


	
CHAPTER 1
INTRODUCTION TO THE STUDY 
1.1 INTRODUCTION 
The ongoing increase of crime and other safe-threatening activities such as terrorism in the world has seen people seeking additional protection in the private security industry (Baker, 2004). South Africa has witnessed an annual increase of reported crime since 2005, with a total of 2 126 552 (approximately 2.1 million) serious crimes recorded in 2015 (SAPS Annual Crime Report, 2016). The effort by the state in fighting seems to be overwhelmed by the low capacity of police officers and army officers in the public sector. In 2017, the South African Police Service (SAPS) sector reported to have 194, 852 individuals employed, with only 77, 597 individuals (excluding reserves) employed in the military force of the South African Defense Force (Swingler, 2017). In comparison to the private security industry, a total number of 490, 000 active private security officers were reported to be working in an armed response; cash-in-transit and guarding, making the sector the fourth largest in the world per capita (Swingler , 2017).
As the result of the fastest growing of the security industry, the sector has reformed the supply-demand of its services on a 24 hours basis (Minnaar, 2005),  leading to the provision of services based on shiftwork (Diphoorn & Berg, 2014). Traditionally, shiftwork was structured on three levels, with each level having a shift starting at 06:00 in the morning, 14:00 afternoon, and 22:00 at night (Harrington, 2001). It can be argued that such shiftwork planning protected employees from working long hours and encountering wellbeing complications ranging from financial, social, emotional, physical, spiritual, and nutritional wellbeing. However, the planning of shiftwork in modern society had seen only two levels of shifts dominating, the day-shift and night-shift (Harrington, 2001).
The practice of shiftwork in the workplace has challenged employees’ interactions with the work-life and personal/family life (Korabik , Lero, & Whitehead, 2008). Harrington (2001), argues that day-shift allows employees to work what is called ‘normal’ working hours when compared to night-shift which consists of ‘abnormal' extended working hours. The day-shift of work provides employees with additional hours for recreation and rest, with rest classified as a nighttime activity and work as a daytime activity (Harrington, 2001).  Studies have found employees working night-shift to be traditionally challenged with the completion of both work and life activities, due to the restructuring of time (Willson, Polzer-Debruyne, Chen, & Fernandes, 2007). The distinction between the two levels of shifts experienced in modern society, further questions the impact they have on employee’ family and work demands when working both the day and night shifts in a practice called shiftwork.
1.2. THE RATIONALE AND PROBLEM STATEMENT OF THE STUDY
Hogan and Hogan (2007), argue that prior to industrialization, employees had a structured engagement with the workplace that was managed by time and the purpose of the work engaged on. The workplace was traditionally driven by a subsistence economy that saw employees’ succeeding in creating a ‘cut- off’ time between work and family time. The success in achieving a ‘cut-off' time allowed employees to spend adequate time with their families and be part of community activities such as community gatherings and, community engagement such as weddings, community meetings and funerals  (Hogan & Hogan, 2007).
Furthermore, it can be argued that achieving a ‘cut-off’ time made it possible for employees to separate workplace demands from family/life demands. Demands can be defined as “the degree to which contains stimuli that peremptorily require attention response” (Schaufel & Bakker, 2004, p. 296). This separation of work and life demands led to the achievement of work-life balance. Work-life balance is defined as “a satisfaction and good functioning at work and also at home with a minimum of role conflict” (Sturges & Guest, 2004, p. 6). According to a study conducted by Out (2004), work-life balance has shown that individuals or employees who maintain a balance between work and life demands or activities succeed in achieving a sense of wellbeing and have a sense of control over their lives as employees with an extension of fulfilling personal life.
Although work-life balance has seen a positive impact on both the employer and employees, there's been a shift in responding to work and life demands, with the introduction of work-life integration to the debate on employees’ wellbeing (Kossek, Lewis, & Hammer, 2010). A number of studies (Simmons, 2012; Costa, 2010; Harrington, 2010; Yildrim & Aycan, 2008) have explored work and life demands on shiftwork employees. However,  limited studies have explored the respond-practices adopted by shiftwork employees regarding work-life demands (Wilson, Polzer-Debruyne, Chen & Fernande, 2006), Moreover, there is an absence of studies directly exploring how security guard officers working shiftwork respond to work and life/family demands, narrowing the focus to the debate around work-life balance and work-life integration (Minnaar, 2005).
Therefore this study aims to explore the untold stories of shiftwork security guards in the private security industry, on how they respond to work and life demands. The study will contribute knowledge to social workers practicing in workplace communities where shiftwork is done, on developing effective employee wellbeing programmes that will directly assist employees in responding effectively to work and life demands. Furthermore, it is anticipated that the recommendations generated from the findings of this study will be beneficial in the development of effective employee wellbeing policies in the workplace.
1.3. GOAL AND OBJECTIVES OF THE STUDY
The aim of the study to explore the untold stories of shiftwork security guard officers’ response-practice to work and life demands. In order to achieve the above-mentioned goal, the following study objectives were formulated:
I. To identify the perceived work demands in the private security sector
II. To explore the  perceived life demands experienced  by security guard officers
III. To explore the impact of the perceived demands experienced by security guard officers 
IV. To explore the work-life demands response practiced by shift work security guards
V. To explore the interventions available in the private security industry to assist employees in responding to work demands
1.4. RESEARCH METHODOLOGY 
In exploring the untold stories of shiftwork security guard officers' response-practices to work and life demands, a qualitative study was used as a guide for the research. A non-probability stratification sampling was used to select the study participants. The sample comprised of 10 participants, 5women, and 5 men, from the ages of 28 years to the age of 50 years. A vital criterion was followed when selecting participants, including being part of an immediate family structure.
Data was collected using in-depth face to face interviews. The interviews took place in a suitable place for both the participant and the researcher. During the interview, an audio-tape recorder was used to collect and store the data. Open-ended and closed questions were used to explore information from the participants during the interview. Moreover, the research tool was pretested on one of the security guard officer who was excluded from the study. The data that was collected was then transcribed into verbatim and analysed using thematic content analysis.
1.5. DEFINITION OF KEY CONCEPTS
1.5.1. Private Security Industry
Button (2008) defines private security industry as a generic term used to define a combination of different industries and professions bound together by a number of function including crime prevention, maintenance order, loss reduction and protection. 
1.5.2. Work-life balance 
Byrne (2005, p. 56) Defines work-life balance as "achieving satisfying experiences in all life domains," which is said to, “requires personal resources such as energy, time, and commitment be well distributed across domains”.
1.5.3. Private security guard 
“Private security guard as all types of private organizations and individuals providing all types of security-related services, including investigation, guard, patrol, lie detection, alarm, and armored transportation” (Kakalik & Wildhorn, 1999, p. 3).
1.5.4. Work-life integration
Work-life integration refers to "a process for reconciliation of work, family, and individual self- demands and time" (Grady & McCarthy, 2008, p. 601). The practice of work-life integration suggests that demands from the two domains are inseparable and should not be treated as such since time has become a major factor challenging the occurrence of a balance (Cascio & Young , 2005)


1.5.5. Shiftwork 
Koradecka (2010) refers to shiftwork as any form of work considered to make use of or provide services across all 24 hours of the clock each day of the week (often abbreviated as 24/7). The practice sees the day divided into shifts where employees perform the same duties and replace each other according to a given schedule. 
1.6. ETHICAL CONSIDERATION 
Highlighting the ethical consideration with regards to research it is very important, especially the issue of confidentiality on how the results and findings of the study are represented as well as the protection of participants' identities (Maree & Van der Westhuizen, 2007)The study took into consideration the following research ethics, confidentiality, anonymity, beneficence, non-maleficence, and letters of consents.
1.6.1. Confidentiality 
Maintaining confidentiality of information collected or provided by the participants means that not only the investigator or the person who is analysing the data can identify the responses of individual's subjects (Padgett, 2008). During the interviews, the participants were informed that they will not be directly linked to the data collected and all recordings will be kept safe and be stored in a password-protected laptop.
1.6.2. Anonymity 
The use of pseudo names ensured that responses cannot be traced back to the participants. Participants were informed that the data will only be seen by the researcher and her supervisor (Babbie & Rubin , 2008)
1.6.3. Beneficence 
This principle is ancrucial attribute of the research process; the changing of the life situation of the participants is not the goal of research and should be separated from the data gathering role of the researcher (Ensign, 2003)The research report was shared with the private security company where the study was conducted, and this action allowed the organisation to benefit from the recommendations highlighted on how to improve employees’ wellbeing programmes in relation to work-life integration. 
1.6.4. Non-maleficence 
The investigator is the research instrument and as such needs to establish an atmosphere of trust and openness (Oliver & Fishwick , 2003).This aids in a situation where sensitive issues may be uncovered, recognised or confronted for the first time during the research process and the researcher needs to be able to promote the emotional integrity of the participants.
1.6.5. Informed Consent
Informed consent requires that all the possible information be given to the participant regarding the purpose of the research, also the proceedings that will be followed during the process as well as the disadvantages to which the participants can be exposed to (De Vos et al, 2011). The participants were informed about the intentions of the study and that the interviews will be recorded. Consent forms were given to the participants prior to the interview.
1.7. ORGANISATION OF THE STUDY
Chapter one provided an introduction and orientation to the study, with an overview of the rationale and significance of the study.
Chapter two deals with the literature review on the private security industry, work-life demands and shiftwork in relation to the international and South African context.
Chapter three describes the research design and methodology that was used in the study to address the objectives set.
Chapter four presents and discusses the analysis of the data and makes an association with the literature discussed in chapter two.
Chapter five describes the summary of the main findings, the conclusion and the recommendations to relevant stakeholders in relation to response practices by shiftwork security guards in responding to work and life demands. 
1.8 CONCLUSION
This chapter provided an overview of the study by discussing the problem statement and the rationale that highlighted the limitation from previous studies exploring work-life integration in the private security industry. Furthermore, the chapter introduced the aim, objectives and research question guiding the study. In addition, a brief description of the research methodology and ethical considerations were discussed in this chapter.





















