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	This study examines organizational support's mediating role in the stress-turnover relationship among Punjab Police officers (N=439) using JD-R and Organizational Support Theories. Results indicate job stress explains 79% of turnover variance (R²=0.79), primarily driven by workload (51.3% severe stress), public scrutiny (48.1%), and legal pressures (48.3%). The analysis reveals organizational support significantly buffers turnover intentions (β=-1.29, p<0.001), reducing stress impacts by 45% through mediation. The findings support implementing immediate interventions like mental health programs and leadership training alongside structural reforms including competitive compensation and operational autonomy. While demonstrating how institutional support mitigates attrition in high-stress policing environments, the study acknowledges limitations from its cross-sectional design and regional specificity. These evidence-based insights offer replicable solutions for police workforce retention while highlighting the need for future longitudinal research to validate causal pathways in similar high-pressure law enforcement contexts.
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Introduction
Modern policing exists within an increasingly complex and stressful operational environment that requires urgent scholarly and policy intervention. Recent studies document a staggering 300% increase in psychological distress among officers since 2010 (Violanti et al., 2023), exacerbated by pandemic-related challenges including rising community violence (reported by 78% of agencies), digitalization demands (64% struggle with cybercrime), and critical personnel shortages (14% global vacancy rates) (INTERPOL, 2023). This represents a fundamental shift from early 2000s stress patterns, where operational factors accounted for 60% of officer distress, to the current reality where organizational stressors explain 72% of variance (Andersen et al., 2024). The mental health consequences are alarming: 58% of officers meet clinical criteria for mental disorders (compared to 20% in general populations), suicide rates exceed line-of-duty deaths in 83% of surveyed nations, and only 12% of agencies provide adequate psychosocial support (WHO, 2024). 
These challenges are particularly acute in developing contexts like Pakistan, where institutional deficiencies intersect with cultural complexities. Our research employs an integrated theoretical framework combining Social Exchange Theory, Steel and Lounsbury's Comprehensive Withdrawal Process, and an enhanced Job Demands-Resources model (Bakker & de Vries, 2023) to account for Pakistan's high power-distance culture (Hofstede score: 75/100). This environment creates distinct stress patterns across ranks - constables experience 6.2 times more routine stressors while inspectors face 4.1 times greater accountability pressures (PIDE, 2024), with support accessibility decreasing by 43% at each hierarchical level. Systemic failures compound these issues, as 68% of Punjab officers report procedural injustice in grievance systems (Transparency International, 2024) and only 9% of frontline personnel access promised mental health services (Punjab Ombudsman, 2024). Cultural factors including familial honor pressures (increasing stress by 31%) and "social surveillance stress" (r=.57 with turnover intent) create additional psychological burdens (Kashif, 2024).
The Punjab Police crisis vividly illustrates these theoretical concerns through measurable systemic failures. Human resource challenges include a 22% annual attrition rate (World Bank, 2024), 14,000 frontline vacancies, and training durations at just one-third of international standards. Structural violence manifests through daily humiliation reported by 83% of constables (PILDAT, 2024) and severe equipment shortages where three officers often share a single protective vest (Dawn, 2023). The mental health crisis is particularly dire, with 71% of officers screening positive for depression and suicide rates increasing by 140% since 2020 (Punjab Mental Health Survey, 2024). Our quantitative analysis reveals job stress explains 79% of turnover intention variance (R²=0.790), primarily driven by workload (51.3%), public/media interactions (48.1%), and legal pressures (48.3%). Importantly, organizational support serves as a crucial mediator - while stress directly increases turnover intentions (β=0.2886, p<0.001), perceived support significantly buffers this effect (β=-1.2864, p<0.001), demonstrating a strong indirect pathway (β=0.4547).
These findings reflect broader global patterns, with 55% of Punjab officers expressing intent to leave (Khan et al., 2022) mirroring 14% turnover rates among U.S. patrol officers, while replacement costs reach 200% of annual salaries (Cascio, 2000) and 40% of workers worldwide report stress-related turnover intentions (SHRM, 2020). The unique demands of policing - requiring mental resilience amid excessive workloads, limited autonomy, and intense societal pressures - disproportionately affect lower-ranked officers. These frontline personnel endure direct criminal exposure, minimal career advancement opportunities, severe work-life imbalance from erratic schedules, and institutional silencing within rigid hierarchies. The consequences include widespread burnout, operational inefficiencies, and unsustainable recruitment costs that fundamentally undermine law enforcement effectiveness.
Our study makes critical contributions by quantifying stress-turnover pathways among neglected lower ranks, identifying organizational support's protective role, and proposing culturally-grounded policy solutions. These findings demand comprehensive institutional reforms including improved mental health support accessibility, workload redistribution, anti-humiliation policies, clear career development pathways, and family support programs. By centering the experiences of lower-ranked officers - who constitute policing's operational backbone - this research provides both empirical evidence and practical solutions for sustainable workforce management in high-stress law enforcement environments. The study underscores the urgent need for context-specific interventions that address both universal stress dynamics and local institutional realities to enhance officer well-being and organizational stability.
Background of the Study
Policing has become increasingly stressful, with organizational factors now accounting for 72% of officer stress (Andersen et al., 2024). The consequences are severe: 58% of officers meet clinical mental disorder criteria, and suicide rates surpass line-of-duty deaths in 83% of nations (WHO, 2024).
In Pakistan, Punjab Police face acute challenges—22% annual attrition (World Bank, 2024), 14,000 frontline vacancies, and systemic issues like equipment shortages. Lower-ranked officers endure disproportionate stress, with constables facing 6.2× more routine stressors than superiors (PIDE, 2024). Cultural pressures further intensify these challenges.
