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ABSTRACT

POLICE CULTURE IN TURKEY AND US: A COWARATIVE STUDY OF

POLICE CULTURE IN THE CONTEXT OF COMMUNITY POLICING

By

Kaan BOKE

Studies dealing with law enforcement and order maintenance in Turkey primarily

have been concerned with the historical development of the Turkish National Police. Not

much research has focused on methodical and comprehensive studies of the views of the

police officers and middle managers views on Turkish National Police and community

policing. Not has there been any research comparison of the views of managers and

police line officers relating to police organizational culture and community policing.

Further, very little attention has been paid in Turkey to the existence and characteristics

of an organization culture and subculture which might reflect and identifiable behavioral

and attitude set among police officers. The purpose of this dissertation is to examine the

dimensions ofthe police organizational culture in Turkey and compare items with similar

identifiable groups in the US. Further this dissertation intends to extend knowledge on

police organizational culture and community policing by way of analyzing police officers

perceptions relating to their organization’s work environment. It is hoped that this study

will provide a wealth of practical information to police managers and others who seek a

clear understanding about the police organizational culture in Turkey and the US.
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CHAPTER I

INTRODUCTION and STATEMENT ofPROBLEM

Integrationist perspective assumes that the police organizational culture is

monolithic (homogenous) under the same situations (police work is police work) and that

police everywhere share similar problems and concerns. Since all police officers share

similar problems and concerns and deals with similar environment, each police officer

forms a shared understanding for developing appropriate behavior (Van Maanen &

Barley, 1985). In police organizational culture studies, main components of traditional

police culture mostly have been connected with negative sides of policing, such as, abuse

of power, corruption, etc. Notwithstanding the risks of monolithic view of police culture,

integrationist perspective supposes that line officer culture represents the main

characteristics of all police organizational culture (Foster, 2003).

Mainly police organizational culture studies have emphasized the similar

perception of policing across the whole organization and does not mention about the

extent to which the shared understanding is accepted and implemented on extensive basis

by the police officers. Existence of different understanding about policing in the same

police organization based on the individual, structural, fimctional, social and political

differences have taken place in the police organizational culture literature. Giving

attention to these differences gives us holistic knowledge and understanding about the

police organization. The problem with literature of Turkish police organizational culture

is that the relationship between organizational culture and other variables has been more



 
 

qua

in c

TNJ

dun

prox

Char

cont

abOL

PUI1   enfia

COTII

PQTCg



assumed than validated. One of the intentions here is to provide a comprehensive

literature review of police organizational culture studies and to make an assumption about

police organizational culture in the Turkish National Police (TNP). Unfortunately, neither

quantitative nor qualitative any study has explored the TNP police organizational culture

in detail. For that reason one can only speculate about the police organization culture in

TNP. Other aim of the study is to understand if there is a general consensus in the

dimensions of the organizational culture among supervisors and line officers in TNP and

provide valuable practical information to police officials and practitioners during the

change effort (from traditional policing to community policing). This study also makes

comparative analysis between US. and Turkish police cultures and their perceptions

about the community policing.

Purpose of the Study

The purpose of this study is to evaluate organizational culture in TNP and law

enforcement organizations in the US and compare their understandings about the

community policing. More specifically police officers’ (supervisors and non-supervisors)

perceptions pertinent the dimensions of police organizational culture: (1) management

support, (2) supervisory support, (3) improvement, (4) job challenges, (5)

communication, (6) trust, (7) innovation, (8) social cohesion, (9) loyalty to fellow

officers, (10) orientation to community policing, and (11) orientation to citizen

cooperation. In other words, this study examine whether police officers share similar

perceptions about the organizational culture regardless of their social background,

hierarchical position and organization’s environment. In particular, this study addresses:





How do police officers perceive their organizations? Do they share similar

understandings or do they differ if this is issue when they differ? Do these differences

come from individual dimensions, organizational dimensions or environmental factors?

Do their attributes toward the organization affect their attitudes toward citizen or these

differences affect overall police work (job performance, satisfaction, etc)? Does police

culture is the same throughout the police occupation or does each police agency have

unique organizational culture? Do police officers perceptions about the community

policing vary within and between organizations? In this study, based on police

organizational culture literature, various dimensions of organizational culture have been

used to better focus on the degree of sharing and differences on certain aspects of the

organizational dimensions amongst the police officers. The dimensions of organizational

culture cover the main aspects of the multi-dimensional culture construct.

This study first describes the general organizational culture in a systematic way

and then focuses on the notion of different perceptions about the organizational culture

and community policing amongst the police officers. Organizational culture provides the

central framework for this study and also current study focuses on the existence of

different cultures in police organizations. This study makes a comparison between

perspectives of Turkish police officers and Midwest police officers in the US. and also

amongst the two different segments in police organization; which include line officers

and supervisors. This dissertation points out aforementioned issues by analyzing cultural

dimensions of police officers to search out whether officers’ perceptions differ by rank,

city, country and demographic features. This study also asserts that although police

officers to some extend share similar perceptions about the organizational culture, some



dimensions of the organizational culture are evaluated differently by police officers in

order that police organizational culture is the best represented by multiple dimensions

rather than single dimension which is shared by all police officers. The site of this study

is four police departments of the Turkish National Police (Ankara, Istanbul, Bursa, and

Trabzon) and five police departments in Midwest, US. (Detroit, Southfield, Ann Arbor,

Columbus and Cleveland). Using eleven organizational culture dimensions significant

variances in understandings are searched by using individual, organizational and

environmental factors. For purposes of this study, in the United States, a medium police

department is defined as one that employs between 100 and 300 police officers and large

police departments is defined as one that employs more than 300 police officers.

Background Literature and Theoretical Framework

Culture is often referred to as surrounding an entire organization. Within this

monolithic or functionalist perception of culture it is crucial to understand the elements

that composed of organizational culture. Much of the research in this area strives to

explain and analyze an overall culture in an organization, which is seen as a primary step

towards understanding organizations.

In organizational culture literature, mainly three different styles of organizational

culture are employed by scholars. They are integration (functionalist or monolithic),

differentiation and fragmentation. While the three models are extensively discussed in the

chapter 111, the main assumptions of each of the perspectives are outlined below.

Integration Perspective: J. Martin (1992) summarizes the main features of the

integration studies as a (1) consistent interpretation, (2) clear/clarity (no ambiguity) and
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(3) organization wide consensus. Integration perspective excludes ambiguity from culture

and claims that ambiguity isn’t the part of the culture (Schein, 1991). Integration

perspective has a monolithic view about organizational culture and sees deviation from

consistency, organization wide consensus and clarity as a problem rather than different

cultures (J. Martin, 2002).

Differentiation Perspective: J. Martin and Frost (2004) mention three main

characteristics of differentiation studies. They are: (l) interpretations are inconsistent, (2)

consensus within the subculture rather than organization wide, and (3) clarity can be

found within subcultures rather than organization wide. J. Martin (1992) claims

differentiation studies see organizational culture as a nexus of environmental influences

and subcultural characteristics rather than unitary.

Fragmentation Perspective: Fragmentation perspective can be simply defined as

ambiguity. These studies emphasize ambiguity as a core concept of culture rather than

clarity. Fragmentation perspective focuses on multiplicities of interpretation which

produces multiple interpretations with constant flux rather than the idea of permanent

subcultures (J. Martin, 2002).

Whilst Westley (1970) in his work sees police organizational culture as a single-

monolithic culture (integration), during the last two-three decades many changes have

been happened in police organizations. Changes include socio-demographic

characteristics of officers (e. g., such as more gender variation and more educated police

officers) and changes in organizational factors (e.g., community oriented policing). These

changes have brought to attention the assumption of a single unvaried organizational

culture concept in police organizational culture studies. In the last two-three decades



scholars has started to view police organizational culture as a complex and

multidimensional in nature (J. M. Brown, 1998; Haarr, 1997; Manning, 1994; Paoline,

2004; Schein, 1992; Wilson 1989).

The existence of different cultures in organizations implies that there are several

behavioral values which are located at the origin of comprehending the influence of

police culture on different features of police organizations. In order to establish

theoretical background of the study, this study uses J. Martin’s (1992) views of

organizational culture which draws distinction between three perspectives namely, (1)

integration, (2) differentiation, (3) fragmentation, about organizational culture. This study

attempts to explore the shared understandings of police officers in different departments

and also to analyze factors that influence police officers’ perceptions regarding their

organizational culture and community policing. Concurring with integration and

differentiation perspectives, this dissertation proposes that although police officers may

have shared understandings pertinent to their organizational culture, to certain extent

different perceptions exist in the police organization. And follows the idea that a few

dimensions of police organizational culture are common across nations but most of the

dimensions of the organizational culture are unique to nations. This study begins on the

premise that organizational culture embodies different subcultures. For that reason, study

employs both integration and differentiation perspectives. Since organizational culture is

perceived as multiple dimensional construct, current study supports the argument that

officers don’t have single-dimensional approach towards to organizational culture and

police culture is not the same across the police profession. Rather it is mostly unique to

the individual police agencies.
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Research Questions Guiding the Study

The aim of this dissertation is to examine the elements that influence police

officer’s understanding about their organizational culture and specifically see police

officers’ orientation to community policing. This study looks at organizational culture

from both macro and micro levels. Although study uses organizational culture as an

overarching framework, also focuses on the existence of subcultures in the police

organization. The main attention addressed in this dissertation is that what extent police

officer’s understanding pertinent to their organizational culture is influenced by

organizational (organization size and rank), environmental (city, country) and individual

factors (demographic characteristics).

