, I conducted semistructured interviews with four 

private security leaders working at ABC (pseudonym) in Bahrain. Semistructured 

interviews based on open-ended questions allowed the participants that I interviewed to 

share their experiences and perceptions openly. Yin (2016) stated open-ended questions 

provide flexibility for participants to share their thoughts on the subject under study 

openly. I also reviewed the company’s archived documents and website for related 

information. I, then, conducted a methodological triangulation of all the data I collected. 

The triangulation included a comparison between the information I gathered from the 

semistructured interviews and the data I obtained from the company archived documents. 

Researchers must triangulate all the data they collect from various sources (Denzin & 

Lincoln, 2017; Stewart & Shamdasani, 2014).  

Researchers should use pseudonyms to protect participants’ identities (Allen & 

Wiles, 2016). To protect the identity of the participants of this study, I assigned 

pseudonyms to participants to avoid exposing their identity during and after the 

interviews. I also explained to them that their participation in the research was voluntary 

and they could withdraw at any time during data collection without any ramifications. I 

continued collecting data in the study until I obtained data saturation. Data saturation 

occurs when new data repeats the same information researchers already collected, 

analyzed, and coded without resulting in new vital themes (Fusch & Ness, 2015). 

After completing the data collection, I started the process of data analysis. 

Following the advice of De Massis and Kotlar (2014), I analyzed all the information 

collected from different sources. My data analyses resulted in identifying four themes.  
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Section 3 will include the study findings. Additionally, I will outline the 

opportunity for applying the findings of this study to professional practices. I will also 

describe how the study findings could be used to enact positive social change. Then, I 

will share my recommendations for further research. Section 3 will end with my 

reflections and a conclusion summarizing the study and its results. 

Presentation of the Findings 

The research question I developed to guide this study was: What strategies do 

private security organizational leaders use to mitigate private security officers’ 

occupational stress? To answer the research question, I collected data through 

semistructured interviews with four private security leaders and archived document 

reviews. The archived documents I reviewed included documents that related to the 

company’s organizational structure, departments, divisions, and the services they 

provided as a second source of data. I also reviewed the company’s history and human 

resources activities, including the initiatives for maintaining a healthy work environment, 

and the company’s website for pertinent data.  

In this study, I continued interviewing participants until I attained data saturation. 

Researchers achieve data saturation when interviewing additional participants ceases to 

yield new information. I used the data I collected from the two sources to conduct 

methodological triangulation to confirm consistency among the data. The data helped me 

develop a deep understanding of the strategies private security leaders used to mitigate 

the negative impact of occupational stress on security officers’ health and work 

performance.  
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The research findings resulted in four emergent themes that related to the study 

business problem: (a) private security high occupational stress, (b) occupational stress 

mitigation strategies, (c) leaders-officers open communication, and (d) health protection 

policies. In the following subsections, I will describe the four themes in greater detail. I 

will also outline the participant sample and how the interviewees answered the nine open-

ended, interview questions. Furthermore, I will explain how the data I collected 

addressed the research question and aligned with the existing literature and the human 

capital theory, which was the conceptual framework of this study. 

Theme 1: Private Security Occupational Stress 

The first theme that emerged during data analyses was the occupational stressors 

private security officers experience. This theme appeared from Interview Questions 1, 2, 

3, 4, 5, 8, and 9. All participating leaders shared stressors that are associated with private 

security work.  

This theme was consistent with the current literature. Goswami (2015) noted 

many studies provide considerable evidence of the negative impact of private security 

work stressors on security officers. Security officers operate under a continuous stressful 

condition, which results in various adverse outcomes. The work environment is one of 

the primary sources resulting in the job-related stressors security officers suffer (Lather et 

al., 2011). Other examples of stressors include working different shifts, hazards 

associated with the job, public expectations, lack of clear guidelines, excessive workload, 

and lack of adequate training (Money & Ehimewenma, 2016; Zizek & Mulej, 2016).  
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Occupational stress exposes private security officers to more burnout, illnesses, and 

absenteeism than other employees (Russell et al., 2014). The stressors have an adverse 

effect on security officers’ health and work performance as well as on the organizations’ 

productivity (Lather et al., 2011; Nerurkar, 2014; Rose & Unnithan, 2015). Security 

officers suffer adverse psychological, physiological, and behavioral consequences from 

occupational stressors (Patterson et al., 2014). Table 2 outlines stressors associate with 

private security work.  

Table 2. Subcategories of Emergent Theme 1 

Subcategories of Emergent Theme 1 

Private security occupational stressors No. of participants No. of reference 

Nature of working area 4 41 

Nature of responsibility 3 31 

Shortage of manpower/workload 4 47 

Risks encountered 4 39 

Working variable shifts 4 45 

Long working hours 4 39 

Expectations 3 32 

 

All participating leaders stated the nature of private security work produces 

several stressors that have the potential to cause harm to the individual security officers 

as well as their organizations. Participant 1 highlighted several issues he had when he 

was a security officer working different shifts. He recalled the sleep disorder he suffered 
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and also talked about the feeling of being partially isolated from normal social life. 

Participant 3 explained how security officers who work variable shifts complain about the 

difficulties they face not being able to spend enough quality time with their families.  