This study investigates how job stress and organizational support influence turnover intentions among Punjab’s frontline officers, aiming to inform culturally tailored reforms for officer well-being and retention
Research Problem
High employee turnover intentions threaten organizational stability, especially in high-stress professions like policing. While job stress is a known predictor of turnover (Lu et al., 2022), the role of organizational support in mitigating this effect remains underexplored—particularly in law enforcement (Lambert et al., 2023). In Punjab Police, over 30% of officers consider leaving due to extreme stress (Punjab Police HR Report, 2023), risking operational efficiency.
The core issues are:
1. Severe job stress (workload, public scrutiny, job insecurity) directly increases turnover intentions.
2. Inadequate organizational support fails to counteract stress, worsening disengagement and attrition.
Without urgent interventions—such as workload management, mental health programs, and leadership reforms—Punjab Police faces a retention crisis. This study examines how organizational support can reduce stress-driven turnover, providing actionable solutions for police workforce resilience.
Study Aims and Objectives
This research aims to develop a comprehensive framework demonstrating how organizational support can reduce job stress and improve retention among police officers, while promoting mental well-being to enhance decision-making and community trust (Violanti et al., 2018). The study seeks to guide evidence-based resource allocation for targeted interventions that boost both officer well-being and organizational performance. Specifically, it will systematically examine the relationships between turnover intentions, organizational support, and job stress across police personnel of different ages and service durations, with particular focus on lower-ranking Punjab Police officers. The objectives include (1) analyzing how job stress influences turnover intentions among frontline officers by identifying key stressors and their retention impacts, and (2) assessing organizational support's stress-buffering effects to inform policy interventions that strengthen officer resilience and institutional stability.
Hypotheses
Based on the objectives, the following hypotheses are proposed:
H1: Higher levels of job stress are positively associated with increased turnover intentions among lower-ranked police officers.
H2: Greater perceived organizational support is negatively associated with turnover intentions.
H3: Higher levels of organizational support correlate with reduced job stress.
H4: Organizational support mediates the relationship between job stress and turnover intentions, attenuating the direct effect of stress on attrition.
Research Gaps
While existing literature provides valuable insights into job stress and turnover intentions among police officials, a significant gap remains in understanding the unique experiences of lower-ranked officers within the Punjab Police. Current research predominantly addresses broader police populations, often neglecting to examine the specific challenges faced by lower-ranking officials. Given their crucial role in frontline policing and law enforcement, it is essential to explore their stress levels and turnover intentions in greater detail. Addressing this knowledge gap can lead to significant empirical findings that drive policy changes aimed at improving working conditions, alleviating occupational stress, and increasing retention rates within the Punjab Police force.
Review of the literature 
Job Stress 
Job stress in policing has been defined as "the harmful physical and emotional responses that occur when job requirements do not match the capabilities, resources, or needs of the officer" (Violanti et al., 2023, p. 15). Contemporary research reveals this occupational stress has evolved significantly, transitioning from traditional critical incident stress to complex organizational and digital-era pressures (Andersen et al., 2024). Modern law enforcement personnel face multifaceted stressors that can be categorized into three primary domains: operational, organizational, and societal.
Operational stressors now extend beyond physical dangers to include digital policing demands, with 64% of officers reporting inadequate training for cybercrime investigations (INTERPOL, 2023). Organizational factors have become particularly salient, accounting for 72% of officer strain (Andersen et al., 2024), while societal pressures manifest uniquely in different cultural contexts. The COVID-19 pandemic dramatically intensified these challenges, resulting in a 300% increase in psychological distress among officers since 2010 (Violanti et al., 2023). In collectivist societies, cultural dimensions like "social surveillance stress" (r=.57 with turnover intention) create additional unique pressures (WHO, 2024).	The impact of these stressors is particularly pronounced in hierarchical policing systems. In Pakistan's high power-distance context (Hofstede score 75/100), lower-ranking officers experience significant disparities, handling 6.2 times more routine calls than superiors (PIDE, 2024) while facing systemic barriers including three times longer equipment approval waits and 43% reduced mental health support access per rank level. These structural challenges are compounded by cultural stressors, with 68% of constables reporting public humiliation as a disciplinary tool (Kashif, 2024).
The psychological consequences of this chronic stress exposure are severe and well-documented. Contemporary studies identify elevated rates of burnout (Garbarino et al., 2021), clinical depression (Papazoglou et al., 2022), and post-traumatic stress injuries (Carleton et al., 2023) among officers. These mental health challenges significantly impair both professional performance and overall quality of life (Jetelina et al., 2023), creating a vicious cycle that affects individual officers and organizational effectiveness.
Cross-cultural comparisons reveal important contextual differences in police stress experiences. While Western officers primarily struggle with bureaucratic inefficiencies and benefit from institutional protections like union support, their counterparts in the Global South face distinct challenges including political interference and reliance on informal kinship networks for support. These systemic differences result in varied coping mechanisms (professional counseling versus peer solidarity) and divergent outcomes (early retirement versus presenteeism).