CHAPTER TWO
LITERATURE REVIEW AND THEORETICAL FRAMEWORK
2.1 INTRODUCTION 
The evolving of the private security industry of the past decades has seen a contested definition of the sector, ranging from political definition to a more redefined definition that individualise the industry from a similar field of work such as the army and the police sector (Mandrup, 2012). According to Button (2008), the private security industry can be defined as a generic term used to define a combination of distinct industries and professions bound together by a number of function including crime prevention, maintenance order, loss reduction and protection.
The redefining of the private security industry has seen the rejuvenation of the service framework from being a standard protection response to a more holistic response that meets the services mandatory of crime prevention, maintenance of order and protection (Shaw, 1996). Such rejuvenated service includes the introduction of shiftwork to the sector. According to Koradecka (2010), refers to shiftwork as any form of work designed to make use of or provide services across all 24 hours of the clock each day of the week. 
Shiftwork can be traced back to the late 1800s when the invention of the lightbulb and the increased costs of fixed assets and start-up time in steel mills, iron foundries, and textile mills required a transition to “nonstop production” (Managing 24/7, 2017). Among the non-stop production there were watchmen of ancient kingdoms and the military. In the 21st century, we have the private security sector that renders it services around the 24 hours of the clock of each day. 
2.1.1. The development of the private security industry
There’s been an intense debate in the development of private security industry, with a number of scholars tracing it back in the 1970s when Europe was in an edge of civil collapse as a result of high crime rates (de Waard, 1999). In the 1970s, the European government recognized the private security industry as an additional state security force in assisting police officers to combat crime and bring social order (de Waard, 1999). Apart from crime as a contributor to the development of the private industry, a number of factors have been identified to have also added to the global origin of the industry post the 1970s. 
2.1.1.1. Unemployment 
High levels of unemployment have played its role in the development of the private security industry. According to Gumedze (2007), the Nigerian private security industry provides 49% of employment to highly qualified individuals with training qualifications from universities. A high number of Nigerians are reported to be limited access to the labour market, leading to many individuals marketing their previous experiences from the military and police forces to penetrate to the private security industry as entrepreneurs (Gumedze, 2007). Arguably proving that lack of employment and a limited access to labour market for qualified university graduates does contribute to the development and sustainability of the private security industry (Van Broekhuizen, 2016).
The high rates of unemployment have also been noted in South Africa post 1994, with a high 25, 1% unemployment rate between 1994 and 2014 (Van Broekhuizen, 2016). The South African private security industry has been praised to be one of the sectors assisting in creating more job opportunities for unemployed South African (Lewis, 2001). The role played by the private security industry in addressing unemployment, has witnessed a growth in the number of companies employing a high 487 058 employees between 2010 and 2014 (Sefalafala, 2012).It can be claimed that high unemployment rates in South Africa continues in contributing the sustainable growth of the private security industry.
2.1.1.2. Need for protection
Political instability has been ruled-in to the development of the private security industry by a number of scholars (Ballentin & Nitzschke, 2005). Prior to colonialism, Kenya witnessed a number of political killings, robberies, and assaults on civilians, resulting to then seek additional protection (Abrahamsen & Williams, 2009; Mbuvi, 2005).  Not only does the private security industry protect civilians, supervision, and protection of movable and immovable property such as companies’ assets, protection of the premises and money that is being transported from the companies to the bank (De Waard, 1999). In the 1980s the South African Police (SAP) withdrew from certain areas of policing to concentrate on fighting political resistance in the townships this resulted in people seeking other options for protection (Berg, 2004). This resulted in people seeking other alternatives for protection.

2.1.1.3Crime
Crime has been in the forefront in the development of the private security industry, with many countries such as Russia, United State of America, Mexico, South Africa and the United Kingdom’s security industries emerging from the increase of crime and additional need for security (Abrahamsen & Williams, 2009).  The fear of crime in the United Kingdom, especially among women, the elderly, parents, and fears of burglary and of young people hanging around have resulted in the growth of private security as people seek extra protection (George & Kimber , 2013).
The role shift by the police in crime prevention allowed an expansion in the private security market. The progression in crime and violence during the 1990s ensured a greater role for private security companies to penetrate the security sector (Minnaar & Ngoveni , 2004). According to Gumedze (2007), the South African private security industry is more efficient in crime control than the South African Police services. A study conducted by Prinsloo and Marais (2007), found that the effectiveness of security guards in controlling crime was viewed as "very good" about 28% and 48% responded to "fairly good".  A total of 80.7% of participants believed that it was a ‘good thing’ that the private security industry was progressively taking up certain policing and public protection functions that were previously entrusted to the state police (Gumedze, 2007).
2.1.2. The commercialization of the private security industry.
According to Bryden (2006), the poorly planned "liberal" reforms and the collapse of the Soviet Union have consequently contributed to the commercialization of the private security industry. In 1997, more than  4343 companies were recorded to be licensed and registered with the Private Security Industry Regulatory Authority (PSIRA) in South Africa (Iris, 1999). Although there has been a debate that South Africa has the largest private security industry in the world. A study conducted by Florquin (2011), found that India is the country with the largest private security industry. Approximately 7 million people are employed by security companies, followed by China with 5 million, Russia is the third at 800 000, Brazil, 570 000, Japan 459 305 and Mexico 450 000 and South Africa 387 273 (Pingeot , 2017)
Diagram 2.1: The number of registered companies

Source: (Florquin, 2011). 
Following the growth of the Private Security Sector, legal frameworks had to be put in place to regulate the practice and rendering of services. However, little attention has been given to the security guards legal framework under which they work when compared to other industries such as the police and army sectors (Sarre, 2009). In South Africa, the engagement with private security sectors by the post-1994 government and the democratic government shows a distinction in the utilization and governing of the private security sector. According to Berg (2003), the old regime utilized the industry to supplement the then South African Police (SAP), by then it was able to focus on more important state security issues. The apartheid government introduced the Security Officers Act to create a professional regulation of the private security industry. The Security Officers Act was passed in October 1987 and publicized in April 1989.
The primary object of the Security Officers Act was to establish the Security Officers Board (SOB) to deal with exercise control over the career occupation of a security officer. The SOB largely succeeded in regulating the industry in two major areas (Berg, 2003). The first area has involved the use of industry expertise to create a considerable number of training courses, which are mandatory to basic guarding. The training programmes instituted by the SOB are seen by them as a means of setting standards for the grading of all security personnel (Minnaar & Ngoveni, 2004). The second major achievement of the Board was the promulgation of a Code of Conduct to regulate ethical behaviour. This Code of Conduct provided a certain amount of protection to both the consumer and employee that they never had before.
The Security Officer Act of 1987 was corrected by the Security Officers' Amendment Act 25 of 1990 and the Security Officers' Amendment Act 119 of 1992 that were both an attempt by the legislature and the business to establish some type of firmer control in regard of the business (Berg, 2003). During the year 1997, the legislation was once again amended then the Security Officer Amendment Act 105of 1997 was passed. After the amendment was passed it then provided the establishment of an interim Security Officers Board thereby replacing the former SOB (Minnaar & Ngoveni, 2004). In terms of this amended legislation, every company which and an individual who provides a security service was required to register with the regulatory authority, i.e. the Security Officers' Interim Board (Minnaar & Ngoveni , 2004).
2.1.3. The State of the South African Private Security Industry
The private security industry in South Africa can be traced to the late 1970s and early 1980s, where political influences by the National Party government of addressing political climate shaped the provision of security by the state and private sectors (Iris, 2004). This move by the National Party saw state police officers withdrawing form policing duties (of addressing crime and order) and engaging more in political duties and addressing political unrest (Iris, 2004). It can be argued that black/African citizens and anti-apartheid South Africans had little confidence in services rendered by police officers, due to their work affiliated to political duties and the belief that they were corrupt and linked to criminal activity (Cock, 2005). 
The debate around confidence toward the police service was also witnessed in the post-apartheid era, whereby the transition of political power was speculated to also transfer the corrupt and criminal activity behaviour by the police service, disadvantaging the previously advantage racial groups (Cock, 2005).This trust verse mistrust in the police service nurtured the development of private security companies. In 2011, South Africa had over 20 000 registered private security companies and over 1.3 million registered security guard officers (Sefalafala & Webster, 2013).
The South Africa private security industry has grown by over 300% since 1997, with 387, 273 security guard officers registered and over 411, 109 registered in the year 2011(Sefalafala, 2012). A high 35% of private security guards are concentrated in the Gauteng province, with 16% in KwaZulu-Natal and 11% in the Western Cape Province as illustrated in diagram 2.2 (SASSETA, 2016) 
Diagram 2.2: Provincial distribution of registered Private Security businesses, 2014[image: ]
The Free State and the Northern Cape have the smallest proportions of registered security companies in the South African private security industry, with just 3% and 1% of the total respectively (SASSETA, 2016).
The high number of 411 109 active security guard officers is double the number of registered state police officers (De Waard, 1999). Table 2.1 illustrates the progress of the private security sector in two consecutive financial years, from 2014 up to 2016. The statistics show that men are dominating in the industry when compared to women, with approximately 50% more than the representation of women.
Table 2.1: The growth of the private security industry per financial year
	Financial Year 
	Total No. of Security officers employed and unemployed 
	Male 
	Female 