All participants expressed their perceptions about the hazards associated with the 

private security job. They identified shift work, low wages, not receiving salaries on time, 

working long hours, workload, the responsibility for protection, people expectations, and 

dealing with several types of people as the stressors’ security officers experience. 

Participants 1, 2, and 4 mentioned the nature of the job exposes security officers to 

various kinds of dangerous situations. In some cases, they need to deal with intruders 

who could be criminals and terrorists. In other times, they have to handle disputes 

between several people. Some officers had been attacked by unlawful people in situations 

simply for enforcing the company policies.  

Participant 1 stated the location where security officers work determines the type 

of stress they suffer. He explained that security officers working in educational 

institutions, for example, face less stressful situations than security officers working in 

shopping malls. While they deal with professors and students in the educational 

institutions, they might deal with uneducated groups of troublemakers in shopping malls. 

All participants agreed that they identify stressors associated with security work through 

security officers’ complaints, the nature of the facility they protect, and direct 

communication with officers.  

Theme 1 relates directly to the conceptual framework. Health and education are 

the main dimensions of the human capital theory (Pocas, 2014), which was the 
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conceptual framework and foundation for this research study. The nature of the private 

security occupation, including working variable shifts and the risks associated with the 

security work, has an adverse effect on security officers’ health. Security officers have 

more exhaustion, illnesses, and absenteeism than workers from other occupations (Lather 

et al., 2011; Russell et al., 2014). The purpose of this qualitative single case study was to 

explore the strategies private security organizational leaders used to mitigate private 

security officers’ occupational stress. 

Human capital theory practitioners consider employees’ utilization of their 

development and enhanced health a value that produces and advances their organizations’ 

growth (Skare & Lacmanovic, 2015). The human capital worth increases by investing in 

the employees’ health to benefit both the workers and increase organizational 

productivity (McIntyre, 2002; Skare & Lacmanovic, 2015). The data I gathered from the 

interviews and documents confirmed the importance of identifying the stressors 

associated with the private security work. 

Theme 2: Occupational Stress Mitigation Strategies  

The second theme that arose during the study was the significance of occupational 

stress mitigation strategies. This theme emerged from Interview Questions 1, 2, 3, 4, 5, 7, 

8, and 9. All participants stressed the importance of having occupational stress mitigation 

strategies to improve security officers’ health and work performance.  

The second theme was also in line with the literature. According to Kinnunen-

Amoroso and Liira (2016), business initiatives for the reduction of the negative impact of 

occupational stress are vital for improving employees’ health. Occupational stress 
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reduction strategies protect employees’ health and increase their work performance and 

organizational productivity (Otenyo & Smith, 2017; Smith, Damron, & Melton, 2017). 

Lally (2016) stated to achieve an efficient occupational stress mitigation strategy, leaders 

must have a good understanding of the phenomena. Koruda (2016) added that for an 

organization to succeed in the identification and implementation of effective stress 

reduction strategies, the strategies must provide clear objectives and direction and that the 

strategies should also be in line with and satisfy the overall organizational goals. Jamison 

and Kleiner (2015) noted to implement occupational stress mitigation strategies, such as 

workplace wellness programs, that the strategies should rest on a good action plan. 

Leaders should develop the strategies based on the specific needs of the employees and 

their working environment (Jarman et al., 2016). Jarman et al. (2016) added to be more 

cost-effective and successful, the specific needs could be broken down by the needs of 

each segment within the organization. Table three contains strategies for occupational 

stress reduction. 

https://www.emeraldinsight.com/author/Smith%2C+Alan+David
https://www.emeraldinsight.com/author/Damron%2C+Terry
https://www.emeraldinsight.com/author/Melton%2C+Amye
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Table 3. Subcategories of Emergent Theme 2 

Subcategories of Emergent Theme 2 

 

Occupational stress mitigation strategies  No. of 

participants 

No. of reference 

Orient officers on job requirements 4 36 

Fair, equal distribution of workload 4 40 

Provide proper tools and equipment for the job 3 32 

Wellness programs (stress management courses, 

sport activities, social gathering) 

4 47 

Leaders’ positive involvement 4 45 

All participants stated that private security organizations needed occupational 

stress mitigation strategies. They argued that security leaders’ investment in and 

collaboration with employees and human resources practitioners to identify occupational 

stress mitigation strategies enhanced the security officers’ attitudes and motivations, 

which resulted in improved work performance and productivity. Experienced private 

security leaders realized the relationship that existed between occupational stress 

mitigation strategies, business stability, and success (Participant 1 & Participant 3).  

Based on his experience in private security, Participant 4 stated that he found the 

occupational stress mitigation strategies provided for better work performance increased 

retention and reduced complains, absenteeism, and presenteeism. Participant 1 indicated 

security officers tend to perform better when they participated in occupational stress 

mitigation activities, which reflected positively on the organizational productivity. All 
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participants supported the implementation of wellness programs, such as sports activities, 

social gatherings, and one-on-one talking with security officers about their concerns. 

From the results, I found 100% (4/4) of participants thought occupational stress 

mitigation strategies protected officers’ health and supported long-term business growth 

and sustainability.  