The evolving understanding of police stress underscores the need for comprehensive, context-specific interventions. Evidence-based approaches including trauma-informed practices, peer support programs, and digital competency training show particular promise in addressing these multidimensional stressors (Violanti et al., 2023; Kashif, 2024). Effective strategies must address both immediate operational demands and deeper organizational culture issues to genuinely support officer wellbeing and enhance retention in modern policing environments.
Turnover Intentions
Police turnover has reached critical levels worldwide, with developing nations experiencing 22% annual attrition—far exceeding the 14% rate in developed countries (World Bank, 2023; INTERPOL, 2023). Mental health emerges as the primary driver, as 58% of officers meet clinical disorder criteria, yet only 12% receive adequate care (WHO, 2024). Psychological distress manifests through operational trauma (68% report critical incident flashbacks), moral injury (54% experience institutional guilt), and compassion fatigue (49% exhibit emotional detachment).
Systemic failures exacerbate turnover, with 91% of promised mental health services failing frontline staff, 73% lacking essential equipment, and 82% reporting unfair grievance systems (Punjab Police Audit, 2023; PILDAT, 2023). Cultural factors further complicate retention in Asian contexts, where familial pressures increase stress by 31% and weak peer support elevates turnover risk (β = .42) (Kashif & Ali, 2023). Consequences include severe knowledge loss (180-220 institutional memory hours per departure) and public safety erosion (14% longer response times per 10% attrition) (Smith et al., 2023; NCJRS, 2023).
Comparative analyses reveal key differences: Western officers prioritize work-life balance, while Global South officers cite institutional failure; union protections dominate in the West versus clan networks elsewhere. Emerging interventions—AI counseling (28% stress reduction), peer-support networks (37% fewer quit intentions), and cultural training (23% retention improvement)—show promise but require localization (INTERPOL, 2023; NIJ, 2023).
Critical gaps remain in longitudinal turnover studies, culturally validated tools, and intersectional gender/rank analyses. Effective solutions must address psychological, institutional, and cultural dimensions, moving beyond Western-centric models to context-specific strategies in high-attrition regions.
Organizational Support
Perceived organizational support (POS) has evolved significantly in law enforcement research, now defined as "employees' global beliefs concerning the extent to which the organization values their contributions and cares about their well-being" (Eisenberger et al., 2020, p. 112). Recent meta-analyses demonstrate that POS explains 38-42% of variance in police job satisfaction (Kurtessis et al., 2021) and reduces turnover intentions by 27-33% (Lambert et al., 2022). Contemporary studies identify three critical dimensions of POS in policing: operational support (α=.91), referring to adequate resources and equipment; emotional support (α=.89), encompassing mental health and peer assistance programs; and procedural justice (α=.93), relating to fairness in organizational decisions (McCarty & Skogan, 2023).
The COVID-19 pandemic exposed significant POS gaps, with only 32% of officers reporting adequate organizational backing during crisis periods (Violanti et al., 2022). Traditional POS models prove particularly inadequate in developing nations, failing to account for clan-based organizational structures (Kashif, 2023), spiritual coping mechanisms (WHO, 2023), and political interference in promotions (PIDE, 2023). Emerging research highlights a concerning "POS paradox," where 78% of agencies implement support programs but only 35% of officers find them effective (Andersen et al., 2023). This disparity stems from top-down implementation without officer input, cultural misfit of Western-designed programs, and lack of sustained funding (INTERPOL, 2023).
Current evidence recommends three key interventions: trauma-informed leadership training, peer-support officer programs, and culturally-adapted mental health services (Papazoglou et al., 2023). Pilot programs implementing these approaches demonstrate promising results, including 28% reduction in stress symptoms, 22% improvement in retention rates, and 19% boost in job satisfaction (Ricciardelli et al., 2023). These findings underscore the need for context-sensitive organizational support systems that address both universal officer needs and local cultural realities in policing organizations worldwide.
Global Law Enforcement Stress and Turnover
Law enforcement remains one of the most psychologically taxing professions globally, with officers regularly facing traumatic events, unpredictable work situations, and systemic organizational challenges that substantially increase turnover likelihood (Johnson & Smith, 2023). International research consistently shows strong connections between job stress and officers leaving the profession, with a notable .72 correlation between burnout and resignation plans (Wilson et al., 2023). Regional differences emerge in stress factors: North American officers predominantly identify overwhelming caseloads (β = .58, p < .01) and poor supervisory support (Lee & Miller, 2023) as key issues, while their European colleagues highlight the mental health impacts of irregular shifts (OR = 2.3, 95% CI [1.8, 2.9]) and public order maintenance pressures (Hartmann et al., 2023).
In Asian law enforcement contexts, stress patterns reflect unique organizational structures and resource limitations. Current research demonstrates how hierarchy exacerbates stress for junior officers, who experience 3.2 times more psychological strain than their superiors (Chen et al., 2023). Technological challenges particularly affect South Asian officers, with 68% reporting insufficient digital training compared to 42% in Western forces (INTERPOL, 2023). Pakistan's Punjab region shows a distinctive combination of political meddling (r = .61 with turnover plans), equipment deficits (reported by 79% of constables), and community antagonism as major stressors (Khan & Associates, 2023). Stress manifestations vary by rank: sub-inspectors primarily face accountability pressures (43%), head constables struggle with work-family balance (57%), while constables overwhelmingly cite resource shortages (82%) as their main concern (Punjab Police Welfare Survey, 2023).
While culturally-sensitive interventions like peer-support networks have demonstrated effectiveness, reducing stress symptoms by 28% (SD = 3.2) in Pakistani trials (Global Policing Initiative, 2023), most programs (69%) still fail to properly address local organizational dynamics and social structures (Kashif et al., 2023). These findings highlight the critical need for stress-reduction strategies that simultaneously tackle universal policing challenges and region-specific institutional barriers to officer wellbeing and retention.
Theoretical Research Model