Several other questions, such as; ‘Do police agencies have unique police

culture?’, ‘What dimensions are commonly shared by police officers?’, ‘Which factors

affect police officer’s perceptions about the organizational culture? And community

policing?’, ‘Do police organizations have subcultures?’, ‘if yes what types of subcultures

exist in the police organization?’ and lastly ‘How police managers benefits might gain

from these study?’ constitute the backbone of this study.

More specifically, this study examines if demographic characteristics, such as

age, experience, gender, race, education; organizational factors, such as organization size

and police officer’s rank; and, environmental factors such as location of the police

agency, influence police officers’ perceptions pertinent to their organizational culture and

community policing.
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Significance of the Study

This dissertation intends to extend the knowledge on police organizational culture

by way of analyzing several elements that are assumed to affect the police officers’

perceptions pertinent to their organizational culture. Individual police officer’s behavior

is affected not only by formal rules/regulations but also by informal norms, values in the

organization and behaviors of other officers. In organizational culture literature, a limited

number of studies (eg. Keeton & Mengistu, 1992) have examined the influence of

different factors on person’s perception about the organizational culture. As a matter of

fact, police organizational scholars have operationalized differences in the perceptions as

simple ‘street cop/management cop’ or ‘rural police /urban police’. Other studies suggest

that culture is multidimensional concept and several differences exist in the perceptions

rather than simple dichotomization. Simple categorization masks important differences

which leads misconceptions about the organizational culture. Focusing on

multidimensional nature of organizational culture provides richer and more

representational perceptiveness into police organizational culture in two countries. Using

J. Martin’s framework provides the opportunity to get the detailed analysis of “some

organizational groups or subcultures which are frequently overlooked in organizational

research” (Harris & Ogbonna, 1998, p.119).

In addition to that, this dissertation aims to extend the knowledge about police

organizational culture and community policing in Turkey as there have been no studies

that examined the affects of factors on perceptions of police officers pertinent to

organizational culture and community policing. Despite the importance of studying

police officer’s perception to attain better understanding of similarities or differences



amongst the officers, little or none, so far, has been done in Turkish police organizational

culture. Therefore, the main aim of this dissertation is to examine the police officer’s

perception related to organizational culture and identify organizational culture

perceptions of Turkish police officers. This study is the first known endeavor to examine

the attitudes of Turkish police officers to such extent; therefore tries to provide a strong

foundation upon which future studies could develop. As Turkish police force is national,

and all police agencies work under the authority of Ministry of Interior, centralized

structure and training system assures theoretically identical police agencies throughout

the Turkey which would allow us to generalize the police organizational culture in

Turkey.

In last couple of years, TNP has started to understand side effects of traditional

policing and has been planning to change incident driven traditional policing. Although

last 2-3 years top TNP officials started to use the term of ‘community policing —

community oriented policing’, TNP hasn’t undertaken the mission of implementing an

extensive program of police reform with the aim of the changing old traditional policing

with community oriented policing. This study provides a wealth of practical information

to police managers and others who seek a clear understanding about the police

organizational culture in Turkey and US. Having knowledge on the views and

perceptions of the police officers is an invaluable resource for police officials during the

change process. This study informs police managers about the distribution of cultural

perceptions amongst the officers and also helps them to prepare police agencies for

planned or expected organizational change (such as community policing) initiatives by

minimizing resistance.



Existing research on police organizational culture is built on single-society

studies. No study has attempted to compare Turkish and United States police

organizational cultures. This dissertation fills this gap in police organizational culture

literature and contributes to international comparative police studies literature. Although

cross national studies started to attract some scholars, comparative police organizational

culture studies are still in their infancy. This study asserts that new studies should

examine data collected from developing or undeveloped countries to test the reliability

and validity of assumptions extended by researchers in developed countries. In addition

to cross national comparison, this study seeks to examine differences within the nation,

and contrary to the well studied one department studies (e. g., Muir, 1977; Skolnick 1966,

1994), this study examines whether different views of organizational culture from

different police departments exist. Otherwise stated, in this study, explanations of

organizational culture do provide reasons for variation among both police officers and

organizations.

Organization of the Study

This study is organized into six chapters. In chapter L introduction to the study,

background literature, statement of the problem, research questions, importance and

significance ofthe study and limitations of the study are provided.

Chapter 11 gives succinct information about history, training, organizational

structure and recruitment process of Turkish National Police. In addition to that, provides

information about the relationship between TNP and community policing. Lastly

mentions rationale behind the comparative study between US. and Turkey.

10



Chapter 111 provides the literature review and analyses of previous research in the

organizational culture and police organizational culture literature. Specifically defines

organizational culture, multi level organizational culture and police culture, and then

distinguishes integration and differentiation perspectives in the police organization

culture literature. In addition to that explains why police organizational culture and

subcultures are worth of study. Theoretical background of the study is provided in this

chapter.

Chapter IV describes the research design and methodology, provides extensive

analysis of factors, which affect police officers perceptions pertinent to their

organizational culture.

Chapter V provides comprehensive analysis of research questions. Descriptive

statistics, dimension summaries, detailed factor analysis, mean differences and OLS

regression analysis are also provided in this chapter.

Based on the study findings, Chapter VI provides a wealth of practical

information to police managers and others who seek a clear understanding about the

police organizational culture and community policing in Turkey and US.

11



CHAPTER II

CONTEXT FOR THE PRESENT STUDY

2.1. Community Policing and Turkish National Police (TNP)

Since this part of the paper directs attention to the TNP, it is beneficial to give

concise information about the Turkish police system. Historically, ‘protect and serve’

was the primary principle of the Turkish police organization, and centralization of power

has been a traditional feature of the general political administrative structure (Aydrn,

2006). As a part of this structure, law enforcement organizations shared the central

authority of the state and served as a tool of the state to maintain public order.

Professional police force was first founded in 1845. Before 1845, military forces

(Janissaries) carried out public order and policing functions were accepted in the military

duties. After the destruction of Janissaries, police were placed under the new police

directorate, Zaptiye Mushiriyeti and gradually turned into a separate police ministry

(Swanson, 1972). Upon the foundation of the new Turkish Republic, the name of the

police organization was changed to General Directorate of Security and totally separated

from the military and attached to the ministry of interior. Because of the highly

centralized management style of the new Turkish Republic, new police force has

gradually turned into a highly centralized paramilitary police force and centralization

became a new crucial component of new policing (Sullivan, 2005). In addition to TNP,

also Gendarmerie and Coastal Security are responsible from general security and these

three forces work under the Ministry of Interior. Rural parts of the country (10 % of

population) are policed by the Gendarmerie. The Coastal Guard controls the coastal areas

12
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and territorial waters. TNP is responsible for policing in municipal boundaries of cities

and towns. TNP takes their authorization fi'om direct legislative authority and has a police

regulation act as well as procedural guidelines also there are almost 145 different

auxiliary acts which are directly or'indirectly being connected with police service. The

three forces have separate arrangements for finance, central headquarters in the capital,

provincial units, training schools, and communication systems. The highest officials of

the organizations are attached to the Minister of Interior in regard to their law

enforcement fimctions. The local units are under the control of the highest local authority;

however they are attached to the Public Prosecutor in terms of their judicial fiinctions

(Aydrn, 2006).

The Ministry of Interior has the authority to control and firnd the police. Each city

has its own police department under the command of headquarter which is located in

Ankara, depending on the size and the population of the cities, the extent of the police

departments varies. In city district, city police also work under the authority of city

governor. City police chief, the head of the city police, is appointed by the three decrees

with the signature of president, prime minister and the ministry of interior and all power

places in his/her position. Under the chief of police, numbers of deputy chief (2nd degree

police chiefs) control different units (such as terror, security, public relation). As an

organizational policy, all police officers have to be rotated at least 3 times during their

careers which means each police officer and police manager have to serve at least 3

different cities (one city has to be in east region) of the Turkey regardless of their

willingness. Salary is tied to rank and length of service and normal employee length is for

women 20 for men 25 years.

13



 

 
adn‘.

poh.

FTEI‘.‘

cent

TUBE.

CORT

prox.

 
paran

hierar

$38161

deleg

of hi;

Ihrou

II‘iroU

”NDVe

”K)\e

mm e

aIIQ\\



Since centralization of power has been a traditional feature of the general political

administrative structure through Turkish history, police system in Turkey is highly

centralized and police force is designed as the national base which has almost 175.000

police officers and almost 5.000 supervisors. Police rank system also imitated from

French police system, ranks starts from line officer/patrol officer through middle

managers (sergeant, lieutenant, captain) and top command (from major through

commander and deputy chief of police). Chief of police commands each of the 81

provincial/city police directorates.

Like most of the other police organizations, Turkish National police has

paramilitary structure which strictly emphasizes discipline and management bases on

hierarchy. TNP are hierarchically structured with a quasi-military rank and command

system and officers are expected to obey the commands of supervisors. Lack of

delegation and lack of incentive for decentralized decision making are the other aspects

of highly centralized TNP system. Police ranks starts from line officer/patrol officer

through middle managers (sergeant, lieutenant, captain) and top command (from major

through chief of police). According to Schein’s (2004, p.118) three dimensions of career

movement, TNP involves two dimensions of career movement which are lateral

movement from one duty to other (such as street level to detective bureau) and vertical

movement from one rank to another (such as sergeant to lieutenant position). TNP do not

allow inclusionary movement from outsider position to insider position. Although in

United States police system police officers moves from line officer position to chief post

and also each chief has patrolman (line officer) experience in his/her career (no lateral

entry), in TNP, supervisors and line officers, most of the time, come from different

14



sources and they don’t share same patrolman experience. Promotion up to captain

position is achieved through police commissions’ decision based on candidate’s work.

record. Promotion from captain position to major position and also promotion from 3rd

degree police chief position to 2nd degree police chief position is achieved through

several examinations. TNP officers have been prohibited to form or to join unions or

other organizations to represent them in negotiating with the government. Since policing

is essentially government responsibility and communalities amongst the city districts in

some aspects enable some extend of trust in broad statements.

