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ABSTRACT 
 
Police Mobile Forces after the pandemic may have been affected by the pandemic where uncertatinties 

regarding their job and particularly the conduct of it since police officers re mandated to be with the 

community. This study focused on determining the level of job satisfaction and level of stress of the officers 

in the 1st Nueva Vizcaya Provincial Mobile Force Company. It aimed to evaluate their satisfaction level 

regarding duty details, position, work-life balance, compensation and benefits, and place of assignment. It 

also aimed to evaluate their stress level in terms of teamwork, relationship with other members of the team, 

family responsibilities, emotional stress or psychological status, physical health and safety, and community 

perception, and determine if there is a significant difference between the satisfaction level and stress level of 

respondents when grouped according to profile variables. A descriptive–comparative research method was 

used to analyze data collected from 152 police officers of the 1st NVPMFC through a survey questionnaire. 

The results showed that they are satisfied to a great extent in terms of duty details and place of assignment  

while moderately satisfied with work-life balance, compensation, and benefits. It also showed that police 

officers are not stressed by traumatic events, teamwork, relationships with other team members, family 

responsibilities, emotional or psychological stress, physical health and safety, and community perceptions.  

Job satisfaction and stress level results suggest no significant difference when grouped according to their 

profile variables. Therefore, it was suggested that the police administration continue to sustain existing 

salary, benefits, and compensation packages and design new work-life balance programs while ensuring that 

the low-stress level is maintained through several programs, activities, and projects. 

 

Keywords: Police Mobile Force, police officers, job satisfaction, compensation and benefits, emotional 

stress, community perceptions 

 

INTRODUCTION 
 
The Philippine National Police (PNP) is the national police force of the Republic of the Philippines. It is a 

national and local police force, providing all law enforcement services throughout the country. The PNP, 

which resulted from a merger of the Philippine Constabulary and the Integrated National Police, was 

established on January 29, 1991. Its national headquarters are at Camp Crame, Quezon City, in the National 

Capital Region. To prevent and investigate crimes and bring offenders to justice, the PNP enforces laws and 

ordinances and performs statutory functions, while the Armed Forces of the Philippines (AFP) exercises 

primary responsibility on matters involving the suppression of insurgency and other serious threats to 

national security. 
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In implementing various programs of the PNP, uniformed personnel are often in constant move to fulfill 

their duties and responsibilities. Their role in society is vital and critical in maintaining and sustaining an 

orderly and peaceful society. More often than not, their human faculties are most used to deliver quality 

policing in the community and areas of responsibility. Police personnel often face difficult challenges and 

elements that need immediate solutions. The job entails physical, mental, social, and emotional 

convergences, which result in exhaustion and stress, if not burnout. In addition, the recent pandemic must 

have added a burden on their part as they execute their mandates. 
 

Job satisfaction is a multi-defined term. However, it is best described as a pleasurable or positive emotional 

state resulting from the appraisal of one’s job or job experiences. There are numerous factors affecting job 

satisfaction. Such factors include employee compensation and benefits, working conditions, work, 

workplace relationships, company policies, employee appraisal and recognition, and other factors [1]. 
 

Rewarding work remains a subject of great concern as workplace managers fear this shortage of satisfaction 

leads to higher turnover and organizational losses of knowledge [2]. Police chiefs consistently classify 

losses of police officers by leaving the top or among their two greatest concerns in management [3]. Job 

satisfaction for law enforcement professionals can vary based on individual experiences, personal 

preferences, and the specific role within the law enforcement sector. While some law enforcement 

professionals derive great satisfaction from their work, others may face challenges and experience lower 

levels of job satisfaction. Some factors that can influence the job satisfaction of law enforcement as 

professionals asserted are sense of purpose, variety and challenge, camaraderie and teamwork, opportunities 

for advancement, and job security [4]. 
 

However, it is also important to consider challenges that may impact job satisfaction in law enforcement. 

Law enforcement professionals often face high-pressure situations, including handling emergencies, dealing 

with dangerous individuals, and witnessing traumatic events. This can result in stress, burnout, and 

decreased job satisfaction and the nature of law enforcement work can take an emotional toll, as 

professionals may frequently encounter traumatic situations, violence, and human suffering. Emotional 

fatigue can impact job satisfaction and overall well-being [5]. It is important to note that job satisfaction can 

vary from person to person, and individual experiences may differ significantly within the law enforcement  

field. 
 

Law enforcement professionals often face numerous stressors due to the nature of their work. Some of the 

most common stressors in law enforcement include rotating shifts, including overnight, weekends, and 

holidays. This disruption of regular sleep patterns can adversely affect physical and mental health, 

increasing stress and fatigue [6]. 
 

Recent systematic reviews suggest that being a police officer is very demanding and stressful because of the 

current traits of modern societies. These characteristics include the unpredictability and danger associated 

with the ongoing threat of terrorist attacks, the rise in firearm violence in urban areas, and the lack of 

adequate human and material resources [7]. 
 

The law enforcement officers endure great stress due to their jobs. Often, the public only hears a small 

portion of what these officers and their families endure: poor management, inadequate or broken equipment 

(Often due to a lack of funds), excessive overtime (both voluntary and involuntary), frequent rotating shifts 

(often due to low staffing), regular changes in duties (example: spending time on a call about animal cruelty 

and the next intervening in a violent domestic dispute [8]. 
 

Other stressors for these officers may include low pay (depending on the area; this can lead to the need for 

voluntary overtime), perceived lack of support and negative attitudes towards law enforcement, threats to 
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the officer’s health and safety, boredom (possibly from working in an agency with limited options outside of 

patrol), need for sudden alertness and mobilized energy, responsibility for the lives of others, continual 

exposure to people In distress/pain, controlling emotions, especially when provoked [9]. 
 

Peace and order in a community is necessary for growth and development. Without peace and order, the 

community will be in chaos. Keeping peace and order in the community is one of the main functions of the 

PNP. They have to make sure that people in the community are safe. The 1st NVPMFC is an arm of the PNP 

in Nueva Vizcaya tasked to check on the community’s safety as an anti-insurgency task force of the 

Philippine National Police. They are engaged in the upkeep of peace and order in the community and trying 

to ensure that bad elements of terrorism are removed or neutralized. 