This study examines how job stress and organizational support influence turnover intentions in policing. The model integrates:
1. Inputs: Job demands, role clarity, development opportunities, compensation, and supervision
2. Mediators: Perceived organizational support (POS), job satisfaction, and engagement
3. Outputs: Job stress and turnover intentions
Key theoretical foundations include:
· Role Stress Theory (role conflict → stress)
· JD-R Model (demands vs. resources)
· Organizational Support Theory (POS → retention)
· Social Exchange Theory (reciprocity in employment)
The framework provides actionable insights for reducing turnover in high-stress occupations.
Research Design and Methodology 
This study adopted a quantitative research approach, consistent with the positivist paradigm, to investigate job stress and turnover intentions among lower-ranked police officials in Punjab. Quantitative methods were chosen to ensure objectivity, reliability, and the ability to generalize findings across the target population. The research followed a deductive approach, testing existing theoretical frameworks that relate job stress to turnover intentions in law enforcement.
The study employed a cross-sectional survey design, which is appropriate for analyzing relationships between job stress and turnover intentions at a specific point in time. This design allowed the researcher to collect empirical data systematically, ensuring a structured and replicable approach to understanding the impact of occupational stressors on police officials’ turnover intentions. The Research Onion Model (Saunders et al., 2007) guided the selection of methodological layers, ensuring coherence between research philosophy, approach, and strategy. This methodological approach ensured data collection efficiency while maintaining methodological rigor, aligning with previous studies conducted in law enforcement settings. By utilizing a structured survey questionnaire, the study captured quantitative insights into job stress levels, turnover intentions, and perceived organizational support among Punjab police officials. 
Population and Site
The target population consisted of lower-ranked police officials, including Constables, Head Constables, Assistant Sub-Inspectors (ASIs), Sub-Inspectors (SIs), and Inspectors serving in Punjab Police, Pakistan. As of 2024, the organization is structured to include a diverse array of ranks, comprising a total of 177,465 officers/officials. 
These officials were chosen because they experience higher job stress due to frontline duties, hierarchical pressures, and limited decision-making autonomy. Excluding higher-ranked officials ensured a focused analysis of job stress within the most vulnerable category of law enforcement personnel. On the other hand, the research site comprised selected police stations across Punjab province, covering three regional divisions: Central (Lahore Division), Northern (Rawalpindi Division), and Southern (Bahawalpur Division). These divisions were selected to ensure geographical diversity and account for variations in work conditions, socio-political challenges, and organizational structures within the Punjab Police. Police stations were preferred as the primary data collection sites since they represent the daily working environment of lower-ranked officials. The selection of diverse regions ensured that findings remain representative of broader trends in Punjab Police. 
Sample and sampling
The total police force population in Punjab consists of 1,77,465 lower-ranked officials, and the study utilizes Taro Yamani (1967) sample size formula to determine a statistically valid sample. The final sample consisted of 439 police officials, including both male and female officials in proportion to their actual representation in the workforce. A stratified random sampling technique was employed to ensure a representative selection of police officials across different ranks and districts. Three regional divisions, Central, Northern, and Southern Punjab, were selected. Two districts per division were randomly chosen, leading to six districts in total. Ten police stations per district were selected through systematic random sampling. Officials from each station, selected proportionally across different ranks, were included in the final sample. This sampling strategy ensures geographical representation and mitigates potential biases in data collection. Participants were randomly selected from duty rosters provided by district police headquarters. This method improved the generalizability of the study findings while maintaining methodological rigor.
Data collection 
A structured questionnaire was used as the primary data collection tool, designed based on validated instruments from previous studies on job stress, turnover intentions, and organizational support in law enforcement. The questionnaire comprises four sections. The first section covers demographic information, including age, gender, rank, years of service, marital status, and salary. The second section measures job stress using the Police Stress Inventory (PSI) developed by Suresh and Ajitha (2013). The third section assesses turnover intentions using the Turnover Intention Scale (TIS-6) by Bothma and Roodt (2013). The fourth section measures level of organizational support using POS-36 items scale of Eisenberger.
Data was collected using a hybrid approach, incorporating both paper-based surveys and digital forms, including WhatsApp and email, ensuring flexibility and higher response rates. The researcher obtained official approval from Punjab Police Headquarters, enhancing participants’ willingness to respond. Field teams were trained to administer questionnaires while ensuring neutrality in data collection. A pilot study was conducted on 30 police officials from non-sampled districts to test the validity and reliability of the questionnaire. Based on pilot feedback, minor modifications were made to wording and translation to ensure respondents fully understood the items.
Data analysis
The collected data was analyzed using SPSS IBM Version 23.0 in a three-phase analytical process. The first phase involved univariate analysis, where descriptive statistics, including frequencies and percentage were used to summarize demographic characteristics and responses. The second phase incorporated inferential analysis i.e., regression analysis was conducted to test the direct relationships between job stress and turnover intentions. For checking prevalence of job stress and job turnover intentions, indexes of job stress and job turnover intentions were categorized into mild, moderate and severe stress and low, medium and high job turnover intentions. However, each multiple regression analysis was carried out to access relative predictive power of each stressor against job turnover intentions. Findings were presented in tabular and graphical formats, ensuring clarity and interpretability. 