TNP police training has three main parts: Pre-service training, In-service training

and graduate studies.

Aim of the pre-service training is to prepare police cadets for police occupation.

There are three types of pre-service training activities in TNP; (1) Police College, (2)

Police Academy (newly The Faculty of Security Sciences) and (3) Police Vocational

Schools of Higher Education. Selection and training process for line officers and

supervisors differs. Both Police College and Police Academy are intended to prepare

police supervisors. On the other hand Police Vocational Schools of Higher Education is

intended to prepare police cadets for line officer duty.

The Police College, four years occupational high school, dates back to 1938.

Although training provided in Police College is very similar to a high school curriculum,

discipline and hierarchy are strictly emphasized. The age of applicants for the police

college changes between 13-17 years old both male and female (since 2003) youths.

Police College prepares the cadets for police academy; cadets have direct access to

continue their education in Police University after passing entrance exam (success rate
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almost 100%). All educational expenses of the police college students are covered by

TNP.

The Faculty of Security Sciences is a 4-year university degree police management

school prevalently focuses on law and policing subjects. Cadets receive a high-level law

education. Police college graduates, high school graduates (after passing extremely

challenging criteria and entrance exam), and international Students (since 1991) are

accepted to the Faculty of Security Sciences. As of 2006, international students from 10

different countries, which are Albania, Azerbaijan, Bosnia and Herzegovina, Georgia,

Palestine, Turkish Republic of Northern Cyprus, Mongolia, Moldavia, Turkmenistan and

Kyrgyzstan, are accepted to the Faculty of Security Sciences. The graduates of Faculty of

Security Sciences join the TNP with the rank of sergeant. International students go back

to their countries upon graduation.

Police vocational schools of higher education are boarding schools and all the

educational expenses are covered by the TNP. The aim of the police vocational schools

of higher education is to train police line officers for TNP. As of 2005, 26 police

vocational schools of higher education exist throughout the Turkey.

Because of the aforementioned centralized structure of the TNP, all in-service

training activities are coordinated by TNP department of education and provided by

mostly department of education and related departments. Main goal of the in-service

training is to provide police officers up to date knowledge related their occupation and

regulations and prepare them to specialized units (such as terrorism or intelligence

departments’ orientation courses). In-service training is offered to all TNP officials for

free of charge during their professional.
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Security Sciences Institute has started to offer graduate studies to police officers.

During the four semester graduate training, first two semesters emphasize theoretical

training and last two semesters dedicates to preparation of dissertation. Police officers

who passed postgraduate training exam get permission for training for one-year duration,

during this period their salaries are paid.

2.2. Community Policing and TNP

Last couple of years, TNP top officials has been interested in the process of

changing old style of policing and starting to implement community policing/community

oriented policing. Prior to discussing TNP and community policing connection in detail,

it will be reasonable to mention what is community policing and how it differs from

traditional policing style. Conventionally agreed definition of community policing is

provided by Trojanowicz, Kappeler, Gaines, and Bucqueroux “Community policing is a

new philosophy of policing, based on the concept that police officers and private citizens

working together in creative ways can help solve contemporary community problems

related to crime, fear of crime, social and physical disorder, and neighborhood conditions.

The phiIOSOphy is predicated upon the belief that achieving these goals requires that

police departments develop a new relationship with citizens in the community, allowing

them the power to set local police priorities and involving them in efforts to improve the

overall quality of life in the neighborhoods. It shifls the focus of police work from

handling random crime calls to addressing community concerns” (1998, p. 3). Put

differently, community policing provides extensive connection between police and the

society and make police responsive to the needs and priorities of the community. As it is
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explained in the table 1, community policing significantly differs from traditional

policing on many ways.

Table 1. Traditional versus Community Policing Models (Trojanowicz, Kappeler, Gaines

& Bucqueroux, 1998, p. 23)

 

_

 

Question Traditional Policing Community Policing

i. Who are the police? A government agency Police are the public and the

principally responsible for law

enforcement

public are the police; police

officers are those who are paid

to give full-time attention to

the duties ofevery citizen
 

2. What is the relationship of

the police to other public

service departments?

Priorities often conflict The police are one department

among many responsible for

improving the qualitLof life
 

3. What is the role of the

police

Focusing and solving crimes A broader problem solving

approach
 

4. How is police efficiency

measured

By detection and arrest rates By the absence of crime and

disorder
 

 

 

 

 

 

 

5. What are the highest Crimes that are high value Whatever problems disturb the

priorities (e.g., bank robberies) and community most

those involving violence

6. What specifically do police Incidents Citizens’ problems and

deal with concerns

7. What determines the Response times Public cooperation

effectiveness ofpolice

8. What view do police take of Deal with them only if there is Vital fiinction and great

service calls no real police work to do. opportunity

9. What is police Swift/effective response to Keeping close to the

rofessionalism serious crime community

10. What kind of intelligence Crime intelligence (study of Criminal intelligence

is most important particular crimes or series of (information about individuals

activities crimes). or groups).

11. What is the essential Highly centralized; governed Emphasis on local

nature of police accountability by rules, regulations and

policy directives; accountable

to the law.

accountability to community

needs

 

12. What is the

headquarters?

role of To provide the necessary rules

andpolicy directives

To

values

preach organizational

 

13. What is the role of the

press liaison department

To keep the ‘heat’ off

operational officers so they

canget on withthejob.

To coordinate an essential

channel of communication

with the community
  14. How do the police regard

prosecutions  As an important goal  As one tool among many
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Since the 1990s community policing has been to a great extend implemented and

gained popularity in the US. A broad implementation of the community policing also

influenced several non-westem countries’ (such as, Thailand, South Korea, etc.) policing

styles and they have accepted community policing as a new policing style. Those

countries have started to emphasize service role of the police, taken into consideration the

needs of the public, provided to line officers high level of autonomy. In order to

implement community policing, police organization should change their structure and

move from centralized structure to decentralized structure and give line officers

autonomy to decide. Community policing also sees police officers as problem solvers and

emphasize service role ofthe police.

Even seen in the brief explanation of the essential elements, community policing

challenges main beliefs and values of traditional policing and classical police culture. In

their study based on examination of community policing implementation sample of 281

American police agencies in 1993 and 1996, Zhao, Lovrich and Thurman (1999) found

that “the greatest obstacle pertained to barriers within the police organization, not

problems arising from the community at large” (p.87). Since organizational culture can

be both a good resource and strong obstacle to implement organizational change (Greene,

Bergman & McLaughlin, 1994; Trice & Beyer, 1993) knowledge on how police officers

perceive their organization and whether differences exist amongst the police officers is

crucial for police practitioners.

In last couple of years, TNP has started to understand side effects of traditional

policing top TNP command has been started to use the term of ‘community policing —

community oriented policing’. Although TNP hasn’t undertaken the mission of
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implementing an extensive program of police reform with the aim of the changing old

traditional policing with community oriented policing, top TNP officials’ new emphasize

on the service role of the police and importance of the developing positive relationship

with citizens gives important signs of changes in the context of policing style. Top

officials demand to move beyond the incident driven policing and get involved

community into the policing. As mentioned before one of the main elements of the

community policing is the acceptance of the public’s possession of information and

resources which help police to perform their duties more effectively.

Since traditionally policing in Turkey is perceived as a part of political device and

its’ first priority is to serve for government, citizen is one of the most neglected subjects

in the police work. As mentioned in the previous part, throughout the Turkish history law

enforcement duty has been more reactive (incident/call driven) than proactive

(information driven). And most of the time what citizens think about police service and

how they help police to prevent and solve crime has been ignored and public have been

perceived as a passive agent of police work (Public don’t know anything about the police

work and police know the best mentality). This gap between the police and the society

leads to isolation of police from the society and turned police solely focused on the law

and order issues. Police basically concentrate upon crime rate, public order and response

time and this traditional policing style gives high importance to ‘crime fighter’ approach.

Police work is seen as a duty rather than service for that reason authority and power is

considered as essential elements of the police work. Organizational strategy of TNP

prevents police to decentralize their services and adjust patrol units. Last two decades,

TNP have put. great emphasize on special units (such as public order, anti-smuggling
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units, etc.) and those units’ work turned into more sophisticated and their officers have

limited connection with the society. In addition to that aforementioned obligatory rotation

of the police officers hinders to establish geographical responsibility to officers and

permanent beat area. And these characteristics of TNP limit police-citizen interaction,

isolate police from the neighborhoods, loose their ties with the society, feed ‘us versus

them’ mentality and simply left people out of policing. And police developed the thought

that they are the only expert on crime and don’t need to get any help from outsiders.

Since no scientific endeavor has been focused on the Turkish police officers’

perception about their organizational culture and specifically community policing, this

study attempts to fill that gap and gives practical information to police managers and

scholars in order to accomplish successful transition from old style policing to

community oriented policing. Further, this study captures TNP officers’ perceptions

before change process, it will allow top officials to make adjustments and to evaluate the

usefulness of community policing or other change process. Having knowledge on the

views and perceptions of the police officers is an invaluable resource for police officials

during the change process. In addition to that, this study will inform police managers

about the distribution of cultural perceptions amongst the officers and also helps them to

prepare police agencies for planned or expected organizational change initiatives by

minimizing resistance.