	2014/2015
	1 979 969 
	1 371 429
	608 720

	2015/2016
	2 082 187
	1 434 645 
	647 542


Source:  PSIRA Annual Reports 2014/2015 & 2015/2016
In the beginning of 2013, South Africa had 1 953 605 registered employed and unemployed security officers. During the 2012/2013 financial year, the number of registered employed and unemployed security officers increased by 9.35%, from 445 407 security guards to 487 058 in the 2014/2015 financial year. In 2013/2014 there were 1 400 243 employed and unemployed registered male security officers and 553 362 employed and unemployed female security officers (PSIRA, 2014)
2.1..4. The structure of the South African private security industry
The South African Private Security Sector consists of various companies registered with Private Security Industry Regulatory Authority (PSIRA) with more than 6. 1% of companies practicing illegally or not registered with (PSIRA, 2016). The companies offer different services to the country and its people According to Safety and Security Sector Education and Training Authority (SASSETA) (2016), the key role players in the South Africa private security industry includes the industry regulatory body, companies, employer organisations and trade unions. 
Diagram 2.3. The structural framework of the SA private industry

Source: Labour Reserch Services (2014)
2.1.4.1 Regulatory Body 
The Private Security Industry Regulation Act No.56 of 2001 is the essential enactment directing the business (Berg, 2003). The Act accommodates the foundation of the Private Security Industry Regulatory Authority (PSIRA) which is in charge of directing the private security industry and practicing powerful control over the act of the control of security specialist organizations (PSIRA, 2016). PSIRA’s mandate according to the Act includes a range of powers and responsibilities such as receiving registrations and ensuring that these applications conform to the requirements of the statutes (Labour Research Services, 2014), In addition, PSIRA’s regulatory role empowers it to reject, suspend or withdraw registration of individuals and companies and gives it control over who may operate in the industry. PSIRA’s role also extends to protecting the interests of security guards because the Act mandates it in terms of Section 4(j) to “protect and assist security officers and other employees against or in regard to acts, practices, consequences of exploitation or abuse’ (SASSETA, 2016).
2.1.4.2. Trade Unions 
The private security guards are represented by a large number of trade unions. These include the following unions, South African Transport and Allied Workers Union (SATAWU), National Security and Unqualified Workers Union (NASUWU), South African National Security and Allied Workers Forum (SANSAWF), Congress of South African Private Security (COSAPS),  South African Private Security Workers Union (SAPSWU), Security Officers Civil Rights and Allied Workers Union (SOCRAWU), Association of Mineworkers and Construction (AMCU), Democratic Union of Security Workers (DUSWO) and Professional Transport and Allied Workers Union (PTAWU). 
In 2015, the South African National Employers Association (SANSEA) negotiated a wage increament with the exchange unions, because of the strike held by the security guard officers in regards to a wage increment (Monama, 2016). The Security Association of South Africa (SASA) stated that together with the South African National Employers Association (SANSEA) and the Congress of South African Private Security (COSAPS), it has marked a three-year wage of 9.8% concurrence with the South African Transport and Allied Workers Union (SATAWU) and 14 other industry exchange unions (Monama, 2016). This assention by the union and the security indutrsy was viable as from September 2015.
2.1.4.3. Employer organisations 
According to the Labour Reserch Services (2014), there are a number of employer organisations operating in the subsector that pricate security industry can choose to belong as employers. These employer organisations participate in the National Bargaining Forum (NBF), discussing and agreeing on issues affecting the industry (Labour Reserch Services , 2014)The South African private security industry recognise the following employer organisations, South African National Security Employers Association (SANSEA); Security Services Employers Organisation (SSEO); Congress of South African Private Security (COSAPS); Security Association of South Africa (SASA).
2.1.4.4. Private security companies
According to the Private Security Industry Regulation Act (56 of 2001), all security service providers must be registered with the PSIRA before they are legally allowed to provide a security service. In 2014, a total of 8 144 security companies were registered  in South Africa with most (7 220) of the companies providing guarding and patrolling services (SASSETA, 2016). Table 2.2 illustrates the different serices rendered by the registered private companies in South Africa.
Table 2.2 Number of Private Security businesses operating in the various categories of Security Service, 2014
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Private security companies in entertainment or venue control are the second largest service provider with a high 6 231 companies, followed by bodyguarding (6 089); electronic monitoring (5 715); special events control (5 578); security training (5 304); and rendering of security ser-vices or personnel (5 093). The least companies rendering specialised services in the sector are dog training (13) and anti-poaching services with only 13 and 5 registered companies respectively (SASSETA, 2016).
2.1.4.5. Type of secuity guard job levels
According to the Labour Research Services (2014) report, registered security officers are classified from Grades A which is the highest job level to Grade E job category which is the lowest job level (Berg & Gabi , 2011). The roles and responsibilities played by secuary guard officers depends on the Grade obtained from the training institutions and registered with PRISA (Labour Research Services, 2014). 
i. Grade E level
The grade E security job level is an entry level, providng general patrolling in commercial and residential area. The training for patrol security officers includes theory on the requirements for becomig a security service provider; legal aspect in a secuiry environment; use of security equipments; conducting security patrol; handling of complains; basic fire fighting and carrying out basic first aid treatment in the workplace  (The South African Security Academy , 2016)
ii. Grade D level
The grade D level provides security guard officer the reposibility of conducting access control and patrolling (Labour Reserch Services , 2014). The training for the grade D level comprises of basic business ethics in the work environment; writing for a range of communicative contexts; demonstrate knowledge of the Firearms Control Act No. 60 of 2000; operate a computer workstation, conducting access control; conducting evacuation; identify, handle and defuse security related conflict (The South African Security Academy , 2016).
iii. Grade C level
The role and responsibilities by security guard officers with a grade C level is an additional to the grade D roles, which consists of supervising grade D and C qualified security guard officers and driving of the company vehicle transporting security officers (SASSETA, 2016 ). The training for this job level includes coaching of team members, writing reports and taking statements; outlining of legal environment of selected industries; occupational health, safety and environmental principles (The South African Security Academy , 2016)
iv. Grade B level 
According to (reference), security guard officers need to hold a grade C qualification in order to succeed for the grade B level. The role played by security guard officers with a grade B level qualification includes supervising; controlling; instructing or training security officers and any of the responsibilities performed in grade C; D and E (Labour Reserch Servises, 2014). Grade B security officers qualify to perform duties of Grade C, D and E; supervise Grade C security guards and they are qualified to run a security services provider (Labour Reserch Services, 2014)
v. Grade A level
Grade A security officers may perform Grade B; C; D and E duties, and they are mostly responsible for all the security guards in the lower grades. The grade A level privides security guard officers the opportunity to train and screen new individuals looking for employment as security  guard officers and they are qualified to run a security service provider (Labour Research Services, 2014).
Due to the restruturing the reprofessionlisation of the private security industry, the current grade training system is being reorganised to accommodate the unit standards that are in line with the National Qualifcation Framework (NQF) system (South African Qualification Authority, 2014). Table 2.2 demonstrates the new NQF proposed training system. 
Table 2.2. Propose training system of security officers
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According to the proposed training sytem, the grade E entry level to the industry will be replaced by a General Security Practices level and security guards officers will have to hold a National Certificate (Grade 12). Whereas the current grade A level which is the highest job level in the private security industry, will be replaced with the Generic Management and Close Protection levels (SASSETA, 2016).
2.1.5 Income wages in the private security industry
According to Bhorat, Kanbur and  Mayet (2012), the amount a worker earns depends on the organisation of the security guard and the geographical area of operation. These conditions results in a wage variation of about R1 for workers performing the same functions but in different geographical locations (Labour Research Services, 2014). According to the Basic Conditions of Employment Act No. (75 of 1997) stipulates that all workers in the private security industry should be paid the minimum wage of R3 414. The daily wage is divided by ordinary hours worked in a day. Table 2.2 illustrates the minimum wage distribution according to the five grade levels in the private security industry. The weekly wage is divided by ordinary weekly hours and the monthly wage is divided by 4.333 weekly wages.
Table 2.2: Private security income wages
	Security Officer
	Monthly salary
	Hrs per week 