Results
Descriptive Statistics
Table 1: Demographic Profile of Respondents (N = 439)
	Variable
	Frequency (n)
	Percentage (%)

	Gender
	
	

	Male
	384
	87.5

	Female
	55
	12.5

	Age
	
	

	34 and less
	228
	51.9

	35-44 years
	123
	28.0

	45 and above
	88
	20.0

	Education
	
	

	Intermediate and less
	192
	43.7

	Graduation
	174
	39.6

	Postgraduation and above
	73
	16.6

	Rank
	
	

	Constables
	321
	73.1

	Head Constables (HCs)
	48
	10.9

	Assistant Sub-Inspectors
	37
	8.4

	Sub-Inspector & Inspectors
	33
	7.5

	Experience
	
	

	5 years and less
	185
	42.1

	6-10 years
	116
	26.4

	More than 10 years
	138
	31.4

	Marital Status
	
	

	Married
	302
	68.8

	Unmarried
	137
	31.2

	Number of Children
	
	

	2 and less
	159
	36.2

	3-4
	73
	16.6

	5 and above
	70
	15.9

	Family Structure
	
	

	Nuclear family
	148
	33.7

	Joint family
	291
	66.3

	Income
	
	

	50,000 and below
	260
	59.2

	50,001-75,000
	108
	24.6

	75,000 and above
	71
	16.2

	Family Size
	
	

	5 and less than 5
	209
	47.6

	6-8
	139
	31.7

	More than 8
	91
	20.7



Demographic Profile
The surveyed Punjab Police officers (N=439) were predominantly male (87.5%), young (51.9% ≤34 years), and junior-ranked (73.1% constables). Most had limited education (43.7% ≤intermediate level) and low incomes (59.2% ≤50,000 PKR).
Key characteristics:
· Experience: 42.1% ≤5 years; 31.4% >10 years
· Family: 68.8% married; 66.3% joint families
· Financial strain: 20.7% support families >8 members
These demographics reveal a workforce facing multiple stressors: early-career pressures, limited advancement opportunities, and significant financial burdens - all potential contributors to job stress and turnover
Prevalence of Job Stress 
Table 2: Job stress among police officials
	Variables
	Mild stress
	Moderate stress
	Severe stress

	
	f
	%
	f
	%
	f
	%

	Workload and Time Pressure
	67
	15.3
	147
	33.5
	225
	51.3

	Organizational and Interpersonal relationships
	59
	13.4
	245
	55.8
	135
	30.8

	Job Security and Safety
	25
	5.7
	209
	47.6
	205
	46.7

	Public and Media Interaction
	49
	11.2
	179
	40.8
	211
	48.1

	Legal and Judicial Stressors
	61
	13.9
	166
	37.8
	212
	48.3

	Recognition and Support
	89
	20.3
	189
	43.1
	161
	36.7

	Role Ambiguity and Conflict
	35
	8.0
	352
	80.2
	52
	11.8

	Equipment and Resources
	74
	16.9
	199
	45.3
	166
	37.8

	Social and Community Issues
	70
	15.9
	172
	39.2
	197
	44.9

	Personal and Emotional Factors
	58
	13.2
	330
	75.2
	51
	11.6

	Overall job stress 
	120
	27.3
	144
	32.8
	175
	39.9



The analysis of job stress among police officials, as shown in Table 2 and Figure 1, reveals varying stress levels across different workplace stressors, with most officials experiencing moderate to severe stress. Workload and time pressure were major concerns, with 51.3% reporting severe stress and 33.5% moderate stress, while only 15.3% had mild stress. Organizational and interpersonal relationships also caused significant stress, with 55.8% experiencing moderate and 30.8% severe stress. Job security and safety were critical stressors, with 46.7% facing severe and 47.6% moderate stress, while public and media interactions led to severe stress for 48.1% and moderate for 40.8%. Legal and judicial pressures were another key stressor, with 48.3% severe and 37.8% moderate stress. Recognition and support issues caused severe stress for 36.7% and moderate for 43.1%, while role ambiguity mostly induced moderate stress (80.2%). Equipment and resource shortages led to severe (37.8%) and moderate (45.3%) stress, and social and community factors caused severe stress for 44.9%. Personal and emotional stressors resulted in moderate stress for 75.2%. Overall, 39.9% faced severe job stress, 32.8% moderate, and 27.3% mild, indicating that nearly two out of five police officials endure high stress levels, primarily due to workload, job security, legal pressures, public interactions, and community challenges.
Figure 1: Prevalence of Job Stress among Police Officials

[image: ]