2.3. Rationale of Studying Police Organizational Culture in TNP

In Western police organizational culture studies, main components of traditional

police culture have been connected with negative sides of policing, (such as, abuse of
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power, corruption, etc) and seen as obstacle to implement organizational change (Greene,

Bergman & McLaughlin, 1994; Trice & Beyer, 1993; Zhao, Lovrich & Thurman 1999).

As Manning claimed because of the nature of the police work and social cohesion, the

range of deviance among the police is not known. Further, interestingly officers also

don’t necessarily identify their own violations (Manning, 1994).

During the European Union membership candidacy, Turkish government has been

mostly criticized on the basis of human rights violations committed by police officers

(TUSIAD, 1999). According to the Turkish Human Rights Associations data (2004),

since 1987, more than 2500 human rights violations (mostly abuse of using power, bad

treatment in custody or police station) trial results has been sent to Turkey by European

Court of Human Rights. And according to the European Court of Human Rights

workload for 2002, applications about to Turkey are 3036 and it represents almost 10%

of all workload of 20021. In addition to the loose prestige in international arena, Turkey

has to pay millions of Euros to the complaints. As Reiner (1992) states in his literature

review, police culture has adopted as a shared understanding, which eases police officers

to cope with above, mentioned pressures.

Although police organizational culture studies are commonly assumed that there

is a connection between police culture and police practice, the characteristic of this

relationship has not been adequately examined in the literature (Chan, 1999, p.105).

Despite the supposed link between culture and violation, findings from some studies

suggest that not all officers equally share the attitudes, values and norms of the traditional

police culture (Broderick, 1977; M.K. Brown, 1988). Although limited or none literature

 

‘ Retrieved February. 03. 2007 from www.cchrcoe.int/eng/Press/2003/jan/Statistics_2002.htm web

sue.

22



 

ah

P“

anl

of

I\

2.4

iii.

0T;
»

SIT.

”III

and

pri-

EXP.

01w,

POI}:

m0:

 

 



about the TNP organizational culture and officer perceptions regarding to community

policing prevents us to make assumptions about the dimensions of organizational culture

and possible multi-cultures in the organization, structure, recruitment and training process

ofTNP and socio-cultural value preferences of police officers and also my experiences in

TNP give me some room to make argument about the TNP organizational culture.

2.4. Possible Origins of Diversity in Police Organizational Culture in TNP

Intention here is to explore police organizational culture in TNP and examine

whether significantly different subcultures and different understandings about the police

organizational culture are exist in TNP. Based on the my previous experience and general

structure of the TNP, mostly three possible origins of diversity take part in TNP; (1)

individual factors (such as gender, education), (2) organizational factors (such as rank)

and (3) environmental factors (such as location of the police department). And this study

proposes that these factors affect officer’s perception about the organizational culture in

TNP. In the following part, these three factors were discussed.

(1) Individual Factors:

Demographic characteristics of police officers (such as gender, education, age and

experience of police officers) are possible to affect their perceptions about the

organizational culture

9212951

Last 20 years Turkey has experienced big transition on every area (social,

political, economical, etc.) and traditional woman role has also changed. Turkey as a

modern country accepts gender equality and promotes women’s entrance to every part of
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the social world and work force. Each year TNP has recruited almost 5.000 new police

line officers, and as a policy requirement TNP has to recruit minimum 10% of total

recruitment as a female officer. This obligatory procedure brings heterogeneity to the

TNP. In addition to police schools, ‘women also have a chance to attend Police College

and Police University. Female police officers mostly work in the bureaus, headquarters

and police schools. Small numbers of female officers work at the different departments

and do patrol duty. Growing number of female police officers presence in TNP force

police chiefs to give them more street jobs rather than just bureau jobs. Last five years

police chiefs have started to give female officers patrol and traffic duties and promote

some of them to the different departments, such as narcotics and terror, etc. As stated in

the western literature, female officers’ perception about the job and organization differ by

various ways. These variations come from different socialization process, male

dominated nature of policing and macho characteristics of work environment. These

differences bring same gender people together and lead kind of homogenous value and

belief system within the same gender. Such as A. Worden (1993) found that female

officers have more positive feelings toward to their departments than male officers have.

Also Bahn’s study (1984) showed that female officers were more reluctant (71%) to carry

gun off duty than male counterparts (17%). For that reason it is possible to assume that

gender of the police officers affect their perceptions about the organizational culture in

TNP. Although limited or none literature about the gender role in the TNP prevent me to

extend my assumptions, based on my previous experiences I can safely assume that

female officers are more cooperative with their colleagues, and perceive more

management and supervisory support, their communication channels are more open, and
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they are more loyal to their fellow officers and their organization than male counterparts.

Also female police officers see police work more service oriented than just law

enforcement and they perceive citizen as cooperative and supportive.

Education:

As mentioned in the rank section, line officers and rank officers have different

educational background. In addition to that, last couples of years most of the line officers

have started to pursue university degree and also most of the middle managers have

started to pursue graduate degree. In the organizational culture literature and also police

culture literature education’s affect on officer’s perception is widely mentioned. Such as

education’s affect on officer’s attitudes towards to professionalism (Fielding & Fielding,

I987; Shemock, 1992), cynicism (Alpert & Dunham, 1988), aggressive policing (Carter

& Sapp, 1990) and job performance (Daniel, 1982) has been extensively discussed.

Based on the western literature, it is possible to assume that the higher the education the

higher the perceptions of management support, supervisory support, communication,

trust, citizen cooperation and orientation to community policing and service role of the

police in the TNP.

Age and Experience:

Age and experience of the police officers is more likely to influence the

perception about the organizational culture (Sloan, 1991). Because of the fact that same

age group officers have similar social, economic experiences, it is reasonable to expect

that officers in same age group more likely are able to communicate easily with each

other than with other age groups. Also new police officers have more positive views and

idealistic prospects than older police officers who are known for having negative attitudes
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toward innovation and idealistic expectations (O’Connell, Holzman, & Armandi, 1986).

On the other hand, some studies (Brooks, 1986; Crank, Payn & Jackson, 1993) found that

age and experience have positive relationship with officer’s morale and more experienced

officers need less organizational isolation. Age and experience level affect police

officers’ understanding about the role of the police (Hayeslip & Cordner, 1987) and

police organizational culture.

(2) Organizational Factors:

Because of the different selection criteria and below mentioned several other

reasons, this dissertation assumes that rank has significant affect on the police officer’s

perception about the dimensions of the organizational culture.

M:

Although Reuss—Ianni argued that in the US. “There is no lateral entry into the

department, everyone began his career as a cop and, they believed, everyone from the

chief on-down accepted the values of loyalty, privilege, and the importance of keeping

department business inside the department. One monolithic culture permeated the

department” (Reuss-Ianni, 1983, p.2), this study assumes that because of the

aforementioned internal features and structural factors of TNP, the organizational culture

of policing in Turkey is divided into three fragments which are line officers, middle

managers (Sergeant, Lieutenant, Captain) and top command (above Captain level).

Although some central points of agreement can be found amongst these fragments,

contrary to the idea of department wide consensus on culture, these fragments grounded

in the strict rank system in TNP hierarchy which demands different viewpoint and

paradigm from these three different fragments. Schein (2004, p. 120) claims that “frequent
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rotational movement from one location to another can result in a failure to absorb any of

the deeper assumptions operating in any of the groups.” Based on his claim and

obligatory rotation process in TNP personnel process, current study argues that

differences amongst the police officers’ understanding pertinent to organizational culture

mostly come from rank rather than working in different units or different cities.

Based on the rank, this study proposes that TNP has three different segments

which are; (1) line officers, (2) middle managers and (3) top managers.

1 - Line Officers: All police line officers (officers without rank) compose this

segment. After graduating from police school, they are appointed as a line officer

throughout the Turkey; they don’t have any option to choose where to work or which unit

to work. Each city police agency’s human resource bureau has discretion to assign police

officer to any duty based on mostly agency’s needs and sometimes officer’s capabilities

and backgrounds. Line officers have chance to transfer to any other units (such as from

patrol unit to narcotic bureau) after working several years. They are non-rank personnel

and unlikely can be promoted to above ranks and most of the time during their entire

career (formally 25 years) they work as a line officer. Their income level and social status

is below the middle class standard in Turkey.

2 — Middle Managers: Supervisors from sergeant to captain positions compose

this segment. After graduating from Police University, they are appointed as a sergeant

throughout the Turkey, like line officers also they don’t have any option to choose where

to work or which unit to work. Based on their work records and success they can be

promoted to above ranks (promotion success rate almost 90% up to major position). Their

social status increases directly proportional with their rank. In addition to obtain desired
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rank, also middle manager fragment includes those hoping for promotion, transfer,

getting graduate degree and working outside of the Turkey.

3 — Top Managers: Supervisors from major position to 1" degree police chief

compose this segment. After succeszully passing the promotion examination they are

promoted to upper ranks. Top command has additional concerns and topics in addition to

routine police job, such as political concern. For example supervisors who are 2"d degree

police chief have to maintain some kind of political relationship with their social

environment to promote 1St degree police chief position. In addition to political concern,

also 1St degree police chiefs have to maintain strong relationships with the media, social

groups and other powerfiil actors to continue their job otherwise they can be appointed to

central headquarter as a consultant which is passive and undesirable position.

In the next part of the discussion, several likely sources of segmentation in TNP

based on rank are concisely mentioned.