Theme 2 relates strongly to the conceptual framework. Human capital theory 

includes initiatives for human resource development, such as worksite wellness 

programs, to advance employees’ health and work performance (McIntyre, 2002). 

Moreover, experts on the HRM theory progressively promote employees’ health and 

satisfaction (Secchi et al., 2015). Scholars of the HRM theory have focused more on the 

strategies created from the human capital theory, including worksite wellness programs, 

to promote employees’ health and job satisfaction (Secchi et al., 2015). Capitalizing on 

employees’ health and the implementation of workplace wellness programs can reduce 

work-related stress and advance work performance (Mosadeghrad, 2014; Pijalovic, 

2013), which was the objective of this study and my reason for selecting the human 

capital theory as the conceptual framework. The archival documents I reviewed included 

the human resources activities and initiatives for maintaining a healthy work environment 

supported the development and implementation of strategies for the reduction of 

occupational stressors. 

Theme 3: Leaders-Employees Open Communication 

In responding to Interview Questions 2, 3, 4, 6, 7 and 8, all participants 

emphasized the importance of leaders and employees’ open communication and mutual 
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efforts towards the identification of stressors and development of strategies for mitigating 

work-related stress. The participants argued that through open discussion, officers could 

have a means to report the stressors they experienced in the field. Similarities exist 

between the third theme I found in this study and the extant literature. Frank, Lambert, 

and Qureshi (2017) stated leaders might build on ethical decisions to motivate employees 

and improve results through open communication. Employees must have a mechanism 

for reporting the stressors they face in the workplace; likewise, organizational leaders 

must have channels to communicate and clarify to all employees the importance and 

benefits of occupational stress mitigation strategies, such as wellness programs. Leaders 

need to encourage employees’ participation in occupational stress mitigation strategies 

(Elia & Rouse, 2016). If employees do not understand the goals of the wellness programs 

and how those programs benefit them, they will be less likely to participate.  

From the results of this study, I found 100% (4/4) of participants thought leaders-

officers open communication and mutual efforts were critical for identifying and 

mitigating the negative impact of work stress and increasing work performance and 

productivity. The participants explained that the absence of open communication 

increases stress on security officers. Participant 2 added that workgroups that do not work 

together as a team would not succeed in identifying and mitigating occupational stressors 

and their negative consequences on employees and organizations. The more efficiently 

the team works together, the more likely leaders can identify and reduce the adverse 

effect of occupational stressors (Participants 3 and 4). Table 4 include the methods for 

open communication between leaders and employees. 
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Table 4. Subcategories of Emergent Theme 3 

Subcategories of Emergent Theme 3 

 

Leaders’ officers’ open communication No. of 

participants 

No. of reference 

Direct communication to explain wellness and 

health protection activities 

4 38 

Face-to-face meetings to explain job requirements 3 28 

One-on-one psychological debriefing 4 38 

Friendly communication during social gatherings 4 39 

Encourage officers to communicate up for help 3 31 

All participants indicated the direct communication between security leaders and 

security officers helps both understand the needs and perceptions of each other. 

Participant 1 and 2 stated security officers used communication equipment and e-mail for 

communicating their concerns. In addition to direct communication Participants 3 and 4 

mentioned that their officers might use mobile phones and 24/7 hotline to report their 

urgent needs and concerns. Participant 2 stressed the need for leaders to make their 

officers feel at ease and comfortable so that they can communicate their concerns freely 

and openly.  

Theme 3 also relates to the conceptual framework. Providing a healthy work 

environment is an essential economic and managerial matter to different businesses. 

Promoting work health requires the collective efforts of leaders, as well as employees, to 

enhance the work health and well-being of the workforce (Zizek & Mulej, 2016). Open, 
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positive communication is a significant element for the success of wellness programs that 

aim to increase employees’ health and work performance (Elia & Rouse, 2016).  

Organizational leaders must communicate to all employees the aims and 

advantages of wellness programs to inspire employees' participation. If employees do not 

understand the benefits of the wellness programs, they might not participate effectively 

(Elia & Rouse, 2016). Zizek and Mulej (2016) added that encouraging employees' 

participation through positive communication for health enhancement activities promote 

health at the workplace. The data gathered through the review of archived documents and 

other relevant company documents reinforced the findings from the interviews. 

Theme 4: Health Protection Policies  

The fourth theme that emerged during the data analyses was the development and 

implementation of health protection policies. In their response to Questions 1, 2, 3, 4, 5, 

6, and 9 (Table 4), participants highlighted the need for having and implementing health 

protection policies. This theme was also consistent with the existing literature. According 

to O'Keefe et al. (2014), health protection policies outline the responsibilities of the 

employers to provide healthy and safe working environments for their workforces. The 

policies can establish for continuous efforts to identify strategies for maintaining 

employees' health in good condition (Duncan, 2016). Maintaining employee's health in 

good condition will, in turn, improve work performance and productivity (Haddon, 

2018). O'Keefe et al. noted organizations that develop health protection policies enhance 

employees understanding of proper health requirements and the benefits of maintaining 

good health for the employees and the organizations. 
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Duncan (2016) stated that in industrialized nations, organizations address all risks 

that associate with the business in the health protection policies. In those countries, the 

employees expect employers to provide sufficient protection for their health by enforcing 

health protection policies. The unavailability of health protection policies may put 

workers’ health and well-being at risk. 