Like the police officer’s work in the 1st NVPMFC, stress will always be part of their job. The times that 
they are away from their family, the nature of their work, like they do not know when the enemy will be 
encountered, the possibility of a deadly encounter with lawless elements, and the pressure of being an 

officer may add to the stress level of the members of the 1st NVPMFC. However, since they have decided to 

be part of the national peacekeeping force, there must also be factors that keep them in the 1st NVPMFC 
force. They must also find some job satisfaction in their work. 

 

However, due to numerous incidents involving PNP members, people have been criticizing the organization. 

Overall, job satisfaction is a trade-off. You can not expect 100% satisfaction or 0% disappointment. Indeed, 

even in the best work they have disappointment [10]. 
 

Contentment at work remains a subject of tremendous attention as employers fret that a lack of satisfaction 

will result in higher staff departure rates and a decline in organization [2]. Consistently, police chiefs rate 

the loss of police officers’ turnover as one of their top two or top three worries [11]. Focusing on law 

enforcement’s job satisfaction, officers, as seen via the generational cohorts’ viewpoint, a study assessed 

things that might influence stress [12]. 
 

The following research supports these efforts to find significant differences. One study found that work-life 

balance and job satisfaction are two job-related experiences that have been linked to gender [13]; another 

research found that sex can have a significant influence on stress [14]; another found that civil status can 

influence job satisfaction [15]; civil status can have a significant influence to stress [16]; age can have a 

significant influence to job satisfaction and stress [17]; number of years of service have significant 

influences to job satisfaction and stressors [18]; and that rank can also be a vital influence on job satisfaction 

and stressors [19]. 
 

The police force is a very important element of a government. There have been many researches on job 

satisfaction and level of stress among other organizations or institutions, but very few, if not none, 

concerning the Philippine National Police as a government agency. This study focused on assessing stress 

and job satisfaction to understand how stress affects workers and how job satisfaction is related to stress 

levels. In its course of completion, this study sought to determine the job satisfaction and stress levels of 1st 

NVPMFC. More specifically, the study aimed to identify the profile of the respondents in terms of sex, age, 

civil status, rank, and number of years of service; determine the satisfaction levels of the respondents in 

terms of compensation and benefits, working conditions, and work itself, interpersonal relationship and 

supervision, and policies and recognition; and determine if there is a significant difference in the satisfaction 

levels of the respondents when grouped according to profile variables. 

 

METHODOLOGY 

This study used a quantitative research design. It employed the descriptive–comparative method to 

determine the level of satisfaction and stress of the Police Officers of the 1st Nueva Vizcaya Police Mobile 
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Force(1st NVPMFC), who are based in the Northern Province of Cagayan Valley in Luzon, Philippines. It 

used a quantitative research design because it measured the level of satisfaction and the level of stress of the 

police officers in the 1st NVPMFC in a post pandemic time. The data gathered were analyzed through the 

use of quantitative statistical tools, both descriptive and inferential. The comparative design compared the 

officers’ satisfaction and stress levels when grouped by their profile variables. The ultimate goal was to 

surface possible recommendations to enhance satisfaction and decrease the stress level of the officers of the 

1st NVPMFC. 

The respondents of this study were the whole population of the officers of the 1st Nueva Vizcaya Provincial 

Mobile Force Company. The population was defined by their sex, civil status, age, number of years of 

service, and rank. There are 152 total force of the four Maneuver Platoons of the 1st NVPMFC. No 

sampling was done since the population was taken for this study. The study included police officers of the 1 
st NVPMFC who were currently detailed in the research locale whether male or female, commissioned or 

non-commissioned officer while it excluded officers who were not within the research locale during the data- 

gathering phase, whether they were male or female, commissioned or non-commissioned officers, and those 

on maternity, study, and sick leave and had their day off. The gathered data were treated by the following 

statistical tools: Frequency and Percentage were used to describe the profile variables; Means and Standard 

Deviations were used to determine the level of job satisfaction and stress level of the officers in the 1st 

NVPMFC and the t-test and ANOVA were used to compare the level of job satisfaction and level of stress 

of the research participants when grouped according to their profile demographics. Table 1 shows the Likert 

Scale and qualitative descriptions of the different Mean levels. 

TABLE 1 LIKERT SCALE for LEVEL of JOB SATISFACTION and LEVEL of STRESS 
 

Scale Range Level of Job Satisfaction Level of Stress 

  
Des-cription 

Qua-litative Des- 

cription 
Des-cription QD 

4 3.50-4.00 Strongly Agree 
Satisfied to a great 

extent 
Always 

Stress to a great 

extent 

3 2.50-3.49 Agree 
Satisfied to a moderate 

extent 
Sometimes 

Stress to a moderate 

extent 

2 1.50-2.49 Moderately Disagree 
Satisfied to a little 

Extent 
Rarely Stress to a little extent 

1 1.00-1.49 Strongly Disagree Not Satisfied Never Not Stressful 

 

The study used a researcher-made survey questionnaire as a data gathering tool with three parts: Part I 

included the personal profile of the respondents; Part II asked for the level of job satisfaction such as duty 

details, position, work-life balance, compensation and benefits, and place of assignment; and Part III asked 

for the level of stress about the internal and external stressors such as work schedule, traumatic event, 

teamwork, relationship with other officers, family responsibility, emotional/psychological stress, physical 

health, and safety and community perception. The research tool has undergone pilot testing at the 2nd NV 

PMFC to determine its reliability. The results show that it has a Chronbach Alpha value of 0.984, which 

means the instrument has an excellent internal consistency. 

 

RESULTS AND DISCUSSION 

Data showed that the 1st NVPPMFC has more males, married, relatively young, and non-commissioned 

officers in its ranks. 
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Section 1: Level of Job Satisfaction of Officers in the 1st Provincial Mobile Force Company 

TABLE 2 SUMMARY TABLE for LEVEL of JOB SATISFACTION of OFFICERS IN THE 1ST 

PROVINCIAL MOBILE FORCE COMPANY 

 

Areas Mean SD QD 

Duty Details 3.67 0.38 Satisfied to a Great Extent 

Position 3.03 0.70 Satisfied to a Moderate Extent 

Work-Life Balance 3.16 0.59 Satisfied to a Moderate Extent 

Compensation and Benefits 3.33 0.47 Satisfied to a Moderate Extent 

Place of Assignment 3.50 0.51 Satisfied to a Great Extent 

 

Legend: 1.00-1.49(Not Satisfied);1.50-2.49(Satisfied to a little extent);2.50-3.49(Satisfied to a moderate 

extent);3.50-4.00(Satisfied to a great extent) 

 

In terms of duty details, Table 2 shows that the 1st NVPMFC police officers are satisfied to a great extent. 