(a) Recruitment: The recruitment process in TNP is substantially different than 

US. There are at least two different entry levels in TNP, versus only a single level of

entry in US. Police University and each police school have a recruitment duty which

coordinates recruitment process and selection procedures under the coordination of Police

Academy. Police cadets are recruited from the person who provides several requirements,

minimum standards are set by legislation, which are age, education, height (also balance

between height and weight), strong health conditions and finally positive background

investigation. Non-admission rates for applicants to Police University and Police Schools

are very high. In 2004, almost 60.000 people applied for Police University and just 100

people were selected, also for Police schools almost 100.000 people applied and 5.000
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people were selected. Both line officers and supervisors need to be passed above

mentioned requirements to recruit into TNP.

During the recruitment process, difference between segments comes from

different education requirements. The minimum education level required for a line officer

cadet is high school diploma with approximately 2.0 GPA, moderate score (min 105)

from OSS (university entrance exam) and maximum time passed afier finishing high

school is 7 years. On the other hand the minimum education level required for a police

supervisor cadet is high school diploma with at least 3.5 GPA (or graduation from Police

College), high score (min 170 which means top 20 percent of all OSS results) from OSS

(university entrance exam) and maximum time passed after finishing high school is 3

years and person has to explain to recruitment committee what he/she has done during the

3 years.

(b) Education: Education includes training activities provided in police training

institutions for cadets before they join TNP as professionals. There are four types of

schools for the TNP: National Police Academy, Police College, Police University, and

Police Vocational Schools of Higher Education (last two are attached to National Police

Academy). Police College and Police University are designed for preparing supervisors;

Police Vocational Schools of Higher Education are designed for preparing line officers.

Police College, Police University, and Police Vocational Schools ofHigher Education are

the boarding schools and all expenses are covered by TNP.

For supervisors: The Police College is 4 year boarding vocational high school.

Police College prepares the cadets for police academy; cadets have direct access to

continue their education in Police University afier passing entrance exam (success rate
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almost 100%). The curriculum of the police college is akin to a high school curriculum

(regular high school has 3 year educational period in Turkey) with additional 1 year

foreign language (English, German and French) preparation course; nevertheless, the

education particularly concentrated upon discipline and hierarchy. The age of applicants

for the police college changes between 13-17 years old both male and female (since

2003) youths.

The Police University (newly called as Faculty of Security Sciences) is a 4 year

university degree police management school prevalently focuses on law courses. Cadets

receive a nearly same education as the law school students receive in Turkey. Police

college graduates, high school graduates (after passing several exams), and international

Students (since 1991) are accepted to the Police University. The graduates of Police

University directly join the TNP with the rank of sergeant.

For Line Officers: Police Vocational Schools of Higher Education are 2 year

police vocational schools which aim to train police line officers for TNP. During this

two-year course period, police cadets are tested in their intelligence and knowledge of

policing. Currently there are 25 police vocational schools of higher education exist

throughout the Turkey. Afier general recruitment process, all successful applicants

randomly distributed to these 25 police schools. Only seven of them has special

dormitory for female police cadets, for that reason female police cadets are sent to these

seven police schools. Police school training is primarily vocational in its curricula, which

cadets focus on instrumental topics such as law, firearms, search and seizure, criminal

scene investigations and etc. Success rate (graduate rate) of police schools are almost

99%.
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Between middle managers and top managers: In the 905, Turkey has experienced

a lot of improvements across the all areas, from social life to work environment. Along

with these improvements, also police middle managers have started to realize that they

have the potential; they should have improved themselves during their career. After 1997,

most of the middle managers have been tried to seek graduate degree. Beyond the Police

University training and work knowledge, graduate studies have given to middle managers

more liberal, innovative, open-minded and critical perspective than their predecessors.

This new knowledge also affects their occupational value systems and paradigms and it

triggers the conflict, which will mention below, between middle and top managers.

 (c) Boarding school: Aforementioned training institutions are the boarding

training institutions, which mean cadets have to stay in these facilities at least 5

weekdays. Cadets, who have first-degree relatives (parents, married sisters and brothers)

live in same location with training institution, may get permission to stay with them

during the Friday and Saturday nights. Most of the supervisors, who graduated from

Police College, spend their 8 years at these boarding schools. Remaining supervisors

come from high school; also spend their 4 years at the boarding school. For line officers

time in boarding school is 2 years. These obligatory staying provide suitable environment

for interaction and sharing and establish strong relationship (mostly far beyond the

friendship) amongst the cadets, which continues throughout their entire life. Same

education, socialization and the training/education enable police officers and police

supervisors to hold similar values, beliefs and assumptions with other police officers and

police supervisors.

 



((1) Promotion: Promotion in TNP, generally, compromises seniority (how many

years served in that rank) and merit (in TNP, which means good service record not

eligibility). Since in TNP police supervisor and police line officer come from different

sources, line officers almost don’t have any chance (not impossible but very unlikely) to

promote above rank. Line officers laterally move from one position (patrol officer) to

other positions (such as detective bureau or anti-terrorism unit, etc.) but those movements

don’t form a change in the rank status. From several perspectives promotion process

increases the differences amongst segments. First of all, promotion procedures increase

the gap between supervisors and line officers. Secondly line officers loose one of the

motivation sources which come from promotion expectation. Thirdly, none of the

supervisors (except very few supervisors) have any line officer (patrolman) experience

which prevents likely empathy amongst ranks. Fourthly, supervisors see promotion

process as a legal right; on the other hand line officers try to convince top command to

open examination for line officers to promote some of them as sergeant. Currently, big

debate about this issue is going on and each segment try to convince top commands as

their arguments is better than others. This debate brings each segment’s member close to

their segment and increases their bonds to members ofthe same segment.

Another thing related to promotion process is, external qualifications (such as

graduate studies) aren’t considered in the promotion process. Many middle managers

have (or try to have) different external qualifications to improve themselves and also

demand those qualifications to be considered in the process, on the other hand top

command want to continue old promotion system which doesn’t consider eligibility and

give big discretion power to top command to decide who will be promoted to upper
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levels. This conflict also approximates people in same segment and two segments

become estrange with each other.

(e) View of police role: Although all three segments share the goal of maintain 

secure and safe district, they are different on the how this goal can be obtained. All of

three segments have different priorities concerning to police role. Top commands, in

most cases, have comprehensive perspective pertinent to police role and in addition to

reducing crime rate, they have to pay attention to other aspects ofpolicing. They consider

powerful actors (political actors, media and strong lobbies) View about policing and give

much of their attention to powerful actors concerns. Also top managers support the idea

of tough policing and minimal relationship with citizen and their subordinates. On the

other hand middle managers believe that new technology and new knowledge on policing

can help police department to improve the quality of life of the district for that reason

they claim that technology, partnership with citizen and lower level personnel,

continuous learning and openness to new ideas are the essential part of the new policing.

Middle managers give notice to pro-active side of policing and try to include community

into policing. Middle managers, to certain degree, see themselves as a servant of

community and give importance to concerns of community. Since middle managers open

to change and innovation and also new knowledge related to their area, they prefer to see

policing as a community oriented and pro-active rather than incident driven policing.

Line officers mainly focus on two things on duty; first don’t get into trouble and safety

first, second get job done. In order to handle workloads they develop ‘shortcuts -

routines’ (Lipsky, 1981), they categories certain type of people based on their

experiences, which increases the efficiency. As Skolnick claims for US line officer
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current study also agree with that for TNP line officers that due to dangerous nature of

police job, line officers develop possible shortcuts to decrease their vulnerability to

danger. Line officers don’t so much attention to concerns of community. Specifically top

commands and line officers have different job priorities. Top command want to

implement policies which represent the organizations; on the other hand line officers

mainly consider overwhelming workload, limited resources and environmental

constraints making decisions giving their jobs done.

(f) _W_ork: Working conditions in TNP differs based on rank, location and unit.

Several distinctions can be made based on working condition: such as headquarter

personnel vs. city police, street level police vs. unit police (such as detective), top

command vs. supervisors vs. line officers. Officers can move from street to headquarter

or unit but one thing is clear that line officers can not likely (not impossible) to move the

supervisor position. For that reason argument in here is, different working conditions and

requirements between line officer and supervisors also produce fragmentation amongst

the officers. For example, in precincts, which operates 24/7, normally (depends on the

size of city /district and crime rate) one captain, 3 sergeant / lieutenant and 40-50 line

officers works based on shift system. In that shifi system generally each of the three

groups works 12 hours a day and takes 24 hours day off. Under this difficult work

condition, captain never takes day off; he/she is expected to be on duty 24/7. For

moderate police precinct, each group consists of 1 sergeant/lieutenant and approximately

15 line officers. Sergeants/lieutenants, who work in that precinct, can see each other

during the shift change and make information change. Contrary to the US precinct

system, due to'the several different reasons (such as another police unit makes patrol and
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also limited resources, etc), generally police officers stay in police precinct and wait calls

(call driven policing), when they get call, they go the incident location and take what they

need and turn back the station for paper work and examination. Line officers spend their

time with other line officers during the duty. On the other hand sergeant / lieutenant tries

to manage this busy schedule and rapports situations to captain when it is necessary and

interact with his/her term-mates (graduated same year) who work another precincts at the

same time. Both line officers and sergeant increases their relationship with their peers

(promotes sub-cultural boundaries) instead of making bridges between ranks, which

causes increasing social network into social system (values, beliefs etc.) that defines the

day-to-day practices of policing. The increasing specialized nature of management has

isolated top managers and middle managers from their subordinates. The more their

functions allow them to interact with other members of the subculture the more powerful

their subculture identity will be. Studies conducted in western world shows that more

socialization brings more impact on work related decision making happen in the police

organization (Reuss-Ianni, 1983). Unfortunately, neither quantitative nor qualitative any

study hasn’t been explored the TNP police organizational culture in detail.