Health protection policies may cover strategies to mitigate work-related stress and 

its negative impact on employees' health and job performance. Tutenges et al. (2015) 

found the use of health protection policies can resolve the problems associated with 

security organizations occupational stress such as employees’ poor health and work 

performance. The policies aim to sustain employees’ good health. For instance, a security 

department may manage or reduce security officers’ stress by developing and 

implementing policies mandating the implementation of stress management courses and 

psychological debriefing programs (Tutenges et al., 2015). Table 5 consists of the 

requirements for health protection policies. 
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Table 5. Subcategories of Emergent Theme 4 

Subcategories of Emergent Theme 4 

 

Health protection policy No. of 

participants 

No. of reference 

Develop and enforce health protection policy 4 34 

Policy must cover all physical and psychological 

requirements for healthy work 

environment 

4 39 

Policy must cover frequent medical check 4 37 

Policy must cover requirements for ethical work 

requirements by employers and 

employees 

4 36 

Policy must address leaders’ role in protecting 

employees’ health  

4 35 

All participants mentioned that health protection policies are necessary to ensure 

and regulate continuous efforts for stress mitigation strategies. Participants 1 and 2 noted 

that successful leaders do not focus on the things they cannot control. They focus on 

things they can control. They explained that health protection policies provide for better 

control over the implementation of stress reduction practices and strategies. 

Organizations that apply health protection policies can remain proactive, not reactive, 

even when dealing with difficult working circumstances (Participants 3 and 4). All 

participants agreed that health protection policies should address all aspects necessary for 
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maintaining security officers’ physical and psychological health in good condition. The 

policy must cover medical insurance, leadership behavior, wellness programs, positive 

communication, compensations, reasonable working hours, fair minimum wage, 

appropriate training, equipment, etc.  

Theme 4 relates directly to the conceptual framework. The basic tenet of the 

human capital theory, which was the conceptual framework of this study, is better human 

capital results in better organizational productivity (Becker, 1962). Health is a central 

element in every person’s life. Healthy people can focus on their work and achieve their 

purposes better than unhealthy persons (Zizek & Mulej, 2016). Employees who maintain 

good health are more efficient because of their physical and mental capabilities. 

Consequently, a business can be more productive when employees sustain good health 

(Skare & Lacmanovic, 2015).  

The existence of health protection policy support sand encourages employees’ 

good health. The World Bank has promoted several policies to improve health as a 

strategy to develop and enhance human capital (Skare & Lacmanovic, 2015). The 

documents regarding the history and past events of the human resources activities support 

and necessitate the development of health protection policies that cover all aspects of the 

work environment and the risks associate with the private security work. 

Summary 

In the ABC Company in Bahrain, management has identified long ago the 

negative impact of the occupational stressors associated with security work. The leaders 

at ABC recognized the value of establishing and implementing occupational stress 
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mitigation strategies. They realized the positive relationship between work stress 

reduction strategies and the efforts to improve security officers’ health and work 

performance. Participating leaders identified several strategies private security leaders 

could use to lessen the negative impact of job stress on security officers’ health and work 

performance.  

The results of this research study correlate with several previous studies where 

researchers presented findings of effective occupational stress mitigation strategies, such 

as wellness programs (Pereira, Coombes, Comans, & Johnston, 2015; Richardson, 2017), 

health protection policies (Duncan, 2016; Tutenges et al., 2015), leadership style and role 

(Jamison & Kleiner, 2015; Zineldin, 2017), open communication (Elia & Rouse, 2016), 

ethical work practices and environment (Osibanjo et al., 2015) and corporate social 

responsibility practices (Garcia & Kleiner, 2016). Building knowledge about successful 

occupational stress reduction strategies improves employees’ health and work 

performance through such initiatives to decrease the adverse impact of occupational 

stress on the employees and the organizational business.  

The findings of this study were also consistent with the human capital theory, 

which was the conceptual framework of this study. Although the original idea of the 

human capital theory evolved over the years, the basic principle of the theory, which is 

better human capital leads to better work performance (Becker, 1962), is still gaining 

more understanding and acceptance (Pocas, 2014). Health and education are the two main 

dimensions of the theory (McIntyre, 2002). 

https://www.ncbi.nlm.nih.gov/pubmed/?term=Pereira%20MJ%5BAuthor%5D&cauthor=true&cauthor_uid=25780031
https://www.ncbi.nlm.nih.gov/pubmed/?term=Pereira%20MJ%5BAuthor%5D&cauthor=true&cauthor_uid=25780031
https://www.ncbi.nlm.nih.gov/pubmed/?term=Comans%20TA%5BAuthor%5D&cauthor=true&cauthor_uid=25780031
https://www.ncbi.nlm.nih.gov/pubmed/?term=Comans%20TA%5BAuthor%5D&cauthor=true&cauthor_uid=25780031
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Investing in employees’ health is a primary factor for improving their work 

performance, productivity, and for maintaining substantial economic growth (Scuffham 

et al., 2014). In addition to investing in employees’ health, investing in employee’s 

education as well as all other capabilities is crucial for continuous development and 

learning (Pocas, 2014). Individuals and agencies should encourage continuous learning to 

promote positive transformation in individuals, organizations, industries, and societies 

(Benavides-Velasco, Quintana-Garcia, & Marchante-Lara, 2014). Skare and Lacmanovic 

(2015) stated that the human capital theory concept extends to businesses as well as 

communities. 