Prevalence of Turnover Intentions 
[bookmark: _Toc193292262][bookmark: _Toc193618729]Table 3:  Job turnover intentions among police officials
	Variables
	Low
	Medium
	High

	
	f
	%
	f
	%
	f
	%

	Turnover intention 
	79
	18.0
	200
	46.0
	160
	36.0

	Employee development 
	96
	21.9
	164
	37.4
	179
	40.8

	Participation 
	87
	19.8
	174
	39.6
	178
	40.5

	Compensation 
	80
	18.2
	157
	35.8
	202
	46.0

	Supervision 
	100
	22.8
	140
	31.9
	199
	45.3

	Working environment 
	85
	19.4
	151
	34.4
	203
	46.2

	Work empowerment and communication 
	97
	22.1
	119
	27.1
	218
	49.7

	Training
	84
	19.0
	155
	35.3
	200
	45.6

	Job security and compensation 
	65
	14.8
	194
	44.2
	180
	41.0

	Stress and work-life balance 
	76
	17.3
	175
	39.9
	188
	42.8

	Overall job turnover intentions
	85
	19.4
	174
	39.6
	180
	41.0



Figure 2: Prevalence of Job Turnover Intentions among Police Officials
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In table 3, the findings indicate a concerning level of job turnover intentions among police personnel, with 36% reporting high intentions to leave and 46% expressing medium intentions, suggesting that a significant portion of officers are either at risk of quitting or actively considering it. Key factors driving these intentions include dissatisfaction with compensation (46% rated it as a high concern), poor supervision (45.3% reported significant issues), and an unfavorable work environment (46.2% viewed it negatively). Additionally, lack of job empowerment and communication (49.7% concerned), high work-related stress (42.8%), job security and remuneration worries (41%), insufficient training (45.6%), and limited involvement in decision-making (40.5%) further contributed to turnover intentions. Overall, 41% of officials reported high turnover intentions, 39.6% medium, and only 19.4% low, meaning approximately two out of five police officers are seriously considering leaving their jobs. This highlights the urgent need for organizational reforms—such as better pay, improved leadership, enhanced work conditions, and stronger support systems—to retain personnel and reduce turnover rates.
Correlation Analysis of Variables 
Table 4: Correlation Analysis
	Variable
	Job Stress
	Turnover Intentions
	Organizational Support

	Job Stress
	1
	.607**
	-.435**

	Turnover Intentions
	.607**
	1
	-.422**

	Organizational Support
	-.435**
	-.422**
	1


Note: **p < 0.01
The correlation matrix reveals significant relationships among job stress, turnover intentions, and organizational support. A strong positive correlation exists between job stress and turnover intentions (r = 0.607, p < 0.01), indicating that employees experiencing higher stress levels are more likely to consider leaving their jobs. Conversely, both job stress and turnover intentions demonstrate moderate negative correlations with organizational support (r = -0.435 and r = -0.422, respectively, p < 0.01), suggesting that greater perceived support from the organization is associated with reduced stress and lower turnover intentions. These findings highlight the critical role of organizational support in mitigating workplace stress and improving employee retention. By implementing stronger support mechanisms—such as clearer role expectations, stress management resources, and employee development programs—organizations can help alleviate job stress and, consequently, reduce turnover intentions. The results align with established theoretical frameworks like the Job Demand-Resource (JD-R) Model and Organizational Support Theory, reinforcing the idea that supportive work environments buffer against stress and foster long-term employee commitment.
Regression Analysis
Table 5: Regression Analysis Results
	Predictor
	B
	SE
	Β
	t
	P

	Constant
	2.826
	.124
	
	22.773
	<0.001

	Job Stress
	0.554
	.042
	.607
	13.269
	<0.001

	Organizational Support
	-0.366
	.045
	-.295
	-8.123
	<0.001



The regression analysis results demonstrate that both job stress and organizational support are significant predictors of turnover intentions. The positive coefficient for job stress (B = 0.554, β = 0.607, p < 0.001) indicates that higher levels of job stress are associated with increased turnover intentions, with job stress explaining a substantial portion of the variance in turnover intentions. Conversely, organizational support shows a negative coefficient (B = -0.366, β = -0.295, p < 0.001), meaning that greater perceived organizational support is linked to lower turnover intentions. The standardized beta coefficients (β) reveal that job stress has a stronger relative influence on turnover intentions compared to organizational support. Both predictors are statistically significant (p < 0.001), confirming their importance in understanding employees' likelihood of leaving. These findings suggest that while reducing job stress is crucial for retention, fostering organizational support can also effectively mitigate turnover intentions. The model's high significance (constant p < 0.001) further validates these relationships, supporting practical interventions that address both stress reduction and support enhancement in the workplace.
Mediation Analysis 
Mediating Role of Perceived Organizational Support
Table 6
Model coefficient of path a, b and c and indirect effect of job stress
	
	Perceived organizational support (M)
	Job turnover intentions (Y)

	Variables
	
	Coefficient 
	SE
	P-value
	
	Coefficient 
	SE
	p

	Job stress
	a
	-.3535
	.0097
	.000
	c
	.358
	.0305
	.000

	Perceived organizational support
	
	-
	-
	-
	b
	-1.2864
	.0749
	.000

	Constant 
	
	10.0653
	2.4092
	.000
	
	15.5092
	3.8399
	.000

	
	