(g) International trmng experience: In 1997, a few middle managers started to

seek training and education opportunity outside of the Turkey, after fiilfilling the formal

bureaucratic requirements and convincing the top commands, first group of TNP officers

went to US, Germany and France. Up to 2006 almost 200 police officers have been

outside of the Turkey to get graduate degree. Basic requirements for applying to this

education process are: accepted foreign language certificate (English, French, and

German), being maximum 35 years old, at least 3 years work experience, no bad record

35



for last 3 years and successful work background. These requirements extend the existing

gap amongst the three segments. First of all accepted foreign language certificate makes

application almost impossible for line officers, up to now all applicants have been come

from middle and top command segments. Secondly, since regulations order that

maximum age for international graduate study is 35, almost all of the participants (also a

few top commands) of this education opportunity come from middle managers segment.

Thirdly, almost all applicants come from middle managers segment; this reality also

encouraged other middle managers to seek graduate degree in or outside of Turkey to

catch their term-mates. This informal obligation gives middle managers a chance to

improve themselves.

(h) International work experience: After UN solved the conflict in old Yugoslavia,

many member countries sent their police officer (every country has limit) to serve as a

peace officer in old Yugoslavia. Also TNP started to send police officers to peace officer

duty after 1995. Up to know more than 1000 TNP officers has been sent those duties

from old Yugoslavia to Sierra Leonine. Basic requirements for applying international

mission duties are: accepted foreign language certificate (English and recently also

French), being maximum 35 years old, at least 3 years work experience, no bad record for

last 3 years, successfiil work background, excellent driving ability. All these requirements

are same with aforementioned graduate degree opportunity; exception is accepted foreign

language certificate is not required high points as graduate study does. As expected,

almost all applicants for these duties come from middle manager segments and as it

happened in graduate degree, these duties also strengths their informal bonds with their

segment. They. share same work environment (danger and being in different country),
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same difficulties (mostly away from their families) and also same gaining (money,

advancing their language, knowing other countries and learning new things). Those

police officers also encourage their tenn-mates to apply UN or AGIT duties and to go

outside of Turkey. Each new international duty increases the gap between middle

manager segment and other segments, specifically top command segment.

(i) Social background: As J. Martin (1992) mentions social values play an

important duty in any organizational culture and which is also true for TNP. Police line

officers mostly come from low-income families and rural areas. They carry their social-

cultural values with them to police occupation. Main social~cultural values of police line

officers are conservatism, nationalism, rely on their cultural and religious values (such as

humbleness, modesty, not lies, etc.) Rural culture of Turkey support teamwork and

cooperation and not promotes individual behavior. On the other hand police supervisors

mostly come from middle-income families and urban areas. Urban culture of Turkey has

transformed some of the values of traditional social culture and changed some of them

with western values (such as humbleness with self-importance etc.) Competitive nature of

the promotion system also advances these new values. These value differences affect

segments’ paradigms and work perspectives and all of them cause the estrangement

between segments.

(j) Environment: Without taking into consideration the effects of social political

environment of police, it might cause misinterpretations of organizational culture. Police

departments are confronted with multiple and often opposing demands. In Turkey, police

officers face with following dilemma numerous times; each of due process and crime

control perspectives are held by powerful actors (community, lobbyists etc.) which have
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ability to provide resources, and organizations confronted with problem of either follow

due process or crime control. Whether due process or crime control, most of the time

organizations have to select one of them, which mean losing other resources. According

to resource dependency theory, organizations need resources in order to sustain

themselves. As a result, organizations depend on the environment and others who control

resources that the organization needs. “Power organizes around critical and scarce

resources” (Pfeffer & Salancik, 1978, p.259) and is given to those who regulate the use,

access and allocation of those resource. These dependencies create external control

situations. Resources that flow into the organization are inherently affected by power

through organizational environment factors. Organization gives up some of its autonomy

in exchange for resources. Also as institutional theory argues that organizations, which fit

to the directions of their environment, are seen legitimate and reduce the risk of losing

support and having their activities questioned.

Although each segment feels political pressure different than each others, all of

them feel political pressure and this pressure affects their work and even their life.

Political environment promotes environmental pressure on police work and this pressure

mainly makes impact on higher ranks. For top managers the easiest way to seek

legitimacy for their organization is to modify their structure so that the organization

seems as though it is fitting to myths of its environment. Creating special gang unit, or

community policing liaison bureau might be seen as an effort to "signal" to their

institutional environment. Also top managers consider the importance of the political

pressures before taking almost any decision; police top managers have built the usual

practice of pursuing political power and relationships in the situations like promotion and
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placement in a desired position and rank. This mentality creates difference amongst the

ranks. Middle managers also consider (not so much like top commands) political pressure

to continue their promotion without any interrupt. Political pressure is less likely seen in

line officer segment.

(3) Environmental Factors:

In this study, location of the police department was used as an environmental

factor, and assumed that in TNP, environment of the police department may have affect

on police officer’s perceptions. Because of the following reasons, this study does not

expect so significant differences amongst the locations of the police departments.

Location of the Police Department:

Since Turkish police force is national, and all police agencies work under the

authority of Ministry of Interior, centralized structure and training system assures

theoretically identical police agencies throughout the Turkey that would allow this study

to expect similar perceptions related to police organizational culture across the Turkey.

This dissertation does not ignore the environment affect on the police officers’

perceptions and also assumes that because of the city’s environment some of the

dimensions can be differently understood by police officers in different cities. This study

believes that in addition to aforementioned TNP structure and centralized management

style, obligatory movement of the police officers (each 4-5 years police officer has to

move another part of the Turkey) minimize (not eliminate) the environment’s affect on

the police officers’ perception. For that reason current study assumes that location of the

police department may have affect on the police officer’s perception but most of the

dimensions do not differ across the nation by location of the police department.
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2.5. Socio-Cultural and Structural Differences between Two Countries

Before moving to organizational culture effects on police perception in the

following chapter, this part of the dissertation directs attention to fundamental differences

between Turkey and United States based on socio-cultural and structural features of two

countries. In addition to individual and organizational factors’ affect on police officer’s

perception, national and social cultural environment has also crucial affect on police

culture and police behavior. National cultural values plays significant role in shaping

officers’ perceptions and reactions to organizational dimensions. Currents study argues

that different levels of cultures have different effects on organizational culture and police

culture can not be completely understood without taking into consideration those effects

of larger culture. From the police organizational culture perspective, differences between

Turkey and the US. can be basically described in the two categories: (1) socio-cultural

differences, and (2) differences in police systems (structural differences).

Socio—Cultural differences:

Since this study targets both Turkey and the US. as study sites, it is reasonable to

mention cultural differences between two countries. Hofstede (1984a), in his well-known

study, used a large database of employee value scores collected by IBM between 1967

and 1973. He compared fifiy countries and three regions based on their ethnological

culture dimensions. Based on his findings he developed a model that includes four

dimensions to differentiate cultural values of countries. These four dimensions are: (a)

power distance, (b) uncertainty avoidance, (c) individualism vs. collectivism, (d)
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masculinity vs. femininity. Based on Hofstede’s cultural value scale, this part of the

study focused on socio-cultural differences between two countries.

(a) Power distance: Focuses on power distribution in society and indicates how

removed subordinates in an organization feel from their supervisors. In high power

distance culture inequality is accepted; equality and opportunity distribution is for group

of people (e.g., powerfiil tribe) not for everyone. As Hofstede states “inequality exists

within any culture, but the degree of it that is tolerated varies between one culture and

another” (1984b, p.390). And also in high power distance culture subordinates learn that

it can be dangerous to question a decision of the superior (1984a, p.73). In low power

distance culture, inequalities and status symbols are minimized; subordinates’

participation to decision-making process is expected. In small power distance societies

“people can accept new and less powerfiil roles and still continue functioning” (Hofstede,

1984b, p.395). Hofstede looked at the nations responses on there questions: (1) how far

they would prefer a superior who makes decisions in a manner which is directive vs.

consultative, (2) how often subordinates feel afraid to disagree with their superiors, (3)

how far their own superior in their eyes is directive vs. consultative. He calculated

nations’ average scaled responses and rank-ordered the nations from high to low.

Superiors with higher scores are inclined to be autocratic or paternalistic. On the other

hand superiors with lower scores are inclined to be relatively participative.

He found that for power distance dimension, education was the most dominant

factor. One additional year education lowers power distance score by around 18 point

(Hofstede, 1984a, p.77). As seen in the table 2, USA is located on the small power

distance; Turkey is located on the relatively medium-high power distance (highest
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number for power distance is 94 —Philippines and lowest score is ll-Austria). As a high

power distance country, Turkey has centralized structure with several hierarchical levels

and power is in the hands of the a few individuals at the top of the each organization’s

hierarchy and most of the time Turkish people readily accept hierarchical organization

structure and inequality in the power distribution. Autocratic leadership and close

supervision are expected management style by the subordinates. Top-level managers and

even supervisors don’t want to share their power with subordinates, don’t want to discuss

their decision with them. Most of the time shared decision-making is seen weakness of

the management. As a low power distance society, US. has decentralized structure and

people tend to minimize inequalities and hierarchy in the organization.