The results of this research provide significant feedback to support private 

security leaders in their efforts to maintain business sustainability and economic growth. 

The private security organizations, like any other types of organizations, have an ethical 

responsibility toward their stakeholders, including its workforce. Security leaders must 

consider security officers’ health and well-being. Also, they have to work determinedly 

on identifying strategies for improving work performance, productivity, and profitability 

(Russell et al., 2014). Additionally, the private security organizations should take into 

consideration their customers’ needs, including the safety and wellbeing of the people 

they protect (Asomah, 2017). 

Applications to Professional Practice 

The negative impact of occupational stress on employees’ health and work 

performance is a harmful element that leads to a low success rate of businesses 

(Goswami, 2015; Mensah & Amponsah-Tawiah, 2016). Competent, healthy security 
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officers are dynamic to the success of their organizations (of private security 

organizations) and the firms they serve and protect (Siu et al., 2015; Zizek & Mulej, 

2016). Identifying practical and cost-effective strategies for private security leaders use to 

mitigate the negative impact of occupational stress is vital for maintaining good work 

performance, productivity, and profitability (Money & Ehimwenma, 2016; Patterson et 

al., 2014; Russell et al., 2014).  

The findings of this research contribute to the field of private security in various 

ways. The results support the existing literature by providing rich facts to the body of 

knowledge. Several essential themes emerged from the study that private security leaders 

could consider for application in their organizations. The themes include the significant 

role of occupational stress mitigation strategies, such as workplace wellness programs, 

leadership role, and health protection policies, play to reduce job stress and improve work 

performance, productivity, and business growth. Other themes include the significance of 

ethical practices by leaders and employees in promoting a healthy work environment 

based on trust, ownership, and mutual effect. The advantages of increasing security 

officers' awareness through open communication about the benefits of stress reductions 

strategies is another theme that derived during the data collection.  

Leaders who participated in this study argued that mitigating occupational stress 

strategies to protect security officers’ health and increase work performance required 

leaders' direct involvement and support. This concept is in line with the concept 

presented by Jimenez, Winkler, and Dunkl (2017) and Robertson (2016) who stated that 
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the leaders’ role in occupational stress mitigation strategy and improve work performance 

and productivity, contribute positively to the capabilities of their organizations.  

The findings of the study may be helpful to all leaders of private security 

organizations as well as other businesses. The results of the research may fill a gap in 

knowledge regarding private security occupational stress mitigation strategies to improve 

private security officers’ health and work performance. Participating leaders will receive 

a summary of the findings as guidance for developing work-related stress reduction 

strategies. 

Implications for Social Change 

Stephan et al. (2016) noted one of the main challenges our societies face is public 

health. The increase in employees' health leads to an increase in the success of businesses 

and produces a more stable economic environment (Skare & Lacmanovic, 2015). 

Investment in employees’ health to enhance work performance is a viable consideration 

for social and economic sustainability (Krainz, 2015). The identification and 

development of occupational stress mitigation strategies have implications for positive 

social change, including protecting employees' well-being, increasing working 

performance, productivity, and business success (Krainz, 2015; Mensah & Amponsah-

Tawiah, 2016).  

Baechler (2016) added improving work performance and productivity produces a 

better opportunity for employment and supports economic growth and community 

goodwill. The practices of a successful organization positively influence the society by 

creating more jobs, more capital investments, and improving the life quality of the 
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community (Qubaisi, Elanain, Badri, & Ajmal, 2015). The outcomes of a more vibrant 

and robust community base support the development of new business opportunities and 

the improvement of the marketplace (Qubaisi et al., 2015).  

All types of businesses receive pressure from internal and external stakeholders to 

improve work performance and profitability. Organizational leaders who ignore the needs 

of internal and external stakeholders threaten the success of their organizations. Knowing 

strategies that business leaders use to reduce work stress provide a better understanding 

of practical methods and tools to enhance business success and growth and satisfy 

stakeholders (Mosadeghrad, 2014). 

The results of this research may serve as reassurance and motivation for private 

security organizations to elevate their understanding of successful occupational stress 

mitigation practices to protect officers' health and increase the positive outcomes. 

Identifying stressors associated with security work and implementing stress reduction 

strategies is essential to avoid the negative impact on the security officers and their 

organizations (Lee et al., 2015; Money & Ehimwenma, 2016). The information shared by 

the participants can aid private security leaders to identify and develop appropriate stress 

mitigation strategies for reducing the negative impact of job stress and increasing work 

performance, productivity, and profits. Occupational stress reduction strategies have a 

positive impact on security officers’ wellbeing and which bring desirable results in the 

whole communities (Khuong & Yen, 2016). 