	Grade A
	R 4 896
	48

	Grade B
	R 4 387
	48

	Grade C
	R 3 797
	48

	Grade D&E
	R 3 792
	48


Source: Statistic South Africa 2016
A study conducted by Sefalafala and Webster (2013), found low wages and long working hours are a major challenge experienced in the private security industry. The study found that most security guard officers spend most of their wages on transport, making it difficult for them to meet their daily need (Sefalafala & Webster, 2013). The maximum hours an employee can work per day is 12 hours. According to labour laws, an employee is not allowed to work more than 48 hours a week or 10 hours of overtime a week. The employer is obliged to pay workers overtime at 1.5 times the normal wage (Minnaar, 2005).
2.3. Shiftwork in the private security industry
Due to the changing 24 hours society, the demand and supply chain of services has reinvented itself to respond the changes perpetuated by economic growth and globalization, leading to a high increase in shiftwork employees (Boggild & Knutsson, 1999). On a study conducted by the European Union between 2000 and 2002, they found that 76% of Europe’s working population were either part-time or shiftwork, of which 24% of them were men and a low 12% were women (Costa, 2003). White and  Bruce (1990) argued that, the increase in shiftwork employees was caused by the economical demands in society, ease child-care arrangements by women and advantageous wages.  Although there’s unclear nor documented research conducted showing a link among shiftwork employment, normal working hours and better pay, (Barnes-Farrell, et al., 2008).
Shiftwork has been proven to impact on both employees’ health and everyday life interaction, especially family time and child rearing (Lowden , Moreno , Holmback , Lennernäs, & Tucker , 2010; Keller, Berryman, & Lukes, 2009). According to Demerouti, Gerurst, Bakker, and Euwena (2004), one of the major issues that shiftwork employees are confronted with is that they require to suspend most of the daytime activities and be active during the night, a timeslot traditionally dedicated for rest. This process is called desynchronization of the 24-hour periodic function (Demerouti, Geurts, Bakker, & Euwema, 2004)
Employees conducting shiftwork employment have been found to experience symptoms of fatigue (Blawchowicz & Letizia, 2005). Fatigue impact on the individual's physical health in a number of ways including an increase in the stimulants to combat chronic sleepiness. Fatigue also results in impaired memory problem and decision making leading to decreased work productivity and performance (Blawchowicz & Letizia, 2005). It can be argued that security guard officers working shiftwork are at the risk of experiencing fatigue symptoms, impacting their decision making, which is the key element demand in the private security industry (Dollard & Winefield, 1998).
A number of occupational health researchers have identified shift work as one of the leading contributors of biological effects to employees’ wellbeing (Folkard & Tucker , 2003).One of the studies has significantly linked shiftwork with cardiovascular diseases, which are the leading cause to death and disability in most industrialised countries (Boggild & Knutsson, 1999). Peter, Alfredsson, Knutsson, Siegrist, and  Westerholm, (1999) also found similar elevated risks of coronary heart diseases morbidity and mortality among shift workers as compared to normal-day time workers. This finds strong support the fact that shiftwork employees are one of the risk groups of workers in the workplace community, since this change in working times affects their health.
Another study found that cholesterol correlated with the distribution of meals, and cholesterol levels were higher when a larger proportion of the diet was ingested at night (Boggild & Knutsson, 1999)
Therefore, one can claim that since shiftwork employees work in the evening, they need energy to perform their respective tasks allowing them to have their meals in the evening, and changing the distribution of meal intakes, resulting to them being at risk of cholesterol related diseases. Shiftwork does not only affect the physical and health variables but also family and social conflict and it has an impact on the organization itself. According to Demerouti, et, at., (2004), a number of organisations are faced with high turnover rates as a result of the health implications employees faced with, being exposed to safety issues as a result of changing sleep patterns and shiftwork workload demands.
A study conducted in Canada showed employees doing shiftwork are finding it hard to balance their work life and non-work life responsibilities, such as spending time with family (Williams, 2009). The participants in the study reported to spend more time at work and their families were neglected in the process resulting in work-family conflict (Grzywacz & Bass, 2003). As cited in Willis, O'connor, and Smith, (2008) work-family conflict is defined by Greenhaus and Beutell (1985), as the effect of incompatible demands between work and family. It has been found that employees who are unable to manage work-life conflict are more likely to develop mood disorders, and more than twice the risk of developing anxiety disorders (Kessler, 1995).
2.4. Responding to work and life demands
As time becomes an element of deciding whether a balance occurs or not between the work and family domains, shiftwork employees are challenged to adjust their response practices to the demands presented by the two domains as directly controlled by time (Fegan , Lyonette, Smith, & Saldana-Tejeda, 2012; Williams, 2009). This challenge over response practices had led to the debate around work-life demands responses and work-life integration responses to demands. Traditionally, paid work was organised under the assumption that work and family domains were separate, however, recent view to this assumption argues that the work-life balance response is no longer compatible (Valcour & Batt, 2003). In contributing to the work-life balnce and work-life integration debate, one needs to firstly understand what are demands.

2.4.1. Work-life demands 
The definition of work-life demands varies from one line of work and the different roles an individual plays in their community and family setting (Schieman & Milkie, 2009). Demands can be defined as “the degree to which contains stimuli that peremptorily require attention response” (Schaufel & Bakker, 2004, p. 296).  Morris and Madsen (2007), outline six types of demands encountered by employees which are role demands; relationship demands; responsibilities; rules; rituals and resources. Morrison and Madsen (2007, p. 446-448) explain these elements as follows: (i). roles demands are "culturally defined behavioural expectations that an individual is expected to fulfil in the workplace, family setting and community domain"; (ii) relationship demands are "connections, affiliations, an association between two or more people"; (iii) responsibility is “the individual’s assumption of tasks and assignments”; (iv) rules are “codified characteristic responses of thought that shape and govern the direction of action and behaviour”; (v) rituals are “highly structured and fixed patterns of meaningfully prescribed action and behaviour” and (vi). Resources are described “as the existing or expanded cognitive, economic, psychological, and/or physiological abilities or capacities to prevent a life event or transition from becoming a crisis”. Therefore, it can be argued that employees encounter these demands equally on both domains, resulting to the spill-over of the practice response in order to prevent stress (Schieman & Milkie, 2009). Stevens (2007) defines spill over as the push of family life into work life.
In relation to resources, a study conducted by Schaufeli and Bakker (2004), found that job resources have direct negative effect on burnout and direct positive effect on job engagement. Thus it can be argued that resources that are available to enhance employee’s wellbeing can have a positive effect on the job engagement. Abendroth and Den Dulk (2011) argue that the use of a resources-and-demands approach helps people to cope with demands. Employees do not only encounter demands from work also at home they encounter demands. At home, they have to do house chores such as cooking, cleaning, and laundry. Childrearing and assist the children with homework’s. Over the weekends there are family gatherings such as weddings, unveiling as well as funerals.
2.4.2. Work-life Balance  
Working 9 to 5 has always been perceived as the normal full-time job, however, in the economy that often demands the 24/7 activity, shiftwork has remained common (Williams, 2008). Working shifts can have health effect and also impact on employees’ life in terms of scheduling family activities (Byrne, 2005). Work-life balance is based on the notion that while work is important to all of us and top society achievement and enjoyment in everyday life is essential to human and societal wellbeing (Grady & McCarthy, 2008). 
Employees that normally do shiftwork, they usually reduce the need of childcare and may ensure that a parent is available to get children ready for school in the morning; however one needs a balance in order to achieve this (Williams, 2008).  A work-life balance is difficult to achieve for full-time workers irrespective of work schedules especially for those with children. Though, when work schedules are regular it makes it easier for one to reduce conflict when it comes to personal life and work (Williams, 2008).  According to (Rife & Hall, 2015) roles are viewed as potentially benefitting as well as harming one another. When role conflict occur they can involve time effort, resources, behaviour and they may originate both from work to family to work with different causes (Byrne , 2005).
For families with children and where both partners work full-time jobs, they find it hard to achieve the work-life balance which could also be exacerbated by shiftwork (Williams, 2008). According to a study that was conducted by GSS (2008) showed that full-time shift workers were more likely to be satisfied with their work-life balance when their spouses worked full time than when their spouse worked part-time or was not in the labour force. (Williams, 2008). During the study, the satisfaction with work-life balance decreased for full-time shift workers when their spouse worked part-time and when their spouses were not in the labour force (Williams, 2008). The main reasons for dissatisfaction were that not spending enough time with family and there is too much time spent on the job. 
Some organizations have tried to employ the work-life balance policies to promote a healthy work-life balance for their employees (Rife & Hall, 2015). When employing the policies and practices, the organization took the following into consideration. The working hours and job design where there would be restricted hours and also minimal work required during office hours. Also, the organizational culture where an employer would say nobody leaves until 6 pm and incentives that encourage balancing work and non-work domains (Byrne, 2005). But, research clearly shows that regardless of what the organization promotes, direct supervisors or managers greatly influence the work-life balance of their subordinates (Rife & Hall, 2015). 
According to Ehrens (2015); Kanter and Voydanoff (2007) ,recognised that there was an area where life and work overlapped they then advocated the integrated study of work and family. Recently the interconnections between work and life pursuits have received greater recognition, and the term integration has gained wider use in describing the relationship between work and life demands (Poelmans,, Stepanova, & Masuda, 2008; Lambert & Kossek, 2005)
2.4.3. Work-life Integration
With the redesigning work has a way as to increase employees’ resources for meeting work and family demands has resulted in what today we call work-life integration (Valcour, 2007). According to Grady and McCarthy (2008), work-life integration is defined as the process of reconciliation of work, family, personal demands and time. With the use of technology being introduced to the workplace, it made it easier for the employees to integrate work and life demands. BerkerlyHass (2017), argues that technological tools have created new ways for workplace organisations to collaborate and work virtually, bringing a tailored alternative for work-schedule flexibility.
Pressures have grown over the years where working individuals tried to find meaning in the two domains work, and if their personal life is in the face of competing priories and career roles (Grady & McCarthy, 2008). According to a research conducted by Valcour and Batt (2003), workers reported that they feel their employers could be or should be much more family responsive and some companies have responded to employees demands for better work-life integration. Work-life integration in organizations includes a healthy system of flexible and permeable boundaries that enables and encourages equal attentiveness and connection with priorities and valued activities in the work-life, family and community life domains (Morris & Madsen , 2007). A study conducted by Linkow (2011) found that work-life integration has so many advantages in an individual life in terms of having equal attentiveness in both work and life domains. 
2.5. THEORETICAL FRAMEWORK
The Person-In-Environment theoretical framework suggests that individuals and the environment work interdependently, shaping each other during interactions (Grazywacz, 2000). Person-in-environment (PIE) is a system used for recognising and recording problems that clients experience in their social functioning, in  relations to thers and also in relation to the community institutions that generally serve to help maintain social functioning (Karls , Maura , & Roberts , 2008). 
PIE attends to the complex biopsychosocial functioning of individuals more thoroughly than other classification systems do. Person-in-Environment provides a valuable perspective for examining individual’s health and wellbeing. The PIE was created to develop a common language for all social workers in all settings to describe the often complex problems that their clients are facing. (Williams , Karls , & Wanderei , 2000). 
According to the PIE, the individual is assumed to comprise of two dimensions that contribute to an interactive outcome with an environment. These dimensions include the biological dimension and psychological (cognitive and emotional) dimension (Poulin, 2005). The biological dimension refers to the individual's health and the physical activities such as walking, hiking and exercising, while the psychological dimension refers to the emotions and the cognitive development, problem-solving skills and attitude (Buss, 2001).
Poulin (2005) argues that individuals interact with various external systems such as immediate family; peers; work; school; family and community, resulting in four factors used in understanding the relationship people have with their environment when encountering challenges. The first factor describes the client problem or situation in social functioning and the ability of the client on how to cope with them. (Karls, Lowrey, Mattaini & Wandrei, 1997). The social environment influences individual’s perceptions of themselves and their interactions with others and the individuals turned to influence their social environment (Poulin, 2005). The second factor looks at the problems in the client’s environment that affect the social functioning and the last two factors they look at the client mental and physical health (Karls, Lowrey, Mattaini & Wandrei, 1997). Thus the person in environment helps one to understand that all aspects of an individual's problems involved in the circular connection between the individual and the environment