However, when the officers of the 1st NVPMFC are assigned as bodyguards to VIPs, they are moderately 

satisfied. This finding would imply that among the areas of duty details, becoming a bodyguard is 

moderately satisfying due to the responsibility attached to the task. It might be more difficult to become a 

bodyguard than the other assignment details as one may not know who the enemy is. And the fact that you 

are guarding a VIP means that one has to really be attentive all the time. An officer might feel the tension as 

he might always be at the side of officers of high positions, not only in the PNP ranks but also in the 

government. These could be some reasons that could explain the difference. 
 

The findings find support from a study [1] which specified that one source of job satisfaction is working 

conditions and the work itself. Duty details have something to do with job satisfaction, and it can be seen 

from the above findings that the working conditions, like being detailed as bodyguards of VIPs, make a 

difference in the job satisfaction of officers of the 1st NVPMFC. 

 

In terms of their positions, they are satisfied to a moderate extent.The result manifests that officers of the 

1st NVPMFC are okay with their ranks. Being in the middle rank suggests that individuals are satisfied with 

their position regardless of ranking position. It may also mean that they are satisfied even if they are in the 

lowest or higher rank among their co-officers. Generally, the officers are contented with their positions, 

which makes them satisfied to a moderate extent based on the overall results. However, the moderate level 

suggests that the officers of the 1st NVPMFC would still allow room for promotion to a higher rank, which 

might even bring higher job satisfaction. 

 

In terms of work-life balance, the level of satisfaction of the officers of the 1st NVPMFC was satisfied to a 

moderate extent. The implications of this moderate level of satisfaction are that the organization may be 

effectively addressing certain aspects of the officer’s personal lives, such as providing opportunities to 

attend to personal needs and exercise their faith. However, there may still be areas for improvement, 

particularly in supporting officers with their family responsibilities, relaxation, and social activities. 

Enhancing work-life balance initiatives within the organization could lead to a higher level of satisfaction 

and well-being among the officers, ultimately contributing to their overall effectiveness and morale. 
 

However, while there are variations in the mean scores for different factors or constructs, the overall results 

show a generally satisfied level of work-life balance among the officers to a moderate extent. The  
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organization appears to prioritize factors such as personal needs and exercise of faith while still providing 

opportunities for officers to attend to their family, relaxation, and social life. The result could be explained 

by the fact that the PNP has a program called Kasimbayanan, where the religious dimension is incorporated 

into the tasks and functions of police officers, especially in their engagement with the community.  

 

In terms of compensation and benefits, the officers of the 1st NVPMFC are satisfied to a moderate extent. 

It can be seen in the results that officers of the 1st NVPMFC are happy with their compensation and 

benefits. The fact that the highest level of satisfaction pertains to the officers receiving their salary on time 

also shows the commitment of the PNP to their personnel. This is likened to the statement, “Services 

delayed are services denied.” 

 

Benefits, compensation, and the work itself are all considered to be a part of employee appraisal [1]. Such 

would explain and support the satisfaction of the police officers in the 1st NVPMFC. When their 

compensation and benefits are delivered to them, it adds to their job satisfaction. This is similar to statement  

about job security that contributes to job satisfaction [4]. The timely delivery of salaries and benefits is 

likened to their job security aside from their tenure in office. 

 

In terms of place of assignment, it can be gleaned from the table that officers of the 1st NVPMFC are 

satisfied to a great extent. This implies that the officers of the 1st NVPMFC are satisfied with their place of 

assignment, based on the table’s overall findings. This may imply that the officers are well-trained and 

prepared for their functions and responsibilities. It must be noted that the main task or responsibility of the 

officers of the 1st NVPMFC is to counter terrorist groups through their various community-based and 

intelligence activities. As stated in the introduction, the officers of the 1st NVPMFC are now conducting 

various activities to engage the community and the local government unit to sustain the cleared status of the 

previously affected areas of Communist Terrorist Groups (CTGs). The 1st NVPMFC implemented various 

activities to address the enemy and target hardening initiatives to pre-empt the possible atrocities that can be 

perpetuated by the enemy. Thus, the officers of the 1st NVPMFC must be aware of the risk, especially in the 

placement of assignments. 

 

Motivation in the place of assignment is defined as the willingness to exert high levels of effort toward 

organizational goals conditioned by the effort’s ability to satisfy some individual [20]. In Thailand, studies 

mentioned that police officers must live in the location where they work or as far away from it as is 

reasonable for them to do so in order to carry out their duties properly. The greatest distance that can be 

traveled from the place of assignment location is kilometers. The police officers may be mandated to go on 

missions, subject to the approval of the competent authority. This context is similar with our police force 

especially with officers of the 1st NVPMFC. 

 

Table 1 shows the summary of the levels of job satisfaction of the officers of the 1st NVPMFC. It shows 

that the highest levels of job satisfaction are in place of assignment. While there are differences in the 

means, it can be noted that the officers of the 1st NVPMFC are generally satisfied with their job, as shown 

by the mean ranges. 

 

The above satisfaction could be attributed to the fact that police officers may find being a peace officer a 

vocation. Many young people are aspiring to be part of the profession. When law enforcement finds purpose 

in upholding the law, protecting the community, and serving justice, all of these factors could contribute to 

job satisfaction [4]. Thus, no matter how difficult the place of assignment, the duty details, and even if they 

are in the lower rank, the work-life balance, and the current compensation and benefits, they still find their 

job satisfying. 
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Section 2. The Level of Stress of Officers in the 1st Nueva Vizcaya Provincial Mobile Force Company 

TABLE 3 SUMMARY TABLE of LEVEL of STRESS of OFFICERS in the 1ST PROVINCIAL MOBILE 

FORCE COMPANY 
 

Areas Mean SD QD 

Work Schedule 2.12 1.08 Stress to a Little Extent 

Traumatic Events 1.93 1.05 Stress to a Little Extent 

Teamwork 2.14 1.25 Stress to a Little Extent 

Relationship with Other Officers 1.99 0.87 Stress to a Little Extent 

Family Resposibilities 2.16 1.16 Stress to a Little Extent 

Emotional Stress and Psychological Status 1.79 0.82 Stress to a Little Extent 

Physical Health and Safety 2.01 0.96 Stress to a Little Extent 

Community Perception 2.43 1.07 Stress to a Little Extent 

 