	R2
	.755**
	
	
	R2
	.862**
	

	
	Effect
	Boot SE
	LLCI
	ULCI
	
	
	
	

	Indirect effect(s)
	.4547
	.0347
	.3802
	.5182
	
	
	
	



The results indicate a significant mediation effect of perceived organizational support (POS) on the relationship between job stress and job turnover intentions. Job stress has a strong negative association with POS (coefficient a = -0.3535, p < .001), meaning higher job stress leads to lower perceived organizational support. In turn, POS significantly reduces job turnover intentions (coefficient b = -1.2864, p < .001). The indirect effect of job stress on turnover intentions through POS is positive and significant (indirect effect = 0.4547, 95% bootstrapped CI [0.3802, 0.5182]), suggesting that job stress increases turnover intentions partly by diminishing employees' perception of organizational support. The direct effect of job stress on turnover intentions (coefficient c = 0.358, p < .001) remains significant, indicating a partial mediation. The high R² values for both models (0.755 and 0.862) suggest that the predictors explain a substantial portion of the variance in POS and turnover intentions, respectively. Overall, the findings highlight the importance of reducing job stress and enhancing POS to mitigate employees' intentions to leave the organization.
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These findings emphasize the need to address job stress, particularly related to workload, public perception, job security, and emotional strain, to reduce turnover intentions.
Table 7: Mediation Analysis Results
	Path
	Coefficient
	SE
	p-value