CHAPTER 3
3.1. INTRODUCTION
This chapter focuses on the research approach, reserch design and methodology that was employed in the reserch process. Specific reference will be made to a clarification of the steps followed during the reasearch process. Furthermore, the chapter provides the reserch questions and the aim and objectives of the study. It describe the approach, the reaserch design  and it’s sampling procedures,  reserch tools that were utilised , the data collection methods and tha anaysis together
3.2.  RESEARCH AIM AND OBJECTIVES 
Aim of the study 
The aim of the study is to explore the untold stories of shiftwork security guard officers’ response-practice to work and life demands
Research Question
i. What are the response-practices adopted by shiftwork security guard officers in responding to the impact of life and work demands
Objectives of the study 
I. To identify the perceived work demands in the private security sector
II. To explore the perceived life demands experienced by security guard officers
III. To explore the impact of the perceived demands experienced by security guard officers 
IV. To explore the work-life demands response practiced by shift work security guards
V. To explore the interventions available in the private security industry to assist employees in responding to work demands
3.3. RESEARCH APPROACH 
Padgett (2008) qualitative studies seek to represent the complex worlds of the participants in a holistic on the ground manner. It emphasizes subjective meanings and questions the existence of a single objective reality. According to Shaw and Gould (2001), the main task of qualitative research is to explain and understand the way in which how people take action and manage their day to day situations. It also reveals the underlying attitudes of communities; the way citizens feel about themselves and provide a subjective view on an issue (Padgett, 2008).
Qualitative research is defined by six characteristics, according to Creswell (2014), (i). Natural setting; researchers have a tendency to collect data at the site where the participants experience the issues or the problem under the study. (ii) Researcher as a key instrument, a researcher who has employed qualitative as their research approach they collect data themselves, through exploring documents, observing behavior or interviewing participants. (iii) Multiple sources if data; qualitative researchers typically gather multiple forms of data, such as interviews, observations, documents and audio-visual information rather than rely on a single data source. (iv) Inductive and deductive data analysis; researchers build their patterns, categories, and themes from the bottom up by organizing the data into increasingly more abstract units of information. (v) Participants meaning; here the researcher keeps focus on leaning the meaning of the participant’s story during the data collection. (vi) Holistic account; qualitative researchers try to develop a complex picture of the problem or the issue under the study (Creswell, 2013).  Thus qualitative approach was employed to guide the study.
3.4. RESEARCH DESIGN 
The study used a narrative research design in exploring the untold stories of shiftwork security guard officers’ response-practices to work and life demands. Clandinin and Connelly (2000) as cited in Creswell (2014) define narrative research as an approach where a researcher studies the lives of individuals, by asking the individuals to share their stories about their lives. The information shared by the individual it is then retold by the researcher into a narrative chronology through the combination of all the shared views with theory and literature. 
The aim of the narraitive design was to explore the untold stories of the security guard officers response-practices to work and life demands. This was done by giving the particinat a plartform to share their experiences in the private security industry doing shiftwork and also share how they respond to the work and life demads. The main challenge of the design is gerenerating a question that will allow a narrative to develop that is not interupted  or obstructed by the interview (De Vos, Strydom, Fouche, & Delport, 2011).
3.5. POPULATION AND SAMPLE
A sample comprises “the elements of the population considered for actual inclusion in the study” (Arkava & Lane, 1983, p. 27). The study followed a non-probability stratification sampling. Rubin and Babbie (2005) stratification is the process of grouping the members of a population into relatively homogenous strata before sampling. According to Creswell (2013), non-probability sampling suggests that not every element of the population has an opportunity for being included in the research sample, which continued in limiting the generalisability of the findings.
This practice progresses the depiction of a sample by reducing the degree of sampling. The sample comprised of 10 participants, 5 women and 5 men from the ages of 28- 50. The selection criteria also included participants that have families and close relationship with extended families. Depending on their availability, the participants were recruited in their meeting point where interviews were scheduled.
The participants where picked up at their working station the guard rooms, where they work in fours or pairs. The resercher introduced herself and explained the nature of the nature of the study to the participant. The participnts that agreed to be part of the study were then given the consent forms to aprticipate as well to audio record the interview. The resercher the set appointmnets when they can have interviews with the participant.
3.6. RESEARCH INSTRUMENTATION 
The research instrument that was used in the study is the semi-structured interview. The semi-structured interview consists of planned questions used by the interviewer as a guide for the flow of the interview process. The research will still be able to modify the wording and the questions' layout (Abawi, 2013). The interview consisted of numerous open-ended questions that explored the stories of the participants and also five closed questions. The closed questions were used to get specific information from the participants and ensuring that the criteria set for the participants were followed. 
3.7. PRETETING THE RESEARCH INSTRUMENT
A pre-test was conducted by the researcher with one of the security guards from the organization. According to Van Teijlingen and  Hundley (2001), the advantage of pretesting the reserch intrument is that it gives advance warning about where the main research project if it could fail, where research protocols may not be followed, or whether proposed methods or instruments are inappropriate or too complicated. The pre test was done with one of the security guard officersprior to the actual data collection process. The secuity guard officer did not take part in the actual research. 
 3.8. DATA COLLECTION 
In-depth interviews according to Padgett (2008) follow different rhythms of directivity based on the method that has been employed by the researcher. During the interviews, there is some sort of quality performance where the players enact their roles while the tape recorder captures everything. The advantage of face to face interview is that it allows the researcher to be in control of the line of questioning and participants can provide historical information. The limitation of the face to face interview is that the researcher's presence may have bias responses (Creswell, 2014). Data during the study was collected using the in-depth face-to-face interviews.
Interviews were held at a place where it was suitable for both the researcher and the participants. The interview took approximately 45 minutes to 60 minutes. Before the interviews took place the researcher and the participants went through the consent form and the participants signed the consent form. During the interview, an audio-tape recorder was used which Padgett (2008) state to be an effective tool for collecting data, since it allows the research to focus on the participant's responses and not taking notes, which might disturb the interview process.
3.9. DATA ANALYSIS 
In the study, a thematic content analysis was used to analyze the data that was collected. Ritchie, Spencer, and O'Connor (2003) defines thematic content analysis as aprocess of grouping data into meaning relavant themes that have been discovered through the indicative analysis. In analysing the data, the resercher followed six steps that have been proposed by (Cresewell, 2014) in analysing qualitative data. 
The first step in the process was organising the data and prepare it for analysis. This involved transcribing of the interviews, scanning the material as well as typing the the field notes. Followed by arranding the data into different types of source of information. The second step was reading through the collected raw material collected. According to Creswell (2014) the process of reading through th data is to help the reseacher identify the key parttens. Step three has to do with codingof all of the data, coding involves process of organising the data collected into segments sentences or paragrahps (Crewell, 2014). The process of coding assisted the researcher to summarize and categories the data collected into themes using descriptive words, letters and colour, by higlighting the themes. 
Step four of the process of analysing data, it involved elaboration , where the resercherd re-assed the coding system refined to be able to include all of the various meanings which are contained within the data. Step five accoring to Cresswell (2014) has to do with description of the themes on how they will,be presented in the report. The resercher used a pproach of narrative paasage to convey the finding of the anaysis. The final step in the proces of anaysing data that was used by the resercher, is the inteprtention and correcting meening out of the raw data. The resercher organised the data into final comprehensive explanation of what was learnt through the study.
3.10. TRUSTWOTHINESS 
According to Babbie and Mouton (2011) the rule of good qualitative research is found in the notion of trustworthiness. A trustworthy study is the one that is carried out, fairly, ethical and the findings that are presented by the researcher represent the experiences of the participants Padgett (2008). According to Shenton  (2004) trustworthiness comprises of the following components, credibility, transferability, dependability and confirmability.
Credibility, has to do with the trustworthiness of data, looking at the following attributes (i) prolonged engagement; (ii)  persistent observations; (iii) triangulation; (iv)  referential adequacy; (v) peer debriefing; and (vi) member checks. Triangulation and member checks are primary and normally used methods to address credibility. Triangulation is accomplished by asking the same research questions of different study participants and by collecting data from different sources and by using different methods to answer those research questions (Tuckett, 2005)
Transferability is the generalization of the study findings to other situations and contexts. Transferability is not considered a feasible naturalistic research objective. The context in which qualitative data collection occurs defines the data and contributes to the interpretation of the data. For these reasons, generalization in qualitative research is limited (Shenton, 2004). In addressing dependability in trustworthiness, the process within the study should be reported in detail, by describing what was planned and executed on a strategic level and also addressing the data gathering. Lastly evaluating the effectiveness of the process of the inquiry undertakes (Shenton, 2004). The concept of confirmability is the qualitative investigator’s comparable concern to objectivity. The role of triangulation in promoting such confirmability must again be emphasised, in this context to reduce the effect of investigator bias.
Thus the study was confirmable since information collected was researcher-bias-free. Babbie and Mouton explain conformability as “the degree to which the findings are the product of the focus of the inquiry and not the biases of the researcher” (2011, p. 178). The study was triangulated by using different types of data collection such as interview and field notes as means of validation.
3.11. LIMITATION OF THE STUDY
3.11.1. Sampling 
Due to the small sample representing the security guard population in this study, the results of this study cannot be generalised to the entire population. Though, the main interest was to contextualize the findings, which provided the study with a greater understanding of the challenges encountered by private security guard officers.
3.11.2.  Participants
The main challenge encountred was finding female participants. Only  a few participants that agreed to be part of the study withdrew prior to the interviews. Details regarding the withdrawal of being part of the study were not given by the participants. 
3.11.3. Research Instrument
The reserch used a semi-structured interview, the majority of the participant were Zulu speaking, one was Tsonga speaking. The cahalenge encountered during the interview was to translate some of the terms that are in English into venacular which made it difficult the researcher ended up using the terms in English.  
3.12. CONCLUSION 
This cahapter provided a detailed descussion of the reserarch design, approach and meythodology. The steps of anlying data were clearly discussed in the chapter as well as the sampling and the procedure following in choosing the sample size. The limitation of the study were clearly discused in the chapter. 


