Legend: 1.00-1.49(Not Stressful);1.50-2.49(Stress to a little extent);2.50-3.49(Stress to a moderate 

extent);3.50-4.00(Stress to a great extent) 
 

Table 3 shows the level of stress in terms of work schedule. It can be seen from the table that officers of the 

1st NVPMFC are stress to a little extent. These results imply they take their temporary duties like taking 

over a post or relieving a fellow officer, which may indicate that officers are more at ease performing these 

kinds of activities than they are with their normal daily routine. The officers’ regular daily activities, on the 

other hand, are the subject of the highest mean statement, suggesting that the demands of their routine are a 

greater source of their felt stress. The officers’ perceived stress appears to be more influenced by the kind, 

frequency, and impact of routine work than by temporary relief responsibilities, even if both are classified as 

only stress to a little extent. In general, the officers of the 1st NVPMFC are stressed to a little extent, which 

means that they may not even be stressed from their work, but it does not mean that stress is absent. 
 

While generally, the officers are not stressed, their work and their job as police officers may bring a little 

degree of stress. Working shifts is a prerequisite for police work schedules and is regarded as one of the 

most challenging job requirements [21]. It has been linked to mental health consequences for police officers.  

Police officer’s night and day shift jobs were substantially linked to long-term injuries. However, it was 

mentioned that to create the best possible working environment for both employers and employees, it can be 

helpful to look at examples of work schedule possibilities that address various needs of the workforce like 

allowing night shifts or flexible scheduling can be beneficial for workers who need to do errands during the 

day or have a family [22]. 
 

In terms of traumatic events, which indicates that officers of the 1st NVPMFC are stressed to a little 

extent. The results imply that traumatic incidents they experienced while doing their duties contribute to a 

small amount of stress among the 1st NVPMFC officers. It clarifies a number of important elements or 

concepts that contribute to their stress, illuminating the difficulties experienced by law enforcement officials 

under duress. Many police officers voiced their concerns over car crashes that result in fatalities or serious 

injuries, citing the psychological toll that these events take on their mental health. The table also emphasizes 

the stress that comes with participating in gunfights with other law enforcement personnel against armed 

individuals, highlighting the inherent hazards and dangers that are encountered throughout law enforcement 

operations. While the effect may be very low, as indicated to a small extent, one cannot discount the 

presence of stress among the officers in performing their duties and responsibilities. Officers also report 

feeling stressed out while investigating or watching crime scenes, which is understandable given the 

emotional toll that confronting criminal activity and its consequences takes. The respondents come into 

contact with traumatic situations while performing their duties; they suffer substantial amounts of stress. 
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Although the overall level of stress was classified to a little extent, the data indicates that the high-stress 

situations that are a part of a law enforcement job have a substantial psychological impact. These results 

highlight the intricate difficulties that law enforcement professionals encounter and stress the significance of 

implementing practical measures to promote their resilience and mental health. 
 

There are several sources of stress that cannot be separated from the functions and responsibilities of police 

officers in the 1st NVPMFC. Police officers deal with a lot of stressful situations in their line of work, but 

some of the most unpleasant ones might be from seeing violent crimes, seeing dead corpses, and abusing 

children [23]. In Sweden, investigators discovered that police officers who responded to a fatal fire 

experience had higher stress levels. The study supports the statement as the highest rated factor was 

Being able to injure or kill someone in a police operation, which is similar in nature to responding to 

accidents in Sweden [24]. 
 

In terms of teamwork, which indicates that all the officers of the 1st NVPMFC are stressed to a little extent. 

This implies that the officers in the 1st NVPMFC generally felt comfortable and confident in their teamwork 

abilities. They seem to have effective communication, collaboration, and leadership skills, which contribute 

to a supportive and low-stress work environment. Additionally, the positive perception of teamwork 

indicates a strong sense of cohesion and mutual support within the force, fostering a productive and efficient  

working atmosphere. The results indicate that officers perceive a relatively low level of stress when it comes 

to teamwork. Across the different aspects evaluated, such as working in a team, leadership roles, interaction 

with superiors, and handling mistakes, the perceived level of stress remains consistently low. This suggests 

a positive perception of teamwork within the force. 
 

With risky tasks, police officers rely more on one another as part of a team. The nature of law enforcement  

work can take a toll, as professionals may frequently encounter traumatic situations like violence and human 

suffering [5]. However, teamwork fosters more confidence, and using competencies reduces occupational 

stress and promotes job satisfaction. In order to keep employees motivated and focused at work, a modest 

amount of stress is beneficial [25]. In addition to boosting morale and improving communication, teamwork 

can increase safety, efficacy, and success for a police force. Synergy is a quality of a well-functioning team; 

members benefit from one another’s ideas and activities by working together. It should deal severely with 

officers who disregard team standards and should not allow officers to degrade each other. The advice from 

Law enforcement training becomes very relevant when officers should improve teamwork to reduce [26]. 
 

In terms of Relationship with other officers, the officers of the 1st NVPMFC are stressed to a little extent. 
 

The results imply that the interactions of the officers with other team members do not contribute to stress in 

their jobs. The low levels of stress indicated across many parameters demonstrate the 1st NVPMFC officers’ 

impressive ability to handle interpersonal interactions within their squad. Even in the face of the inevitable 

difficulties of working in any workplace, such as miscommunications among coworkers and cultural or 

religious differences, the officers remain composed and handle these circumstances with the least amount of 

stress possible. Furthermore, female officers in the squad do not seem to interfere with the harmonious 

working environment, suggesting an inclusive and respectful culture. The officers also show assurance in 

their ability to report to higher-ups, indicating a supportive leadership hierarchy and open lines of 

communication. The results show that the officers reported low stress levels in their interactions with other 

team members. They seem to manage various interpersonal interactions with minimal stress, such as 

miscommunication, working in pairs with other officers, answering to superiors, and cultural or religious 

differences. This implies that there is good communication and a positive team dynamic inside the force. 
 