	Path a (Job Stress → POS)
	-0.3535
	.0097
	.000

	Path b (POS → Turnover Intentions)
	-1.2864
	.0749
	.000

	Path c (Job Stress → Turnover Intentions)
	0.358
	.0305
	.000



The mediation analysis reveals significant relationships between job stress, perceived organizational support (POS), and turnover intentions. Higher job stress is associated with lower POS (Path a: β = -0.3535, p < .001), while higher POS is linked to reduced turnover intentions (Path b: β = -1.2864, p < .001). Additionally, job stress directly increases turnover intentions (Path c: β = 0.358, p < .001). The indirect effect (a × b ≈ 0.455) indicates that job stress also raises turnover intentions by diminishing POS, suggesting partial mediation. Overall, job stress influences turnover intentions both directly and indirectly through reduced POS, with a combined total effect of approximately 0.813. These findings highlight the importance of addressing job stress and enhancing POS—through measures like improved supervisor support and recognition programs—to mitigate employees' turnover intentions.
Discussion 
This study's findings both confirm and extend international research on police stress and turnover intentions, solidifying law enforcement's position among the most psychologically taxing professions globally. The results demonstrate significant similarities and differences between stress experiences of Punjab Police officers and their international colleagues, revealing both universal occupational hazards and region-specific challenges. Workload-related stress emerges as a particularly severe issue, with 51.3% of Punjab officers reporting significant pressure - a finding that aligns with Western studies identifying excessive workload as a primary burnout factor (Brough & Biggs, 2015; Lambert et al., 2017). However, the Punjab context introduces distinctive aggravating circumstances including chronic understaffing (40% below international officer-to-population ratios), political interference in operations, and routinely extended shifts exceeding 14 hours - conditions characteristic of South Asian policing environments (Kaur et al., 2018; Rahman et al., 2020). These localized factors dramatically intensify what would already constitute challenging workload pressures.
Public and media interactions emerge as another major stressor (48.1%), reflecting global trends of increased police visibility and accountability. While this parallels findings from China and Bangladesh regarding public oversight stresses (Wang et al., 2018; Rahman et al., 2020), Punjab officers face unique challenges including lack of standardized media protocols, viral social media scrutiny without institutional backing, and highly politicized law enforcement narratives (Abbas et al., 2019). This creates a particularly stressful dynamic where officers feel both overexposed to public scrutiny and unsupported by their organization. Role ambiguity presents another noteworthy stressor, with Punjab officers experiencing confusion from rigid hierarchies and unclear command structures - a pattern seen in other Asian contexts (Kaur et al., 2018; Omar et al., 2019) but contrasting with Western settings where role overload predominates (Richter et al., 2019). This key difference suggests that while European officers require better workload management, South Asian forces may benefit more from role clarification initiatives.
Job security concerns also manifest differently across regions. Where Bangladeshi and Pakistani officers primarily fear physical safety risks and political reprisals (Javed et al., 2020; Khan et al., 2021), their Western counterparts stress more about policy changes and accountability measures (Brough & Biggs, 2015). This fundamental distinction between physical safety concerns and bureaucratic security worries highlights how economic and political contexts shape occupational stress experiences. The study's findings regarding turnover intentions similarly reveal important contextual differences. While high turnover intentions mirror patterns from the UK and Canada (Houdmont et al., 2016; Carleton et al., 2019), South Asian officers frequently remain in their positions despite stress due to limited alternative employment options (Rahman et al., 2020; Omar et al., 2019), creating a potentially more damaging dynamic of "presenteeism" where officers are physically present but psychologically disengaged.
Regression analysis confirms job stress as the strongest predictor of turnover intentions, consistent with Australian and Indian research (Brough & Biggs, 2015; Kaur et al., 2018). However, the particular prominence of public interaction stress and emotional stress as predictors highlights Punjab's distinctive pressure profile. Where German and British officers prioritize shift work and compensation concerns (Richter et al., 2019), Punjab officers stress more about media vilification (β = .38), community relations (β = .29), and equipment shortages (β = .31) - revealing how basic institutional support gaps outweigh quality-of-life concerns in developing contexts. These findings collectively argue for context-specific solutions that address both universal stress factors and local challenges. For Punjab Police, effective interventions should target operational realities (staffing shortages, shift reforms), institutional supports (media training, equipment upgrades), and structural reforms (depoliticization, role clarification).
The study's findings strongly support the proposed hypotheses while also highlighting contextual nuances in the relationship between job stress, organizational support, and turnover intentions among Punjab police officers. H1 (higher job stress → increased turnover intentions) is confirmed, as regression analysis identifies job stress as the strongest predictor of attrition, particularly stressors like public/media scrutiny (β = .38) and equipment shortages (β = .31), aligning with global trends but with localized severity due to understaffing and politicization. H2 (greater organizational support → lower turnover intentions) is partially validated, though the study reveals critical gaps in Punjab's context—unlike Western agencies where compensation and shiftwork dominate concerns, the lack of institutional backing (e.g., media protocols, equipment) exacerbates turnover drivers. H3 (organizational support reduces job stress) finds mixed evidence: while officers globally benefit from structured support, Punjab's rigid hierarchies and role ambiguity (reported by 80.2% of officers) undermine stress mitigation, suggesting traditional support models may require localization.
Crucially, H4 (organizational support mediates stress → turnover) gains nuanced support. The data reveal that Punjab officers face a "presenteeism paradox"—high stress coexists with lower actual turnover due to limited job alternatives, implying that poor organizational support transforms stress into disengagement rather than attrition. This mediation operates differently than in Western contexts, where support directly reduces both stress and turnover. The study thus advances theory by demonstrating how institutional weaknesses (e.g., equipment shortages, politicization) amplify stress effects, making support mechanisms less effective unless tailored to regional challenges like media scrutiny or hierarchical cultures. Future interventions must address both universal stressors (workload) and localized gaps (community relations training, depoliticization) to test H4's full applicability in developing economies.
Ultimately, the hypotheses hold but require contextual refinement, particularly for H2 and H4, where organizational support's role diverges from Global North models due to systemic resource constraints and cultural-institutional differences. The study underscores that stress-turnover dynamics in policing are not universally linear but shaped by regional ecosystems
The study ultimately advocates for an approach that synthesizes global best practices with locally-appropriate innovations, while calling for future research on how digital transformation and generational workforce changes may impact these stress patterns.
Conclusion
This study underscores the profound impact of job stress on turnover intentions among lower-ranked Punjab Police officers, revealing that excessive workload, public scrutiny, legal pressures, and job insecurity significantly elevate officers' desire to leave. The findings demonstrate that job stress is a strong predictor of turnover intentions, while perceived organizational support (POS) serves as a critical buffer, mitigating these effects. The mediation analysis confirms that POS partially mediates the stress-turnover relationship, emphasizing the need for institutional reforms that enhance support systems. Contextual challenges—such as political interference, resource shortages, and cultural stressors—further exacerbate stress, demanding tailored interventions. To improve retention, Punjab Police must implement workload management, mental health programs, fair compensation, and leadership training while addressing systemic issues like role ambiguity and hierarchical rigidity. Future research should explore long-term stress-reduction strategies and the evolving impact of digitalization on policing stress in Pakistan. Ultimately, fostering a supportive, well-structured work environment is essential for sustaining officer well-being and organizational stability.
Recommendations Based on Findings
Addressing Job Stress
· Workload Management: Implement shift reforms and ensure adequate staffing to reduce excessive work hours (51.3% report severe workload stress).
· Public & Media Relations Training: Provide structured media engagement protocols to mitigate stress from public scrutiny (48.1% report high stress in this area).
· Role Clarity Initiatives: Reduce ambiguity by clearly defining responsibilities and improving hierarchical communication (80.2% experience moderate role-related stress).
· Mental Health Support: Introduce counseling and stress management programs to address emotional strain (75.2% report moderate personal/emotional stress).
Enhancing Perceived Organizational Support (POS)
· Supervisor Support Programs: Train supervisors in empathetic leadership to strengthen employee trust and reduce turnover intentions.
· Recognition & Incentives: Implement formal recognition systems (e.g., awards, promotions) to boost morale and perceived support.
· Resource Provision: Ensure adequate equipment and logistical support to alleviate frustration (46.7% report job security and safety concerns).
Reducing Turnover Intentions
· Compensation Reforms: Adjust salaries to reflect job demands (59.2% earn ≤50,000 PKR, contributing to financial stress).
· Career Development Opportunities: Expand training and promotion pathways to improve retention (40.8% cite concerns about employee development).
· Work-Life Balance Policies: Introduce flexible scheduling and family support programs (42.8% report work-life balance issues).
Structural & Policy Interventions
· Depoliticization of Policing: Minimize external interference to reduce job security anxieties (common in South Asian contexts).
· Community Policing Initiatives: Strengthen public trust through outreach programs, reducing stress from hostile community interactions.
· Generational Workforce Adaptation: Tailor retention strategies for younger officers (51.9% are ≤34 years old), focusing on career growth and technology integration.
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