Socially, the findings of this study encourage more efforts and investments in 

occupational stress mitigation strategies as a means to protect and improve the health and 
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wellbeing of employees, citizens, and societies. Organizations that provide social support 

to their employees interact positively with job stressors to reduce levels of strains 

employees suffer (Dawson, O’Brien, & Beehr, 2016). The findings of this study can 

simplify the development and implementation of a well-established occupational stress 

mitigation process to make a positive contribution to the business success and overall 

economic growth. 

Recommendations for Action 

The themes resulting from this study’s interviews and the archived documents 

review, as well as the current literature, facilitated the identification of several 

recommendations for action. The recommendations can support private security 

organizational leaders adopt effective strategies for mitigating occupational stress 

negative impact to protect security officers’ health and increases work performance and 

productivity. The first recommendation is private security leaders should understand that 

maintaining security officers’ health in good condition is essential for maintaining their 

work performance at a productive level. They should recognize the value of private 

security officers’ health and well-being as a primary strategy for business sustainability. 

Organizational leaders should consider employees’ health as a strategy for being a more 

competitive organization (Mosadeghrad, 2014).  

Security leaders should also recognize work-related stress as a harmful factor for 

security officers’ health, work performance, and productivity. The third recommendation 

is for private security organizations to develop and encourage comprehensive health 

protection policies that address occupational stress, identify the appropriate leadership 
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style, ethical practices, open communication, workplace wellness programs, and other 

strategies to achieve improved work productivity and continuous business growth. 

Duncan (2016) found that health protection policies play a significant role in protecting 

employees’ health to achieve better performance, productivity, and profit. The fourth 

recommendation is to develop, communicate, and implement occupational stress 

mitigation strategies with the objective to protect employees’ health and improve their 

work performance. Schmitt, Den Hartog, and Belschak (2016) noted work stress 

mitigation strategies are necessary for preserving employees’ good health, work 

performance, productivity, profitability, and sustainability. Schmitt et al.  added that the 

absence of occupational stress mitigation strategies might have a significant negative 

influence on employees' health, work performance, and productivity. 

The themes derived from the participants support the fourth recommendation as 

the participants highlighted the value of occupational stress mitigation strategies, such as 

workplace wellness programs, leadership style, and health protection policies. Condon 

and Edwards (2018) and Long, Johnson, Faught, and Wilson (2018) stated that workplace 

wellness programs benefits include reducing the rate of employees’ absenteeism, and 

presenteeism, save on the cost of rehiring employees to replace ill employees, and 

increase morale and job satisfaction.  

Participants also emphasized the critical role of leaders. Healthy relationships and 

open communication between private security leaders and their security officers promote 

mutual efforts and a shared vision of joint initiatives to identify and implement effective 

strategies for reducing the negative impact of occupational stress. Private security 
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organizations should consider the appropriate leadership style that could achieve 

desirable outcomes. The literature identifies transformational, health-promotion, and 

servant leaders whose characteristics can help reduce the negative impact of elevated 

work stress (Dunkl et al., 2015; Li et al., 2017).   

The audience of this study should include private security leaders, stakeholders, 

consultants, associations, academic practitioners, and researchers. I attempt to present the 

results of this study to the security leaders of the organization where I conducted the 

research and my organization. I also plan to introduce the findings at private security 

conferences and publish an article on the results of the study in a private security-related 

journal. 

The results of this study encourage additional exploration and research for 

strategies private security leaders use to mitigate the negative impact of occupational 

stress on security officers. Researchers should conduct further studies to explore other 

issues and concerns that associate with work stress and identify solutions to the business 

problem not covered in this study to add to the body of knowledge on private security 

occupational stress mitigation strategies. 

Recommendations for Further Research 

The limitation of this qualitative single case study was the small size of the 

population. Recommendations for future studies include developing research with more 

participants. Also, the qualitative single case research study restricted the types of 

perceptions to leaders working in one organization within one geographical location. The 

opportunity for additional research may involve international private security leaders 
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working in different organizations from different geographic areas and working 

conditions to add more and diverse expertise and perceptions. The third recommendation 

for future research is to conduct mixed methods research. In mixed methods research, the 

researchers have the power and advantages of both qualitative and quantitative research 

methods combined (Sparkes, 2015). The qualitative study approach, combined with 

quantitative research method, could add further insight into occupational stress mitigation 

strategies to improve security officers’ health and work performance. A mixed methods 

research study applying a survey distributed to the larger population of security leaders 

and officers may include valuable data to inform private security leaders about issues 

relating to occupational stress and mitigation strategies.  

The fourth recommendation is to develop a phenomenological research study to 

involve participants more to have a stronger understanding of their experiences and 

perceptions. Van Manen (2014) stated researchers who conduct a phenomenological 

study often attempt to engage participants in a profound and meaningful discussion to 

comprehend and appreciate the uniqueness of their lived experiences. The results of a 

phenomenological approach could reveal specifics about lived experiences adding in-

depth understanding of the business problem under investigation leading into a broader 

context to add to the body of knowledge on stress reduction strategies for long-term 

business growth and sustainability. 