	
CHAPTER FOUR
RESULTS AND DISCUSSION OF FINDINGS 
4.1. INTRODUCTION 
This chapter presents and discuss the key findings of the data collected. The findings of the study are discussed in relation to the research questions, aim and objectives of the study.  Views are illustrated with verbatim responses from participants, discussed and analysed in light of the themes developed in the literature review.
4.2 DEMOGRAPHIC DATA 
Table 4.1 Demographic profile of study participants (N= 10)
The table present the profile of the participants. The study comprised of 10 participants, 5 men and 5 women. All the participants met the sample criterion, with a minimum of 4 years in the private security industry and the age range from 28 years to 50 years. 
	Demographic Factor 
	Sub-Category 
	No. 

	Gender 
	Female 
Male 
	5
5

	Racial Group 
	African (black)
	10

	Age Group 
	28-35 years 
36-40 years
41-50 years 
	2
2
6

	Security Grade Qualification 
	Grade D 
Grade C
	4
6

	Experience
	4-8 years 
9-10 years 
11- 20 years 
	6
2
2


A majority of the study participants had a grade C level qualification, with a work experience from 4 to 8 years. Only 6 security guard participants were between the age of 41 and 50 years, and the lowest age range was between 28 and 35 years. All the study participants were black South African.

4.3 KEY THEMES ARISING FROM DATA COLLECTION 
The data collected was analysed using a thematic content analysis. The themes identifies corresponded to the main objectives of the study which are identifying work and family demands; the response practice to work and family demands and the available intervention to assist security guard officers in responding to work demands.
Table 4.2 Themes arising from the analysed data
	Perceived Workplace demands
	Perceived Family/life demands
	Response practice to work demands
	Response practice to family/life demands
	Available intervention in the workplace

	1. Long working hours 
2. Attentiveness
3. Customer relations 


	1. Household Activities 
2. Family gatherings  
	1. Consultation
2. Talking to colleagues
3. Talking to family members
4. Role separation
	1. Praying 
2. Working closer to home
3. Seeking relative assistance
4. Consultation 
	1. Employee assistant program (EAP)
2. Consultation



4.4. DISCUSSION OF FINDINGS
The themes that arose from analysed data are discussed according to the initial objectives of the study outlined in chapter one. The discussion of the themes the workplace demands, family/life demands, response practice to family/life demands, response practice to work demands and the available intervention in the workplace. 
4.4.1. Perceived work demands in the security industry
A majority of the participants indicated long working hours, attentiveness and customer relations being as the work demands that are perceived in the private security industry. The perceived work demands are discussed as follows:


4.4.1.1. Long working hours. 
The private security industry operates around the 24/7 clock, security guard officers are expected to work from 6 in the morning until 6 evening when working a day shift. The night shift also operate around the same time from 6 in the evening till six in the morning. 
“It’s a rule that we have to work 12 hours. We work from 6 in to 6 and someone else comes in to relieve me when my shift is over”
The finding supports research conducted by Minnar (2005), the maximum hours an employee can work per day is 12 hours. According to labour laws, an employee is not allowed to work more than 48 hours a week or 10 hours of overtime a week.
4.4.1.2. Attentiveness
A sleepy security guard officer, is much less attentive than an awake security guard officer. Being attentive or awake during the night shift is one of the work demands that security guards officers encounter at work. The participant reported that they are not allowed to fall asleep during the night shift. To keep themselves awake they patrol around the premises, the use of energy drinks have been reported by the participant that they use them in order to stay awake during the night shift. 
“When you work night shift you must not sleep, we are not allowed to sleep. If I feel sleepy, what I normally do I would stand up and patrol around the premises. If I am working alone I will go outside and get fresh air for a few minutes maybe 10-15 minutes and go back to the guard room.
Also,
“When I feel like I am sleepy I would patrol around the premises and because I smoke so it helps me to stay awake” (Mr. Zungu, 28 years old, grade D qualification, 6 years working experience).
Security guard officers who do shiftwork, are required to be alert and attentive during their shift to react quickly in the case of emergencies. To stay awake and be attentive the participant reported that they patrol around the premises. They find patrolling around the premises to be helpful. 
4.4.1.3.  Customer Relations 
When working with people, the first thing that people notice from the individual is their smile and also how they engage with people. The participant reported that they always have to be friendly as they work with people. They are not allowed to show their emotions towards the people who they work for as it is part of the work function. 
“When students come in drunk they tend to be loud and rude. So what I normally do, I would be calm and respond in a polite manner. This also helps me not to lash out at the student as we are not allowed to” (Ms Joyce, 38 years old, Grade C, 4 year working experience).
The finding in the study supports the research by Morris and Madsen (2007) about work demands that are encountered by employees in the workplace. Role demands is one of the demand that has been outlined, it stipulates that and individual is expected to behave certain way when they are in the workplace as well as when they are at home. 
4.4.2. Family/life demands of security guard officers
Household activities and family gatherings have been reported by a majority of participant as perceived family/ life demands associated to their livelihoods as security guard officers and there are discussed as follows:
4.4.2.1.  Households activities 
After work, the participant reported that they have to go home do the house chores, cook supper for the children and help them with homework. In the morning before they leave for work they have to make sure that the school uniform is clean and the children are ready to go to school. When working night duty, it was reported by the majority of the participants that they have to cook supper before they leave for work and that disrupt their sleeping patterns. In other words they do not get enough sleep due to the family/life demands. 
“When I work night shift, before I leave home for work I make sure that I have cooked supper for my children and that disturb my sleeping patterns as I have to wake up and cook for them. “.”(Ms Motsweni, 38 years old, Grade D, 6 years working experience)
The above response states that family/life demands, can disrupt the security guard officers sleeping patterns as they have to attend to the household activities.
4.4.2.2 Family gatherings
Family gatherings such as weddings and funeral, it was reported by the participants that at times they do not get to attend those gathering due to work. When they have to go for a funeral they have to consult with their supervisors first regarding the leave days as well as family responsibility days.
“When there is a funeral at home, I have to consult with my supervisor and ask if someone can stand in for me. But the days are taken off from my leave days or from family responsibility days. (Mr Lushaba, 47 years, 9 years’ experience, grade C).
4.4.3. Response practice to work demands 
Participants were asked to share their stories on the response practices utilised in dealing with work demands. A majority of the participants indicated the following response practices, consultation; talking to colleagues; sharing with family members and separating roles. These response practices are discussed as follow:
4.4.3.1. Consultation
Consultation in the workplace provides employees with an opportunity to share their views on the work being conducted; challenges encountered and effective method used in responding to workload. It was presented by a majority of the study participants that consulting with their supervisors helped in responding effectively to the demands encountered in the workplace. One of the participants shared the following remarks:
 “If there is conflict amongst us colleagues here at work we would take it to the supervisor and they usually resolve the issue by moving one of our colleagues to another work station” (Mr. Zungu, 28 years old, grade D qualification, 6 years working experience)
This finding is supported by (Johnson & Keddy , 2010), they propose that supervisor play a vital role in recognising unproductive conflict. Supervisors would normally step in and stop many disputes from developing further as well as helping to minimise or prevent the conflict from happening. 