(b) Uncertainty avoidance: Gives idea about the tolerance for uncertainty within

that culture. Hofstede used three different questions to evaluate nation’s perception on

this dimension; (1) how readily company rules should be broken, (2) how long the person

responding is likely to stay with the company, (3) how often he or she fells nervous or

tense at work. High uncertainty avoidance score reflects people in that culture seeks

certainty and security and intolerant for personal risk. Person in uncertainty avoiding

society is more often nervous about what happen and he/she doesn’t want to make his/her

situation more uncertain/unclear by leaving the security of their job. Uncertainty avoiding

culture tries to avoid uncertain, unclear and unstructured situations by establishing more

rules/policies and creating career stability. People in uncertainty avoiding culture are

more tolerant of unfairness and inequality and less tolerant about personal risk taking.

“Cultures with a strong uncertainty avoidance are active, aggressive, emotional, security-

seeking, and intolerant” (Hofstede, 1984b, 390).
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Table 2. Ethnological culture dimensions for Turkey and US. (Hofstede, 1984a).

 

 

 

Power Distance Uncertainty Individualism Masculinity I

Avoidance

Turkey 66 85 37 45

U. S. 40 46 9 I 62

      
 

Low score indicates relatively tolerant for unstructured/unclear situations and less

tolerant for unfairness and inequality. In weak uncertainty avoidance culture, personal

risk taking is acceptable. “Cultures with a weak uncertainty avoidance are contemplative,

less aggressive, unemotional, accepting of personal risk, and relatively tolerant”

(Hofstede, 1984b, 390).

There is big difference between two countries based on uncertainty avoidance

scale; Turkey is placed on the one of the highest places in this scale which is expected.

Turkish culture gives great credit to discipline and rules, for that reason people seek

certainty in their life (highest score is 112—Greece, and the lowest score is 8-Singapore).

Rigid rules, formal procedures, specific/narrow guidelines and long-term job career

stability are the main characteristics of the Turkish organizations. Any change effort can

get high-level resistance from the all level of the hierarchy and to avoid conflict

supervisors and managers tend to behave authoritarian rather than consultative or

participative.

(c) Individualism vs. Collecm: Looks for what extent society encourages

individual or collective values. "Individualism describes the relationship between the

individual and the collectivity which prevails in a given society. It is reflected in the way



people live together, for example, in nuclear families, or tribes; and it has all kinds of

value implication (Hofstede, I984a, p. 213). High score suggest that individualism in that

society is encouraged and valued and that the society is loosely integrated. Hofstede

claims that individualistic cultures reflected in a stronger desire for challenging work and

freedom in doing it, yet having time left for a private life beyond one’s employer.

Although in the individualistic organizations job cannot invade person’s private life, job

comes before the relationship. People in the individualistic culture place personal goals

beyond the collective goals and tries to maintain individual freedom and personal

responsibility for their actions. Individualistic culture emphasizes the ideal of being a

good leader rather than being a member and gives importance to the values of individual

success, achievement, self-actualization and self-respect.

Low score reflects that society gives more value to group’s interests rather than

individual’s interests and that society is tightly integrated. "From birth onwards are

integrated into strong, cohesive in-groups, which throughout peeple's lifetime continue to

protect them in exchange for unquestioning loyalty" (Hofstede, 1991, p.51). Person in the

collectivist culture learns to think him/herself as ‘we’ rather than ‘I’ (Hofstede, 1984b).

Collectivist cultures are reflected in a stronger vale given to the provision for everyone of

training & good working conditions. Collectivist cultures emphasize a tightly integrated

social system in which members distinguish between in-groups and out-groups. For

collectivist society, personal freedom can be sacrificed for the benefits of the society.

And being a good member is always emphasized and seen as the ideal person type.

Collectivist society protects “interests of its members but in turn expect their permanent

loyalty” (Hofstede, 1984b, p.390). Loyalty to group/organization or society is seen as
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crucially important and “breaking loyalty is seen one of the worst thing one can do”

(Hofstede, 2004, p.75) and person cannot detach him/herself. Although in the collectivist

organizations, job can invade person’s private life, relationship has precedence over the

job/task and “members expect the employer to take account of family problems and allow

time to fiilfill family duties, which may be many” (Hofstede, 1984b, p.394).

Individualism is the highest dimension of United States, which is also the highest number

amongst the fifty countries (Lowest score is 6—Guatemala, highest score 91—US.). As a

collectivist society, in Turkey, organizations are responsible for employees, importance

attached to training and use of skills in jobs, seniority is essential for qualification rather

than previous performance, moral involvement with company, staying with one

organizations are desirable and being good member is expected, personal relationships

and knowing right person is important for career and lastly group decisions and

conformity with the group/organization are always preferable on the individual decisions.

(d) Masculinity and Femininig: Based previous literature Hofstede claims that

women attach more importance to social goals, such as helping others, relationships and

the physical environments; on the other hand men attach more importance to ego goals

such as careers and money (Hofstede, 1991). High score on masculinity reflects men

dominated society and low score reflects, “relatively overlapping social roles for sexes”

(Hofstede, 1984b, p.390). Masculine and feminine work goals differ across countries. In

higher masculine cultures people gives more attention to masculine values and opposes

feminine values. Such as promotion, advancement, challenging nature of the work, the

chances of higher earnings and individual recognition are the goals. Higher masculine

work organizations promote material success, assertiveness and competitiveness and
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respect whatever is big, strong and fast. Person’s performance is count and money

matters. In high femininity society, working with cooperative colleagues, having good

relationship with your superiors and managers, secure employment, being able to reside

in desirable area and quality of life are more important goals (Hofstede, 1984a). Turkey

is located on the feminine side of the scale and US. is placed on the masculine side (the

highest score is 95-Japan and the lowest score is 5-Sweden).

In the conclusion, as shown in table 6, Turkey’s culture is high in power distance

and uncertainty avoidance and low in individualism and masculinity. On the other hand

United States’ culture is high in individualism and masculinity, low in uncertainty

avoidance and power distance. Although Turkey has divided into 7 (seven) different

regions and some cultural and economic variations exist among these regions, there are

strong similarities in the values, beliefs, customs and general behavior patterns of the

Turkish people.

Differences in the police system:

Several important differences can be found between US. and Turkey police

systems. First, decentralize and centralize structure of the police agencies. US. has 51

criminal justice systems, one federal system and also approximately 50.000 agencies are

in state, federal or local government employed to serve as criminal justice organizations

(police agencies, court, corrections, etc). Because of the fact that the criminal justice

system in US. is overwhelmingly divided, every town, village, and city have their own

police force and their own town courts, village courts, and city courts therefore dictating

different levels of jurisdiction. State has limited control on local systems, which gives
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local police departments, a strong power and emphasize local interests. This structure is

highly consistent with Hofstede’s argument about the US. The US. has the highest score

on the individualism scale and individualistic values are emphasized. Thus, the US.

culture is compatible with decentralized criminal justice system. Contrary to the United

States’ decentralized police system, Turkey has national police force and one CJ system

all over the country. State has extensive control on each city police departments and

meeting state needs rather than seeking local needs is well regarded. Centralized structure

is the traditional characteristics of Turkish history. National police structure and highly

centralized system support Hofstede’s claim that culture is high in uncertainty and power

distance are more likely have highly structured centralized pyramid structure. Turkey is

placed on the higher part of the uncertainty avoidance and power distance indexes, which

is compatible with highly centralized police structure.

Second, because of the divided nature of CJ system in US., it is almost

impossible to state any community’s values or needs in general or abstract form.

Although different criminal justice systems across the US. share few variables in

common, these variables are also weak and have different degree of influences. The

United States’ CJ system is characterized by loosely coupled and overlapping roles. As

mentioned before, Turkey has one common CJ system and every jurisdiction is obliged to

use that.

Third, police training in the US. is responsibility of local police departments and

each local department prepares its curriculum for meeting local needs rather than seeking

national consensus or standard. In Turkey, national nature of police system, all police

training standard for each police school and coordinated from center. Training
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department at headquarters develop in-service training curriculum and send it to whole

districts also Police Academy develop curriculum for every police schools throughout the

Turkey.

Fourth, community policing have changed the police role, police-environment &

police-citizen relationships. Many new functions (such as, neighborhood problems) are

included into the police role and creation of stable police jurisdictions increase familiarity

between police officer and citizen. These changes encourage police officers to make

changes in the old style policing (strict law enforcement and aggressive policing tactics)

and employ new policing styles (service oriented style) to handle police job. Most of the

police departments in the US. are created by their local lawmaking authority and operate

under the municipal government with almost no direct political interference. This local

police system responsive to local people’s needs and concerns rather than government’s

needs. Although in the US. policing is mostly community oriented, that is police is

responsible to serve the community, in Turkey, police share responsibility of central

control and serve as a tool of the state. Since citizens have responsibilities rather than

rights against the state, police evaluates state’s concerns above the citizens concerns.

Police officers perceive their first priority as to serve the government rather than serving

the citizen and thus police are always seen as a government agency rather than public

servant.

Fifth, based on decentralized structure and community oriented nature of the US.

police system, it is reasonable to assume that different perceptions pertinent to police role

and police occupation exist across the nation and monolithic police culture assumption

can be misleading. On the other hand highly centralized structure ofthe TNP and historic
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role of the police force us to assume that police officers’ perception regarding to their

organizational culture don’t vary across the departments and socio-cultural environment’s

affect on policing most likely be similar across the police departments in the Turkey.

Sixth, person from the individualistic culture enjoys maintaining and using his/her

freedom and this characteristic is reflected in the US. police system as autonomy of the

police officers. In the most of the police departments, one-patrol officer carries patrol

duty and responsibility for decision-making most of the time is given that individual

patrol officer. This autonomy is perfectly explainable by individualist and lower power

distance nature of American society. On the other hand, in TNP, patrol duty is carried out

by minimum three police officers and instead of individual responsibility; group

responsibility is essential in the patrol duty and responsibility for decision-making most

of the time is given to supervisors rather than line officers. Also this feature of TNP is

perfectly compatible with the collectivist and higher power distance nature of Turkish

society.