Reflections 

Before deciding on the topic of this study, I reviewed business literature and 

consulted several people who have extensive experience in the private security business. I 
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wanted to ensure that this issue: (a) addressed a relevant business problem, (b) was of 

interest to scholars and researchers, (c) added value to the private security industry 

(officers and organizations), and (d) had a positive social impact. The goal of conducting 

the qualitative exploratory case study was to build competence as a qualitative researcher 

with no predetermined outcomes. I followed the interview protocol (Appendix) while 

holding the interviews to ensure consistency with all interviewees. I took detailed notes to 

support the audio recordings and to confirm accuracy by comparing the notes to the audio 

recordings. I took all the time I needed to transcribe interviews correctly; I never rushed 

the time while transcribing the interviews. 

The study results confirmed the assumption a qualitative single case study 

approach was appropriate to explore strategies private security leaders used to mitigate 

the negative impact of occupational stress on security officers’ health and work 

performance to increase organizational productivity and profitability. The findings of this 

research study provided evidence to support the existence of concerns for the social 

wellbeing of security officers and communities despite the organizational efforts of 

socially responsible practices in some international private security organizations.  

Developing the research study enriched my research development knowledge and 

skills, such as research methods and designs, protecting participants’ rights, interview 

process, data collection, and analysis. Furthermore, reading peer-reviewed journal articles 

and collecting data on the topic of occupational stress in private security work and other 

industries expanded my understanding of the subject and trends in private security and 

other businesses. My perception and understanding of doctoral level study broadened 
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dramatically during the research development process. For example, I realized how much 

effort it takes researchers to acquire participants’ consent and schedule them for 

interviews. Some candidates did not respond to my emails correspondence although they 

had already agreed to participate in the study when I talked to them over the phone. 

Regardless of the challenges I had to overcome to conduct the interviews, the 

interview process was inspiring and stimulating. The participants seemed excited to 

participate in the study. To the best of my knowledge and understating, they responded to 

the interview questions completely and accurately. I could feel that they had the desire to 

add value to the subject, to answer the research question, and support mitigating the 

negative impact of occupational stress on security officers’ health and work performance. 

Participants, since our initial communication until the end of the study development, 

including the times of interviews, reflected on their years of experience and service to 

private security business and officers. They expressed the excitement they have for the 

continued improvement of the industry and its working conditions, including the 

mitigation of the negative impact of occupational stress on security officers and their 

organizations.  

Participants highlighted standardized occupational stress mitigation strategies, 

such as workplace wellness programs, leadership involvement, and health protection 

policies, open communication and ethical practices, and to mitigate the negative impact 

of occupational stress. The study findings presented by the literature review and 

participants input support the assumption that a positive relationship exists between 

occupational stress, poor health condition, and work performance, however, the 
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significance of the relationship was stronger than I expected. I am appreciative to the 

participants for sharing the information they learned throughout the years of working in 

the private security business, including their accomplishments and occupational stress 

mitigation initiatives.  

Conclusion 

The aim of this research study was to explore strategies private security leaders 

used to mitigate the negative impact of occupational stressors on security officers’ health 

and work performance. The development of this research study included conducting 

semistructured interviews and a review of related archival documents. In harmony with 

previous studies, the findings of this research suggest workplace wellness programs, open 

communication, and health protection policies as effective strategies to mitigate the 

negative impact of occupational stress on security officers' health and work performance. 

Other strategies included reasonable minimum wage, leadership involvement, avoiding 

long working hours fair, and equal treatment. The implications for social change from the 

findings of this study include improving private security leadership skills and improving 

employees’ health, which leads to optimizing employee skills, satisfy stakeholders’ 

expectations, and maintaining stable business growth. 

Without the active involvement and support of business leaders to encourage 

occupational stress mitigation strategies, occupational stress may continue to produce a 

negative impact on employees’ and organizations (George, Chiba, & Scheepers, 2017). 

Private security leaders must involve themselves in the development and implementation 

of standard occupational stress mitigation strategies to increase productivity and profit, 
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create a positive influence in the society, and strengthen employees’ satisfaction and 

loyalty. Promoting occupational stress mitigation strategies is an essential component of 

organizational effectiveness, productivity, and profitability (Scuffham et al., 2014). 

Business leaders should work in partnership with human resources management 

(HRM) to develop and implement the right strategies for their employees and 

organizations. Arora (2016) and Jayasinghe (2016) clarified business leaders could not 

separate organizations' strategic objectives from HRM practices, because business issues 

deeply relate to human resources. Business leaders should insert the HRM initiatives into 

the organizational system to generate a work environment support achieving 

organizational goals and business sustainability (Meyer & Dunphy, 2016).  

I concluded from the study results that standardized occupational stress mitigation 

strategies, such as workplace wellness programs, open communication, and health 

protection policies, are essential approaches to increasing work performance, 

productivity, and profitability. The collective efforts to incorporate occupational stress 

reduction strategies may help private security leaders obtain a better understanding of the 

critical factors that associate with their businesses. Moreover, leaders could be more 

likely to realize the benefits of effective implementation of those strategies on the current 

as well as the future generations of security officers, which will, in turn, increase their 

organizations' long-term productivity and sustainability. 
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Appendix: Interview Protocol 

Action Script 

Introduce the 

interview and set 

the stage 

Hello, my name is [redacted], I am currently a graduate student at 

Walden University pursuing a Doctoral Degree in Business 

Administration (DBA). I am the researcher the data collection 

instrument of this study. 