The relationship among an experienced police officer group is between work values, job burnout, and work 

engagement. It looked into the relationships between work values and burnout and work engagement, as 
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well as the distinctions between the work values in groups and the hierarchy of work values based on 

Super’s theory of career development [27]. However, the relationships that police officers develop with 

members of the community might differ greatly from the ideal of policing [28]. In addition, law 

enforcement should reassess how the legal system operates and search for strategies to foster relationships 

based on the trust of each officer. Also, officer relationships are seen as high risk because of the demands of 

the job and the stress that comes with working shifts [29]. 

 

In terms of family responsibilities, the officers of the 1st NVPMFC are stressed to a little extent. 

 

This suggests that although family obligations are acknowledged as important, most officers did not view 

them as excessive sources of stress. The survey’s findings about the 1st NVPMFC officers’ reported stress 

levels in relation to their family responsibilities point to a generally optimistic picture. Officers typically 

report stress related to various family responsibilities, including supporting the family financially, morally,  

and physically and performing familial roles. This shows that most officers are able to manage these tasks 

without experiencing a great deal of difficulty, indicating a healthy balance between their professional duties 

and familial obligations. And that the officers must be aware of the nature of their duty and obligations as 

police officers. 

 

The officers of the 1st NVPMFC have a different status as against the findings of one study where they 

found out that families of police officers face a number of challenges, including financial difficulties, the 

stress of seeing a loved one deal with trauma, and a poor public image of the police [30]. This is not the case 

with the officers of the 1st NVPMFC, where these problems do not have a negative effect on their police 

duties and responsibilities even if they are family men or women; their marriages and family dynamics do 

not lead to emotional weariness and work-family conflict. Additionally, prior studies on the relationship 

between policing and families demonstrate that the effects on police officers’ families vary depending on 

whether or not a family member works as a police officer [31]. In this case, the stress might have a toll on 

their families but not upon them. 

 

In terms of emotional stress and psychological status, the officers of the 1st NVPMFC are stressed to a 

little extent. 

 

The above findings draw attention to four main issues: inability to control anger, worry impairing 

productivity at work, loneliness while alone, and trouble expressing feelings. The level of stress shows a 

little extent across all the variables, indicating that officers may not have difficulties in controlling their 

emotions and maintaining their psychological health at work. The psychological status and emotional stress 

also show that the officers may not find it difficult to control their emotions and maintain their 

psychological health, as indicated by the overall mean score for combined emotional stress and 

psychological status comments. But it must be noted that while they are not so stressed, the possibility of 

stress creeping into their work is possible. All these findings may only imply that the officers of the 1st 

NVPMFC are prepared well to deal with their personal and psychological issues. 

 

The findings are in contrast to the results of one study where they found that police officers suffer greatly on 

an emotional and psychological level from the rage and frustration of not being able to control the 

circumstances, save the people they want to save, and aid the people they want to help [32]. This has an 

effect on police officers who are unable to avoid the emotional and psychological effects it has on them and 

incorporate it into their daily lives. In the current study, these factors do not count as stressors to police 

officers of the 1st NVPMFC. Additionally, controlling emotions, especially when provoked, could be a 

source of increased levels of stress [9]. However, in the current study, anger, being alone, difficulty in 

expressing one’s emotion, and even anxiety do not have much effect as stressors for the police officers of 

the 1st NVPMFC. 
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In terms of physical health and safety, the officers of the 1st NVPMFC are stressed to a little extent. 
 

These results list a number of important elements that are responsible for this stress, such as officers’ 

concerns about their physical well-being and certain medical conditions like hypertension. The table also 

shows how vigilant and cautious officers are when they are not in uniform, indicating a general awareness 

of potential hazards even in non-operational contexts. Moreover, it shows that officers experience higher 

levels of anxiety when conducting police operations since they are under constant pressure to perform well 

and face inherent hazards. Finally, officers underscore the emotional toll and dual obligations encountered 

by law enforcement personnel by expressing significant worry about the safety and security of their families 

as a result of their line of work. This could be explained by the fact that many officers of the 1st NVPMFC 

are married men and women. These results highlight the complex relationship between stress and law 

enforcement, underscoring the need for specialized support systems and tactics to improve officers’ well- 

being and capacity to serve their communities. But it must be noted that while these factors or elements may 

bring stress to our police officers, the above elements contribute to a little extent to the level of stress of our 

police officers. It may further mean or imply that while personal safety is always at risk, they still give more 

thought to the safety of their family. 
 

The findings of this study contradict the results of one study which concluded that physical health can suffer 

from occupations in public safety [33]. One runs a higher risk of developing obesity, diabetes, and 

hypertension if you work as a first responder due to stress. They are more likely than the average person to 

get a heart attack, especially if it occurs when one is still young. However, in the current study, it was shown 

that physical condition, even hypertension, is not a stressor for the police officers who may be considered as 

first responders to emergency situations. It is also noteworthy that police officers in the 1st NVPMFC are 

mostly married men and women, and so they must be concerned about their families. While they are 

stressed to a small extent, it cannot be denied that their job would also require the safety of their families as 

they usually do not know who their enemies are. 
 

In terms of community perception, the officers of the 1st NVPMFC are stressed to a little extent. 
 

Officers of the 1st NVPMFC experience a moderate amount of stress from having to make sure they look 

put together and approachable in public, so keeping a pleasant and professional appearance in the 

community is a serious worry, same with the pressure to implement community programs by the Philippine 

National Police successfully. These two important areas are sources of moderate stress. It must be noted that 

from the public perspective, the PNP does not have a good image. The project Tokhang even worsens the 

negative image of the police force. That is why the PNP has been trying to improve its image, even to the 

extent of inner cleansing of police officers involved in crimes and professionalizing the police ranks. These 

could be some of the reasons why the public and the officer’s image are sources of moderate stress among 

the 1st NVPMFC officers. Nowadays, police officers are pressured to show the public a positive image of 

the PNP. Meanwhile, the lowest mean is when ongoing national or local difficulties involve police officers. 

This suggests that stress is caused by public scrutiny and media coverage of police-related matters. 
 

Overall findings show that officers are under a moderate amount regarding how the community perceives 

them. The biggest sources of stress are keeping up a polished and amiable public persona and running 

community programs successfully, both of which have a moderate stress level. Officers also experience a 

little melancholy in response to disparaging remarks about the police force and some anxiety over current 

events involving police officers. These results imply that although police officers are somewhat impacted by 

community opinion, their main worries are about maintaining their reputation and meeting community 

expectations. 
 