4.4.3.2 Talking to colleagues 
A good working relationship in the workplace provides employees a platform to share amongst themselves on how they can work with different students. The majority of the participants work in the access control, where they oversee who comes in and comes out and when they are signed in they need a form of identification. The participants work with different students and most of the time the students want to sign in their friends or colleagues. It was reported by the participant that working as team it helps to respond to the work demand in the case where one of the student would come in drunk and want to sign in their friends after vising hours. The participant reported that when that happens they would talk as colleagues on how they can manage the situation in their best ability so that they would not break any rules and they also take part in making the student understand the rules and regulations how the school and company operates regarding the rules. 
“Usually on Fridays they [students] they would come in drunk and force to sign their friends after visiting hours, and sometimes they fight with other students.  I do not work alone I always have a colleague who is usually a male, I am able to talk to him regarding the student behaviour and also they are the ones who normally break up the students fights” (Mrs. Ngobeni, 42 years old,  grade D, 8 years working experience).
This finding is supports a study conducted by du Toit, (2015) security guard officers  are trained to manage "difficult clients" who include "drunked understudies". Security guard officers are equipped to be professional at all times and not to be angry at the clients or the students.Furthermore, the participnt have indicated that during the december holidays they are always needed at work and they are not allowed to take leave during that time. The participants reported that they work as a team by grouping themselves on how they can work around the December holidays. They create a roster where they indicate that this week this group work on the certain week and the other group work on the certain day. The participant explained the finding in the following response: 
“during the december holidays we are not allowed to take any leave,as we are needed the most at work. the reaosn why all of us have work is that the student have already left and there property needs to be protected as buglars would think the premises are vacant. So what we normally do we talk as collegues and group ourselves and say group  will work from a certain day till ceratin day for example from the 16-23 and the other group will relieve us from 23-30 of december. So it helps to have a good relationship with colleagues. (Ms Joyce, 38 years old, Grade C, 4 year working experience)
The finding are further supported by the theorectical framework, Poulin (2005) argues that individuals interact with various external systems such as immediate family; peers; work; school; family and community, resulting into four factors used in understanding the relationship people have with their environment when encountering challenges. The first factor describes the client problem or situation in social functioning and the ability of the client on how to cope with them. (Karls, Lowrey, Mattaini & Wandrei, 1997). The social environment effects individual’s observations of themselves and their interactions with others and the individuals turned to influence their social environment (Poulin, 2005). The second factor looks at the problems in the client’s environment that affect the social functioning and the last two factors they look at the client mental and physical health (Karls, Lowrey, Mattaini & Wandrei, 1997). Thus the person in environment helps one to understand that all aspect of an individual’s problems involve in a circular connections between the individual and the environment.
4.4.3.3 Talking to family members about safety at work. 
Shiftwork often comes with a lot of challenges as well as demands; some of the demands are to protect students within the premises. In a case maybe they face a traumatic event, like a protest. It was reported by the participants that talking about the events happened at work and how their safety may have been put in danger helps them not to think about it too much and not disrupt them from their work.
“If you have a problem or something happened at work like a protest when student are protesting, sometimes it would get to a point where we feel not safe. When I get home I would talk to my family and close friends about what happened. In this way I do not get to bottle things up and lose focus at work” (Mr Mshengu, 39 years, grade C, 10 years working experience)
The above response support the theoretical framework Person in environment, that individuals interact with various external systems such as immediate family, peers, work, school, family and community, resulting into four factors used in understanding the relationship people have with their environment when encountering challenges. The ability of the individual on how they cope and react to their problem is determine by their social functioning (Poulin, 2005). 
4.4.3.4 Role separation 
The security guard juggle different roles whether it’s at home or at work. The participants stated that leaving what happened at work is important as it would affect the people around them especially to their loved ones. The participants believe that dealing with any issue encountered at work helps them not to take it home with them. They also believe that whatever happens at home must stay at home, because it will disrupt them in fulfilling their duties at work as they would be thinking about what happened at home.  The participants explained the findings in the following responses:
“When you get home stressed and upset about what happened at worked, you find that the people at home they don’t know what happened. Another thing my wife also comes back from work and she is also tired. I won’t take out my frustrations on her. She will also see that I am upset and she will talk to me and that will make me see that I am angry at a wrong person that did not do anything to me. So I live by the saying that says what happens at work stays at work so that I don’t bring my problems that happened at work at home.” (Mr Sibiya, 29 grade C, years, 4 years work experience)
The above finding supports the research by Stefano Ba’ (2011), The perception of the boundary between work and family is considered by individuals through lines of integration or separation. Where individuals manage their relationships with family and work using different strategies. They view family and work as separate domain, by making sure work does not interfere with family or life demands as well as making sure that family does not interfere with work demands
4.4.4 Response practices to Family/Life demands 
Participants were asked to share their stories on the response practices utilised in dealing with family/life demands. A majority of the participants indicated the following response practices praying, working closer to home, child rearing and consultation. These response practices are discussed as follow:
4.4.4.1 Praying 
Walsh (2002) proposes that spiritual or religious resources such as meditation or prayer are grounded in a family resilience orientation practice. Praying has been mentioned by the participant a practice response to home demands. The participants stated that when they are unable to be there for their children because of work, they resort to prayer. The finding is supported by the following response: 
“….. Prayer, when things get difficult at home and you find that one of my children is sick and I do not have the time to take them to the doctor because of work. I would just pray, though at times it’s difficult, but I pray” (Ms Shabangu, 46, years old grade C, 20 years working experience).
4.4.4.2. Working closer to home
Working closer to home has been stated by the female participant that it is the way to respond to the family demand. The female participant reported that when working closer to home they are able to attend to family responsibilities, like the house chores as well spending enough time with their families. Some of the reasons being stated by the participants working closer to home is that they are able to go home when there is family emergency and be able to cook and have supper with their children. The finding is supported by the following response:
“…. When I work night shift, before I leave home for work I make sure that I have cooked supper for my children and that disturb my sleeping patterns as I have to wake up and cook for them. But when I am working day shift I have to rush so I can cook and have supper with my family.”(Ms Motsweni, 38 years old, Grade D, 6 years working experience)
Furthermore, safety has been reported to be the reason why the participants work closer to home. The participant who are single parents they have reported that their worry when they work night shift is that they have to leave their children all by themselves as they have to go to work. The female participants stated that as much as they stay in a “safe” environment with their children it is hard for them not to worry about their safety of their children. That is one of the reasons to be closer to home should anything happened they are able to go home. 
4.4.4.3. Seeking relative assistance 
Due to the work schedule as well as the working hours, the participant reported that they do not get enough time to spend with their families especially with their children. The participants indicated that they have to look for alternatives for childcare from family and extended family members to assist with child rearing.  Some of the participants that are not from around Gauteng, they have to leave their children with their grandparents due to the work conditions. They only get to spend their time with their children during their off days or leave days. The participant explained the finding in the following response: 
“I live alone; my boy stays at home with my mother. He only comes to visit me during my off days and if I am on leave I get to go home and spend time with him.” (Mr Ndlovu, 41 years old, grade D 6 years working experience)
According to a study conducted by (du Toit, 2015), irregular shiftwork may interfere with family functioning, which may cause marriage instability, problems with child care and household responsibilities. Security guards officers with children also reported that shiftwork makes it impossible to take care of their children and they frequently have to find other solutions. Hiring external childcare is not an option due to economic factors. They deal with this challenge by placing their children in the care of the extended family. Furthermore, shiftwork is not the only reason why workers find it difficult to care for their children. The family structure of many black families, particularly migrant ones in post-apartheid South Africa, remains inclined by poverty, where children face periods of domestic instability as they are moved from one household to another, often in the care of other family members (du Toit, 2015).
4.4.4.4. Consultation
A good relationship is very important at work amongst colleagues. The participants stated that it helps to have a good relationship with colleagues as well supervisors. They share a few reasons on why having good relationship with their supervisors and colleagues is important. When they have difficulties or challenges at work, they find it easy to talk to the supervisors or their colleagues. With their supervisors, they talk to them regarding family emergencies as well as when there is conflict amongst themselves during the working hours. However some of the participants reported that even if they do talk to their supervisors regarding challenges encountered at work they feel that their supervisors do not do anything about it. Hence at times they find it difficult to talk to them. The participants explained the findings in the following responses:
“When there is something at home, like maybe a funeral I have to inform my supervisor about that. But then it depends with the supervisor, if we get along fine the supervisor would come to the workplace and we would talk. He would ask me when I want to leave for the funeral. He would then ask if I have family responsibility days left and if I do, I would have to use them. If I do not have and I have not taken leave I have to take from my leave days. And when I come back I have to produce a death certificate to my supervisor as a proof that I have attended the funeral.”  (Mrs Maletse, 43 years old, grade D 5 years working experience)
The above response supports the Labour Research Services (2014) study on the private security guard industry that workers are allowed 21 consecutive days of annual leave, thus one day for every 17 days worked. Regarding sick leave the workers are permitted to six weeks of paid leave in 36 months and only one day sick leave is permitted for every 26 days worked in the first six months. With regards to family responsibility leave, they are entitled to 3 days family responsibility leave in a year. Legally the employer is permitted to ask for proof of medical certificate and in the case of funeral ask death certificate.
4.4.5. Available intervention in the workplace
Fidelity Security group has an Employee Assistant Program, that ensures all their employees are cared for. The program provides support and counselling for trauma, social, financial, emotional or work-related problems. Workshops and voluntary HIV testing and counselling. However, due to the lack of communication between the employees and the management, the employees do not have more information about the program and how they should go about it when they need assistance. In Most cases they consult regarding the demands they encounters at home as well as work. 
“ In the case where I need to talk to someone, I have to go and ask Human resource and find out if they can assist with the demands we encounter both and work and at home” (Mr Mshengu, 39 years, grade C, 10 years working experience)
The above response, state that there is lack of communication between the employer and the employee. Thus it is very important to communicate with employees regarding the availability of resources and intervention programme that would assist in responding to the work and life demands. 

4.5. CONCLUSION
This chapter provided the presentation and discussion of the findings that stemmed from the study. The work and life/family demands were discussed in this chapter. The work demand response practices of the security guard officers were discussed together with the family demands response practices, available intervention in the workplace was also discussed in this chapter.



