 

I like to thank you again for participating in this study as an 

interviewee who has significant background and expertise in the 

subject which is ―Occupational Stress Impact on Private Security 

Officers Work Performance.‖ The objective of the study is to 

identify strategies for private security leaders to mitigate the 

negative impact of occupational stressors on security officers’ 

health and work performance.  

 

The interview should take around 60 to 90 minutes. I will record 

this interview to double check and ensure that I grasp your answers 

and input completely and accurately.  

 

Moreover, after the interview, we will meet again for member 

checking where you will have the opportunity to review a transcript 

of your answers to confirm that I enter them correctly. 

 

Before our member checking interview, I will e-mail you a copy of 

your responses to review and prepare for the member checking 

meeting.  

 

Please feel comfortable as you answer the questions during the 

interviews as there is no wrong or right answer, just answer to the 

best of your personal experience and knowledge about the subject. 

 

I e-mailed you a copy of the informed consent form for your 

review, do you have any questions regarding the form or any other 

questions?  

 

Please sign the consent form and let us start our interview with the 

first question. 

 Interview Questions 

 

Make sure to do 

the following while 

conducting the 

interview: 

1. What strategies do you use to mitigate the occupational stress 

that leads to poor work performance by private security officers? 

2. How do you implement each of your occupational stress 

mitigation strategies? 
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a. Listen for verbal 

and non-verbal 

(body language) 

cues that could 

trigger additional 

essential questions 

for clarification. 

 

b. As and when 

required, ask 

follow-up probing 

questions to get 

more in-depth 

understating. 

 

c. Paraphrase as 

needed 

 

3. How effective have your strategies been in reducing security 

officers’ occupational stress? 

4. What means do you use to measure the effectiveness of your 

strategies in mitigating the private security officers’ occupational 

stress? 

5. What else can you share with me about strategies to mitigate 

security officers’ occupational stress? 

Wrap up the 

interview. Thank 

participant 

With this, we conclude our questions and interview session for 

today. Thank you for your time and support and for the valuable 

information you provided on the subject. 

Do you have any additional questions or comments on the subject? 

Schedule follow-

up member 

checking interview  

 

I would like to schedule the follow-up member checking interview 

after two weeks from today. The interviews will take between 30 to 

60 minutes. When would be a convenient time for you to meet? Ok  

 

Once I synthesis your answers to the questions, I will e-mail you an 

English version of your responses to ensure that I recorded all your 

answers completely and accurately and to prepare for the member 

checking interview. 

Follow–up Member Checking Interview 

Actions Script 

Introduce follow-on 

(member checking) 

interview and set 

the stage 

Hello and thank you again for your participation in this follow-on 

interview. Today, we will go over the interview questions with the 

synthesis of your responses. Typically, this is one paragraph per 

question response; in some instances, the response may be slightly 

less or more. Before we start, do you have any questions or 

concerns that you like to share?  

Let us start 

Share a copy of the 

succinct synthesis 

for each individual 

question  

Please open up your copy of the questions and responses from the 

first interview which I e-mailed you for review. As we move thru 

the questions and responses, I will ask clarification questions to 

ensure completeness and accuracy of your answers. 
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Bring in probing 

questions related to 

other information 

that may have been 

found— 

information must be 

related so that 

probing and 

adhering to the IRB 

approval.  

 

Walk through each 

question, read the 

interpretation and 

ask:  

  

Did I miss 

anything? Or, What 

would you like to 

add? 

1. What strategies do you use to mitigate the occupational stress 

that leads to poor work performance by private security officers? 

 

1. Succinct synthesis of response   

2. Ask did I miss anything or is there anything you would like to 

add? 

2. How do you implement each of your occupational stress 

mitigation strategies? 

 

1. Succinct synthesis of response   

2. Ask did I miss anything or is there anything you would like to 

add? 

3. How effective have your strategies been in reducing security 

officers’ occupational stress? 

 

1. Succinct synthesis of response   

2. Ask did I miss anything or is there anything you would like to 

add? 

4. What means do you use to measure the effectiveness of your 

strategies in mitigating the private security officers’ occupational 

stress? 

 

1. Succinct synthesis of response   

2. Ask did I miss anything or is there anything you would like to 

add? 

5. What else can you share with me about strategies to mitigate 

security officers’ occupational stress? 

 

1. Succinct synthesis of response   

2. Ask did I miss anything or is there anything you would like to 

add? 

 Thank you for your time and support of the study. Do you have 

any additional questions or comments? I will send you a copy of 

the transcript of this interview and the research once completed. I 

like to ask you if I may reach out to you if I need any clarification 

in the future. 

Again, thank you for your participation, please contact me if you 

have any questions. 

 


	Walden University
	ScholarWorks
	2018

	Stress Reduction Strategies for Improving Private Security Officer Performance
	Khalil Ibrahim Al-Mulla

	APA 6_DBA_Doc_Study_Template