The result of the study is supported by the idea of community policing, which has recently gained popularity 
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[34]. It stresses the increased participation of law enforcement and community members. However, it has 

not considered how the public and police view each other’s influence on social control. A similar study 

found that the public eye and public scrutiny are sources of external pressures that have an impact on mental 

well-being and job satisfaction among law enforcement personnel [35]. Indeed, public office is public 

service. Being a police officer carries with it a sense of social responsibility that is always scrut inized by the 

public. And so, police officers must always ensure that they are under the regulations of the law. 
 

Section 3. Significant Difference in Level of Job Satisfaction When Grouped According to their 

Profile Variables 
 

For the significant difference in the job satisfaction of officers of the 1st NVPMFC when grouped according 

to their profile variables, along with the relevant demographic characteristics and the accompanying job 

satisfaction levels, the t-test and ANOVA showed no significant differences when the officers of the 1st 

NVPMFC were grouped according to their profiles. 
 

In terms of sex, the p-value suggests that the difference in job satisfaction between males and females is not 

statistically significant (p=.145). This implies that being a male or female police officer would not have any 

bearing on job satisfaction. This may be attributed to the reality that being a police officer does not anymore 

discriminate against women or even the third sex. 
 

Similarly, regarding civil status, the p-value indicates that the difference in job satisfaction between single 

and married officers is not statistically significant (p= .402). This may imply that whether a police officer in 

the 1st NVPMFC is single or married does not have any difference in their level of job satisfaction. This 

might be because, as police officers, they have the same function. Whether one is single or married, they 

have to carry out whatever functions or missions that were given to them and again, there is no 

discrimination between the civil status of who or who may not be in the line of duty. 
 

In terms of age, for the 24-31 age group compared to the 32-39 age group, the p-value suggests that the 

difference in job satisfaction is not statistically significant. Furthermore, for the 40-47 age group compared 

to the 24-31 age group, the absence of a p-value might indicate insufficient data for statistical analysis, with 

an overall p-value of .208 for the age group. The absence of a p-value or a non-significant result suggests 

that there is no significant difference in job satisfaction among these age groups. It would mean further that 

whether they are young or old, there is no distinction between their job satisfaction. Their age or even their  

age range has no bearing on their job satisfaction. 
 

In terms of the number of years of service, the p-value for the group comparisons is 0.791. The p-value 

suggests that the differences in job satisfaction when grouped according to their years of service are not 

statistically significant. This result implies that being new or old in the service to the PNP does not affect 

job satisfaction. As shown in the previous tables, officers of the 1st NVPMFC are satisfied to a great extent 

with their job. Salaries and benefits are provided on time; teamwork in the 1st NVPMFC would make all 

equal in terms of their job satisfaction as police officers. 
 

In terms of rank, the p-value for these comparisons is 0.409. The p-value suggests that the differences in job 

satisfaction between different ranks are not statistically significant. Just like the other areas or factors, the 

ranks of the police officers do not create a significant difference in their job satisfaction. Notably, the 

salaries of those in higher ranks must have been higher than those in the lower ranks, but this does not create 

a significant difference in their job satisfaction. And we always say, “Great power comes with greater 

responsibility.” Those with higher ranks are given more responsibility, while those in lower ranks are also 

given their corresponding duties and responsibilities. 
 

In sum, based on the results of the p-values that are greater than the 0.05 alpha level, the null hypothesis is 
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not rejected. This implies that the respondents have the same level of job satisfaction regardless of their  

demographic profile. Therefore, it failed to reject the null hypothesis, implying that there is no significant  

difference in job satisfaction when the officers of the 1st NVPMFC are grouped according to their profile 

variables. 
 

Section 4. Significant Differences in the Level of Stress When Grouped According to their Profile 

Variables 
 

The study found out that there are no significant differences in the level of stress of officers of the 1st 

NVPMFC when grouped according to their profile variables. The data on stress levels in relation to the 

different profile variables such as gender, civil status, age, years of service, and ranks showed no significant 

difference. 
 

The p-values in the table indicate whether significant differences in the stress level when the participants are 

grouped according to their profile variables exist. The p-value for sex is .729, while .785 for civil status. 

Moreover, in terms of age, the p-value is .614, while in terms of years of service, it is .791. Lastly, in terms 

of ranks, the p-value is .166. Overall, the results suggest no significant difference in stress levels among the 

officers of the 1st NVPMFC when they are grouped according to their profile variables, as all the computed 

values are higher than the significance level of 0.05; thus, the hypothesis is not rejected. This implies that 

the respondents’ stress level is not different among the profile variables. Therefore, the respondents’ stress 

level does not significantly affect their work, and there are no significant differences in their level of stress. 
 

This finding could also be attributed to the study’s finding that officers of the 1st NVPMFC are satisfied to a 

great extent, which may mean that the officers are not so stressed in the performance of their duties and 

responsibilities. However, it must be noted that while there are no significant differences in their level of 

stress when grouped according to their profile variables, one must watch out because although police 

officers typically do their sworn duties and obligations with courage and determination, every officer 

eventually reaches their breaking point even if they are not stress to work [36]. 

 
Section 5. Recommendations to Enhance the Level of Job Satisfaction and Decrease the Level of 

Stress of the Officers in the 1st Nueva Vizcaya Provincial Mobile Force Company 

In consideration of the results of the study, two recommendations are forwarded for consideration: 
 

1. The officers of the 1st NVPMFC are very satisfied with their job. However, if one has to look into the 

different areas, there are three areas where the officers claim that they are moderately satisfied. The areas 

include position, work-life balance, and compensation and benefits. It is highly recommended then that the 

police administration, either of the 1st NVPMFC or the Nueva Vizcaya Provincial Police Office (NVPPO), 

ensure that police officers, especially the non-commissioned officers of the 1st NVPMFC, be always open to 

promotion subject to strict implementation of promotional guidelines; that work-life balance must always be 

observed by the PNP ranks especially that the duties and responsibilities of police officers are always risky; 

and to ensure that compensation and benefits are properly and timely given to these police officers and their  

families. 

2. The police officers of the 1st NVPMFC are not stressed on their job. This may mean they are not 

generally stressed in their job as police officers. But it must be noted that it does not discount the presence 

of stress, although at a very low level. Public office is a public trust. Police officers are usually under the 

scrutiny of the public, so a good image for police officers is a must. It is then recommended that training or 

workshops be conducted to sustain the very low level of stress among the officers of the 1st NVPMFC or 

even to remove any sign of stress among them by teaching them how to manage stress effectively. Such 

training or workshops could be done in partnership with other institutions like Saint Mary’s University that 
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have the facility and the personnel to conduct such. 