CHAPTER FIVE
MAIN FINDINGS, CONCLUSION AND RECOMMENDATIONS 
5.1. INTRODUCTION
This chapter focuses on the main findings, recommendations, conclusion regarding the research study. It puts reference to the summary of the key information drawn from the data collected during interviews, and the recommendations as well as the need for future research on this research topic.
5.2. SUMMARY OF MAIN FINDINGS OF THE STUDY 
The overall aim of the study was to explore the response-practices adopted by shiftwork security guard officers in responding to the impact of life and work demands. The study was guided by five objectives which aimed at addressing the overall aim of the study. The objectives are discussed as follows:
5.2.1. To identify the perceived work demands in the private security sector
The first objective was to identify the perceived word demands encountered in private security sector. It was indicated by the participants that working with different and unique students are one of the demands, as they work in the access control gate on campus as well as residence.  When working with students, they are required to always be friendly and respond polite to students, no matter the case maybe. Their training stipulates that they need not to be angry. In the case where students come in drunk and fight they are to consult with their supervisors regarding the incident happened.  Working hours have also been reported by the participants to be demand experience from work, as they are required to be at work on time and work 12 hours.
5.2.2. To explore the perceived life demands experienced by security guard officers
Security guard officers juggle different roles, it was indicated by the participants that working as security guard is one of the hardest job element that one could ever do. The participants reported that, when they get home after work they have to do house chores such cleaning cooking and doing laundry. When working day shift it easy for them to go home and do the house chores like cooking supper and be able to dine with their families. In the case of assisting the with homework’s, it was reported that when working night shift it becomes hard as because when children come back from school the security officer is getting ready to go work and end up assisting with homework using phone while at work. Safety of the children comes first due to the working schedules and hours. 
5.2.3. To explore the impact of the perceived demands experienced by security guard officers
Working night shift demands one to be always awake as they are not allowed to fall asleep on the job. It was reported that when working the night shifts to stay awake the participants would use energy drinks, some of the participants smoke cigarette as it helps them to stay awake during the shifts. Working with students has had a negative impact on the security guard, sometimes they feel that they take the student side in the case where the student was drink and rude, but because of the job description that security guard officers are required to be friendly and not to be angry. It was indicated that it upsets in a negative way. Due to the long working hours, the security guard officers do not have enough time to spend with their children and assist them with homework’s. It was reported by the participants that it results to their children failing at school, but when they have someone to look after them is better. Working at night has resulted in them having sleeping disturbances and fatigue, the participants reported that they have to cut their sleep to do house chores and cook for the children before they leave for work.
5.2.4. To explore the work-life demands response practiced by shift work security guards
Objective four was about exploring work and life demand response practices, several response practices have been mentioned by the participants during the study. Consulting with supervisors regarding the work demands as well as family demands has been deemed to be one of the response practices by the security guard officers. In the case of family emergency they would consult asking for a family responsibility day. Talking to colleagues, having a good relationship with colleagues is one of the response practices that are used by the security guard officers, when it comes to the workload, they share and they work together as a team to meet the work demands. Security guard officer they come across traumatic event, such as protest amongst students, it was indicated by the participant that when they talk to their families regarding the events that happened at work it helps them not to bottle things up and to move on from the incident and concentrate on the job they are doing which is to protect the student as well as the premises. With the different roles responsibilities that they have the security guard officers reported they separate those role by leaving what happened at work at work as well what happens at home stays at home. They indicated that they separate the roles to have a balance between work and family demands. It was reported by the participant that being closer to home it helps to be able to get home cook and have supper with the children and also the safety of their children that should anything happened they will be able to go home.  Some of the participants are from other provinces, due to the work schedule they have to look for alternatives, like leaving the children with their grandparents. 
5.2.5. To explore the interventions available in the private security industry to assist employees in responding to work demands
The organisation has an employee assistant program, from the views participant shared, it indicated that there is lack of communication between the employer and the employee. The participants stated that they do not know if there is any intervention programme that has been put in place by their employer to respond to the work and life demands. However, they have shown interest on having a programme that will assist them in responding to the demands encountered at home as well at work. 
5.3. RECOMMENDATIONS 
5.3.1. South African Private Security Industry Regulatory Authority 

Based on the findings, the South African private security industry regulatory authority needs to put in place programmes that would be employed by the security companies to assist security guard officers on how they can respond to demands encountered at work as well at home. The program should be about the wellbeing of the security officers. With the program there must be a guide on how they can implement strategies and activities that can be done by the security guard officers. Awareness campaigns for the security guards in the private sector can be organised by the Regulatory board, where they invite Psychologist, social workers and work together in helping the security guards respond to work and life demands. 
5.3.2. Security companies
[bookmark: _GoBack]Security companies when hiring should have an induction where they introduce the new employees to every department within the company. Also, come up with programs that that would assist the employees in dealing with the demands experienced at work as well at home. The participant reported that having programme to run quarterly would make a difference in their lives and they would be able to deal with the demands in a rightful manner. A wellbeing program would be a natural extension to the company and it will create a health culture within the company. It will improve job performance amongst the security officers. Another thing communication, it very important that companies communicate with their employees in the case of introducing wellbeing programme it will send a message to the employees that value their wellbeing. With the programmes that will be introduced to the private security companies should work closely with social workers as they look at an individual holistically 
5.4. CONCLUSION
The private security industry is one of the fast growing industries in the world, with unemployment, crime and protection being the contributors to the growth of the industry. Due to the result of the fastest growing of the security industry, the sector has reformed the supply-demand of its services on a 24 hours basis, leading to the provision of services based on shiftwork. The research looked at the response practices of shiftwork security guard officers on how they respond to the work and life demands. Response practices such as consultation, praying, seeking relative assistance as well taking to colleagues and family members have been discussed in the study. Security guard officers are human beings who work 12 hours a day, wellbeing programs are needed to assist them in dealing and responding to the work and life demands encountered on their daily basis 
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APPENDICES 
WORK-LIFE INTEGRATION: EXPLORING THE UNTOLD STORIES OF SHIFT WORK SECURITY GUARD OFFICERS’ RESPONSE-PRACTICES TO WORK AND LIFE DEMANDS
APPENDIX A
PARTICIPATION INFORMATION SHEET
Dear ………………………………………………………..
My name is Veronica Ngutshane and I am currently in my final year of studying Social Work at the University of the Witwatersrand. As part of my requirements for the degree, I am conducting research on work-life integration on shift work security guards. It is hoped that the information gathered could assist identifying the missing gaps on how shift work security guard officers cope with work-life demand. The outcome of the study could inform both knowledge base and practice of Social work in the workplace. 
I therefore wish to invite you to participate in my study. If you accept my invitation, your participation will be entirely voluntary and you are free to withdraw at any time without penalty. There are no consequences or personal benefits of participating in this study. If you agree to take part, I would arrange to interview you at time and place that is suitable for you. The interview will last approximately one hour. If you choose to participate, you may withdraw from the study at any time and you may also refuse to answer any questions that you feel uncomfortable with answering. If you decide to participate, I will ask your permission to tape-record the interview. No-one other than the researcher and supervisor will have access to the tapes. The tapes will be kept in a locked cabinet for two years following any publications or six years if no publication emanate from the study. A copy of your interview transcript without any identifying details will be stored permanently in a locked cupboard and may be used for future research. Please be assured that you may use pseudonyms and any personal details revealed during the interview will be kept confidential. The results of the research mat also be used for academic purposes (including books, journals and conference proceedings) and a summary of findings will be made available to participants on request. Should any emotions be triggered during the interviews, you will be referred to the relevant person within the organisation 011 763 9000.
Please contact me on 074 860 2606 or Neliswangutshane17@gmail.com . Or my supervisor, Mr. Nkosinathi Sibanyoni on 011 529 0824 or NkosiS@discovery.co.za. If you have questions regarding the study we shall answer them to the best of our abilities.
Thank you for taking the time to consider participating in the study.
Yours Sincerely 
Veronica Ngutshane 
















WORK-LIFE INTEGRATION: EXPLORING THE UNTOLD STORIES OF SHIFT WORK SECURITY GUARD OFFICERS’ RESPONSE-PRACTICES TO WORK AND LIFE DEMANDS
APPENDIX B
CONSENT FORM FOR PARTICIPATION IN THE STUDY
Work-Life Integration: Exploring the untold stories of shift work security guard officers in coping with work life demands 
I hereby consent to participate in research study. The purpose and procedures of the study have been explained to me.
I understand that: 
· My participation in this study is voluntary and I may withdraw from the study without being disadvantaged in anyway.
· I may choose not to answer any specific questions asked if I do not wish to do so
· There are no foreseeable benefits or particular risks associated with participation in this study
· My identity will be kept strictly confidential and any information that may identify me will be removed from the interview transcript
· A copy of my interview transcript without any identification information will be sorted permanently in  a locked cabinet and may be used for future research 
· I understand that my responses will be used in the write up honours project and may also be presented in conferences, book chapters , journal articles  or books

Name of Participant (code name): ___________________________
Date: ____________________________
Signature: _______________
APPENDIX C 
WORK-LIFE INTEGRATION: EXPLORING THE UNTOLD STORIES OF SHIFT WORK SECURITY GUARD OFFICERS’ RESPONSE-PRACTICES TO WORK AND LIFE DEMANDS

CONSENT FORM FOR AUDIO-TAPING OF THE INTERVIEW
Work-Life Integration: Exploring the untold stories of shift work security guard officers in coping with work life demands
I hereby consent to tape – recording of the research. 
I understand that my confidentiality will be maintained at all times and that the tapes will be destroyed two years after any publication arising from the study or six years after completion of the study if there are no publications.
Name: ______________________
Date: ________________________
Signature: __________________









Appendix D
SEMI-STRUCTURED INTERVIEW SCHEDULE: MAIN PARTICIPANTS
Title of the Study: Work-Life Integration: Exploring the untold stories of shift work security guard officers’ response-practices to work and life demands
Identifying Details:
Name (code name):_________________________________
Educational/Training background: __________________________
Years of work experience: __________________________
Gender: ________________

1. As a security guard officer, can you tell me more about the job that you do? Exploring:  primary duties as a security guard, the work demands, working hours, challenges in the work domain, positive and negatives of shift work.
2. Can you tell me about your family structure? Explore: their role in the family, the family demands, and challenges in the family domain.
3.  Can you share with me on how do you deal with the different roles and responsibilities encountered in the workplace and at home? Explore: their response practice to work demands, family demands 
4. What does your employer do in helping you to deal with the different roles and responsibilities experienced? Explore: their coping strategies; intervention programmes within the organisation
5.  Can you share with me on how would you like your employer to help you in dealing with the different roles and responsibilities experienced? Explore: different alternatives on how to respond to work-life demands. 
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Category of Security Service

Guarding or patrolling (commercial, industrial or residential)
Entertainment or venue control

Bodyguarding (close personal protection)

Security control room or electronic monitoring

Special events control

Security training or instruction

Rendering security services or security personnel
Reaction or response services

Private investigation

Safeguarding assets in transit or secure transportation
Security consulting and advice

Security equipment installation, servicing and repair
Car watching

Security equipment manufacturing, importing, distribution or advertising

Locksmith / key cutting
Insurance

Security and loss control

Fire prevention and detection
Consulting engineer

Alarm installation

Dog training

Anti-poaching

Source: PSIRA Annual Report 2014
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Qualification Name
General Security Practices
Specialist Security Practices
Use of Firearms

Firearm Training

Dog Handling

Locksmithing

Close Protection
Electronic Security Installation Practices

Generic Management

Generic Management

Source: PSIRA Industry Circular, 6 August 2014

Qualification Type
National Certificate

Further Education and Training Certificate
Further Education and Training Certificate
Further Education and Training Certificate
Further Education and Training Certificate

National Certificate

National Certificate
Further Education and Training Certificate

Further Education and Training Certificate

National Certificate

NQF Level
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