 

CONCLUSIONS 
 

Based on the result of the study, the following conclusions were drawn. The officers in the 1st Nueva 

Vizcaya Provincial Mobile Force (1st NVPMFC) are dominated by married males aged 24-31 years old, in 

the service of PNP for 2-8 years, and have the rank of Patrolman. They are very contented and well pleased 

with their job. They are not also affected by stress in performing their functions. 
 

Furthermore, There are no significant differences in the level of job satisfaction and level of stress of 

officers of the 1st NVPMFC when the officers are grouped according to their profile variables. Thus, the 

level of job satisfaction and stress cannot be determined by the 1st NVPMFC officer’s sex, civil status, age, 

number of years of service, and rank. 

 

REFERENCES 
 

1. Judge, T. A., & Klinger, R. (2008). Job satisfaction: Subjective well-being at work 

https://psycnet.apa.org/record/2008-00541-019. 

2. Roodin, P.A., & Mendelson, M. (2013). Multiple Generations at Work: Current and Future Trends. 

Journal of Intergenerational Relationships, 11, 213 – 22. 

3. Hur, J. L., & Gupta,   M. (2013). Growing up in the web of social networking:  Adolescent 

development and social media. Adolescent Psychiatry, 3, 233-244. 

https://www.researchgate.net/profile/Jane- 

Hur/publication/283506033_Growing_up_in_the_Web_of_Social_Networking_Adolescent_ 

Development_and_Social_Media/links/563bf88508ae405111a77ecc/Growing-up-in-the-Web- of- 

Social-Networking-Adolescent-Development-and-Social-Media.pdf 

4. Paoline III, E. A., & Gau, J. M. (2020). An empirical assessment of the sources of police job 

satisfaction. Police Quarterly, 23(1), 55-81. 

https://journals.sagepub.com/doi/full/10.1177/1098611119875117 

5. Khan, M. J. Ghalib, H., Jabeen, M., & Naz, S. (2021). Work-life balance, job performance and 

life satisfaction among police officers. Foundation University Journal of Business & Economics, 6(2). 

https://fujbe.fui.edu.pk/index.php/fujbe/article/view/545 

6. Purba, A., & Demou, E. (2019). The relationship between organizational stressors and mental 

wellbeing within police officers: a systematic review. BMC public health, 19, 1-21. 

https://bmcpublichealth.biomedcentral.com/articles/10.1186/s12889-019-7609 

7. Magnavita, N., Capitanelli, I., Garbarino, S., & Pira, E. (2018). Work-related stress as a 

cardiovascular risk factor in police officers: a systematic review of evidence. International Archives 

of Occupational and Environmental Health, 91, 377-389. https://doi.org/10.1007/s00420-018-1290-y 

8. John-Akinola, Y. O., Ajayi, A. O., & Oluwasanu, M. M. (2020). Experience of stress and coping 

mechanism among police officers in south western Nigeria. International Quarterly of Community 

Health Education, 41(1), 7-14. https://journals.sagepub.com/doi/full/10.1177/0272684X19900878 

9. Garret, B. (2021). Take control of your life: Overcoming life’s obstacles difficult emotions and 

problem behavior. https://www.amazon.co.jp/-/en/Brad-Garrett/dp/1956010750 

10. Aziri, B. (2011). Job satisfaction: A literature review. Management Research & Practice, 3(4). 

https://mrp.ase.ro/no34/f7.pdf 

11. Hurst, K. (2021). What causes stress in law enforcement? https://www.garrethcounseling.com/what- 

causes-stress-in-law-enforcement 

12. Cahill, J., Cullen, P., & Gaynor, K. (2019). Pilot wellbeing & work related stress (Wrs). In 20th 

International Symposium on Aviation Psychology, 43. 

https://www.corescholar.libraries.wright.edu/isap_2019/8 

13. Liu, E. T., Sella, R., Goernert, P., Kim, K., Chen, H., & Lin, R. T. (2021). Refractive results with 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
http://www.researchgate.net/profile/Jane-
http://www.amazon.co.jp/-/en/Brad-Garrett/dp/1956010750
http://www.garrethcounseling.com/what-
http://www.corescholar.libraries.wright.edu/isap_2019/8


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue VIII August 2024 

Page 694 

www.rsisinternational.org 

 

 

 

 

SMILE using lower energy settings in the United States. Plos one, 16(10), e0258835. 

https://doi.org/10.1371/journal.pone.0258835 

14. Verma R., Balhara Y. P., Gupta C. S. (2011). Gender differences in stress response: role of 

developmental and biological determinants. Indust. Psychiatry Rev. 20, 4–10. 10.4103/0972- 

6748.98407 

15. Staton, A. (2018). Relationships between job satisfaction, gender, marital status, and parental status of 

pk-12 administrators identifying as Christian. Doctoral Dissertations and Projects. 1671. 

https://digitalcommons.liberty.edu/doctoral/1671 

16. Ta, V. P., Gesselman, A. N., Perry, B. L., Fisher, H. E., & Garcia, J. R. (2017). Stress of singlehood: 

Marital status, domain-specific stress, and anxiety in a national US sample. Journal of Social and 

Clinical Psychology, 36(6), 461-485. 

https://www.researchgate.net/publication/317814501_Stress_of_Singlehood_Marital_Status_Domain- 

Specific_Stress_and_Anxiety_in_a_National_US_Sample 

17. Anser (2020). How civil status affect employee engagement and satisfaction? 

https://typeset.io/questions/how-civil-status-affect-employee-engagement-and-satisfaction-553cz9jhya 

18. Hoboubi, N., Choobineh, A., Ghanavati, F. K., Keshavarzi, S., & Hosseini, A. A. (2017). The impact 

of job stress and job satisfaction on workforce productivity in an Iranian petrochemical industry. 

Safety and Health at Work, 8(1), 67-71. 

https://www.researchgate.net/publication/305770678_The_Impact_of_Job_Stress_and_Job_ 

Satisfaction_on_Workforce_Productivity_in_an_Iranian_Petrochemical_Industry 

19. Alexopoulos, E. C., Palatsidi, V., Tigani, X., & Darviri, C. (2014). Exploring stress levels, job 

satisfaction, and quality of life in a sample of police officers in Greece. Safety and Health at Work, 5 

(4), 210-215. https://doi.org/10.1016%2Fj.shaw.2014.07.004 

20. Law Insider (n.d.) Place of assignment sample clauses. https://www.lawinsider.com/clause/place-of- 

assignment 

21. Violanti, J. M., Charles, L. E., McCanlies, E., Hartley, T. A., Baughman, P., Andrew, M. E., 

Fekedulegn, D., Ma, C. C., Mnatsakanova, A., & Burchfiel, C. M. (2017). Police stressors and health: 

a state-of-the-art review. Policing: An International Journal of Police Strategies & Management, 40 

(4), 642-656. https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6400077/ 

22. Tucker, K. (2023). 5-step guide to creating work schedules (with top examples of work schedules to 

inspire you). Lanteria. https://www.lanteria.com/news/examples-of-work schedules 

23. Korre, M., Farioli, A., Varvarigou, V., Sato, S., & Kales, S. N. (2014). A survey of stress levels and 

time spent across law enforcement duties: police chief and officer agreement. Policing: A Journal of 

Policy and Practice, 8(2), 109–122, doi: 10.1093/police/pau001. 

24. Renck, B., Weisaeth, L., & Skarbö, S. (2002). Stress reactions in police officers after a disaster rescue 

operation. Nordic Journal of Psychiatry, 56(1), 7-14. 

https://www.researchgate.net/publication/11493686_Stress_reactions_in_police_officers_after_ 

a_disaster_rescue_operation 

25. Horn, D., Randle, N. W., & McNeil, S. R. (2020). A cross-disciplinary framework to measure 

workplace   wellness   program   success.   SAM   Advanced   Management   Journal,   85(1), 4-12. 

https://search.proquest.com/openview/b1488013846967faf742e8818b9bd282/1?pq- 

origsite=gscholar&cbl=40946 

26. Law Enforcement Trainer Volume 12 Volume Twelve | In The Line Of Duty 

https://lineofduty.com/courselist/volume-twelve/ 

27. Basinska, B. A., & Dåderman, A. M. (2019). Work values of police officers and their relationship 

with job burnout and work engagement. Frontiers in Psychology, 10, 

431290.https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2019.00442/full 

28. Coyle, S. (2022). Building community & police relationships. 

https://www.socialworktoday.com/archive/Spring22p12.shtml 

29. Fratesi, D. (2019). Police work and its effects on the family. https://www.cji.edu/wp- 

content/uploads/2019/04/effects_on_family_paper.pdf 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
http://www.researchgate.net/publication/317814501_Stress_of_Singlehood_Marital_Status_Domain-
http://www.researchgate.net/publication/305770678_The_Impact_of_Job_Stress_and_Job_
http://www.lawinsider.com/clause/place-of-
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC6400077/
http://www.lanteria.com/news/examples-of-work
http://www.researchgate.net/publication/11493686_Stress_reactions_in_police_officers_after_
http://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2019.00442/full
http://www.socialworktoday.com/archive/Spring22p12.shtml
http://www.cji.edu/wp-


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue VIII August 2024 

Page 695 

www.rsisinternational.org 

 

 

 

 

30. Karaffa, K., Openshaw, L., Koch, J., Clark, H., Harr, C., & Stewart, C. (2015). Perceived impact of 

police work on marital relationships. The Family Journal, 23(2), 120-131. 

https://journals.sagepub.com/doi/abs/10.1177/1066480714564381 

31. Adams A., Golsch K. (2021). Gender-specific patterns and determinants of spillover between work 

and family: the role of partner support in dual-earner couples. J. Fam. Res. 33, 72–98. doi: 

10.20377/jfr-373 

32. Shults, J. F. (2019). Is anger a necessary poison in policing? Police1. https://www.police1.com/health- 

fitness/articles/is-anger-a-necessary-poison-in-policing-Ix3XBSglU52LtIBS/ 

33. Avsec, R. (2022, March 14). Gordon Graham: The “go to guy” for understanding risk management 

in public safety. Fire & EMS Leader Pro. https://www.fireemsleaderpro.org/2022/03/14/gordon- 

graham-understanding-risk-public-safety/ 

34. Decker, S. H., & Greene, J. R. (1989). Police and community perceptions of the community role in 

policing: The Philadelphia experience. The Howard Journal of Criminal Justice, 28(2), 105-123. 

https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-2311.1989.tb00641.x 

35. Purba, A., & Demou, E. (2019). The relationship between organizational stressors and mental 

wellbeing within police officers: a systematic review. BMC public health, 19, 1-21. 

https://bmcpublichealth.biomedcentral.com/articles/10.1186/s12889-019-7609 

36. Miller, H (2011). Police officers’ experience with trauma. In Gutierrez, J. A. V., Ilagan, J. A., Curtis, 

J., Aviñante, M. J. D. R., Idaewor, V. O., & Mojares, R. E. (2015). Stress management among police 

officers in Batangas City, Philippines. College of Criminology Research Journal, 6. 

http://research.lpubatangas.edu.ph/wp-content/uploads/2019/02/CRIM-2015-006-Stress-Management- 

among-Police-Officers.pdf 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
http://www.police1.com/health-
http://www.fireemsleaderpro.org/2022/03/14/gordon-
http://research.lpubatangas.edu.ph/wp-content/uploads/2019/02/CRIM-2015-006-Stress-Management-

	Samuel B. Damayon, Jenitha Justice T. Milo, King Angelo L. Dacles, Ella B. Maddam-ot, Cliff John Paul U. Torio, Lloyd Lexus C. Sta Ana, Jhamela Joyce A. Cabajar
	ABSTRACT
	INTRODUCTION
	METHODOLOGY
	RESULTS AND DISCUSSION
	Section 2. The Level of Stress of Officers in the 1st Nueva Vizcaya Provincial Mobile Force Company
	Section 3. Significant Difference in Level of Job Satisfaction When Grouped According to their Profile Variables
	Section 4. Significant Differences in the Level of Stress When Grouped According to their Profile Variables
	Section 5. Recommendations to Enhance the Level of Job Satisfaction and Decrease the Level of Stress of the Officers in the 1st Nueva Vizcaya Provincial Mobile Force Company

	CONCLUSIONS
	REFERENCES