Because of the location, long history and new management style, Turkey has

heterogeneous culture that includes both individualistic and collectivist cultures. After the

collapse of the Ottoman Empire, the new Turkish Republic was established in 1923.

During the new regime, Turkey has experienced tremendous changes in all aspects of

life. Specifically during the European Union membership process, Turkey has lived

through rapid changes in all areas and these changes have also affected cultural and

societal values. Collectivist society in urban area has started to give way to individualistic

values and collectivist society is almost transformed to individualistic society and

individual rights are emphasized more than before. Since policing has strong tie with its
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environment and wide culture and societal values sets proper style of policing,

aforementioned changes in the Turkish society has also affected the policing in Turkey.

New emphasis on human rights also started to limit police’s autonomy and discretionary

power.

Last 30 years many changes have been happened in the US. police organizations,

such as changes in the socio-demographic characteristics of officers (such as more gender

variation and also more educated police officers) and also change in organizational

factors (such as community oriented policing). These changes also have weakened the

officers’ (at least some of them) connection with the traditional policing and created

different understanding in the police organizations. These change effort is fairly new in

the TNP and principles of traditional policing hasn’t been challenged as happened to

some extent in the US.

Although aforementioned differences exist between two countries, their work

environments and police functions are very similar. Police officers in both countries’

work in danger and unsupportive work environments. Both police groups try to maintain

order, enforce laws, protect citizens and perform similar actions (such as issue tickets and

catch criminals). As prominent police scholars (Crank, 2004; Lipsky, 1980: Skolnick,

1994) assert that because of the different work related reasons police officers all over the

world share mainly similar behaviors, values, and opinions. They see ‘police work as

police work everywhere’. Similar occupational environments, police duties, and missions

of the police departments support our rationale to make comparison between two

countries’ police agencies to test the idea of integrative/monolithic police culture.
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CHAPTER III

THEORETICAL BACKGROUND & PRIOR RESEARCH

This chapter analyzes the literature pertinent to organizational culture and police

organizational culture and includes three sections. First section provides the discussion of

the concept and the framework of organizational culture. Second section examines

theoretical background of police organizational culture and explores previous studies

attempts to understand the police organizational culture. This section seeks to outline

police culture studies and looks at the integration and differentiation perspectives’

assumptions pertinent to police culture. Third section gives rationale for the examinations

of the organizational culture and subcultures.

3.1. Definition of Organizational Culture

When using organizational culture as a framework for analysis, it is crucial to

select a concrete definition of culture. Since scholars from different fields examined the

study of culture, definitions of culture can be found in many different versions and each

different definition brings different approach to study organizational culture. However

scholars differ on the generally accepted definition of culture. The concept of culture has

been used by anthropologists to study ethnic or national groups through ethnographic and

cross-cultural research (Louis, 1.985). In most interpretations, culture is viewed as

patterned ways of perceiving, thinking, and responding within a specific environmental

context.

The literature based on organizational culture is to a certain extent inconsistent



and lacks a clearly recognized definition. In organizational studies, mostly, the cultural

view, organizations are composed of unique cultural formations, is accepted. Varied

definitions are used in the study of organizational culture. Schein (1990) argued that

variations come from a normal process of studying culture through different fields, such

as anthropology, psychology and sociology. Also, Schein (2004) argues that although

extensive discussion about the concept of organizational culture indicates the importance

of organizational culture, it also produces problems for scholars and students to interpret

the same vague definitions and contradictory practices.

According to Reichers and Schneider (1990), formal writing on organizational

culture can be traced to Pettigrew (1979) who summarized how the anthropological

concepts of culture could be implemented to the study of organizations. Pettigrew viewed

organizational culture as a reality that lets peOple to act within a given environment.

According to Pettigrew, “Culture is the system of such publicly and collectively accepted

meanings operating for a given group at a given time. This system of terms, forms,

categories, and images interprets a people's own situation to themselves” (1979, p.574).

Pettigrew claimed that culture is a root of concepts, which include language, ideology,

symbol, belief, ritual, and myth. Also, Pettigrew argues that despite the immense varieties

of culture, language “can typify and stabilize experiences and integrate those experiences

into a meaningful whole” (1979, p.575). In addition to Pettigrew, Beyer and Trice (1993)

have written extensively on the study of the "culture forms" of an organization. This

includes rituals, myths, stories, symbols, rites and several other events.

Denison (1983, p.5) defines organizational culture as "the set of values, beliefs,

and behavior patterns that form the core identity of an organization”. Deal and Kennedy



(1982, p.15) describe organizational culture as a system of informal rules that makes

clear how people are to act most of the time. Barker (1999, p.41) explains organizational

culture as "a creative set of discursive formations that we use as needed to make our work

life meaningful, sensible and rational". Ouchi (1981, p.41) also defines the organizational

culture as “a set of symbols, ceremonies and myths that communicates the underlying

values and beliefs of that organization to its employees”. One of the definitions by

Moorhead and Griffin (1998, p.513-514) is that “organizational culture is a set of shared

values, often taken for granted, that help people in an organization understand which

actions are considered acceptable and which are considered unacceptable”. Schein

defines culture as a reference to ideas or behaviors that are shared or held in common by

a group/organization and Schein (1992, p. 12) gives prevalently cited definition of

organizational culture: “Culture is a pattern of shared basic assumptions that the group

learned as it solved its problems of external adaptation and internal integration, that has

worked well enough to be considered valid, and therefore, to be taught to new members

as the connect way to perceive, think, and feel in relation to those problems”. Cameron

and Quinn (1999, p.14) also share same definition of culture as the “taken-for—granted

values, underlying assumptions, expectations, collective memories, and definitions

present in an organization” and they considered that an organization’s culture makes the

organization unique and organizational culture is an ideology that organizational

members live with (1999, p.15). According to them, organizational culture provides

people with a sense of identity and unwritten, unspoken, unconscious courses of action

for how to get along in the organization while maintaining a stable social system within

their organizational environment. They insist that each culture is composed of “unique
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language, symbols, rules, and ethnocentric feelings” (p.15), which is reverberated by

what the organization values, its aim and goals and the management styles that permeate

the organization. Also Trice and Beyer (1993) see that groups of people develop

organizational culture to deal with struggles come from work environment. According to

Ott (1989, p8) "Organizational culture is like ordinary air. Usually, it cannot be touched,

felt, or seen. It is not noticed unless it changes suddenly". Based on all these definitions,

this study perceives organizational culture as shared understanding amongst the members

of the organizations which defines and informally enforce appropriate behaviors and

helps members of the organizations during the difficult situations gives them an

appropriate solution to deal with work related problems (such as, role ambiguity and

danger in the work environment).

3.2. Studies of Organizational culture

Several distinctions have been made in the organizational culture studies. In this

study, two ofthem will be concisely mentioned.

Culture as a root metaphor / Culture as a Variable (Smirchich, 1983)

Based on Smircich’s extensive literature review, she made distinction between

organizational culture studies as a variable (something an organization has) and/or a root

metaphor (something an organization is) and suggested that culture as a paradigm can be

used for understanding organizations. According to Smircich, studies that see

organizational culture as a variable (dependent / independent) are mostly consistent with

the fimctionalist perspective, which assumes that causal relationship between

organizational culture and other variables (such as performance, higher productivity,



satisfaction). These studies look for practical ways and methods for control and

increased efficiency for management.

Organizational culture studies assume that culture can be seen as a root metaphor

(Barley, 1983) and have different understanding and ask different questions compare to

‘culture as a variable’ view. These studies “tend to view culture as a lens for studying

organizational culture” (J. Martin, 2002, p4) and “consider organization as a particular

form of human expression” (Smircich, 1983, p.353). These studies also comprehend that

organization’s environment “exists only as a pattern of symbolic relationships and

meanings sustained through the continued processes of human interaction” (Smircich,

1983, p.353) rather than independent and objective entity. Smircich criticize this view for

being oversimplifying the richness of organizational culture and claims that studies of

culture as a root metaphor try to go beyond the causal relationship and get depth

understanding of “how is organization accomplished and what does it mean to be

organized” (Smircich, 1983, p.353).

Three Theoretical views of organizational culture (J. Martin, 1992; 2002; 2004)

According to J. Martin, most of the organizational culture studies use one of the

three different theoretical views, which are (1) integration, (2) differentiation and (3)

fragmentation.

Intggration: J. Martin (1992) summarizes the main features of integration studies

as a (1) organization wide consensus (2) consistency and (3) clarity.

Organization wide consensus: J. Martin defines organization wide consensus as a

core element of the integration perspective. Integration perspective assumes that

employees at all level of the organization agree with the dimensions of the organizational
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culture.

Table 3. Complementarity of There Theoretical Perspectives (J. Martin, 2002, p.95)

 

 

 

 

 

Perspective

Integration Differentiation Fragmentation

Orientation to Organization-wide Subcultural Lack of

consensus consensus consensus consensus

Relation among Consistency Inconsistency Not clearly

manifestations - consistent or

inconsistent

Orientation to Exclude it Channel it outside Acknowledge it

ambiguity       
Consistency: Consistency implies that shared behaviors and believes pertinent to

job and the environment in which job is carried out can be found among those performing

same job. Integration perspective includes three different consistencies, namely (1)

action, (2) symbolic, and (3) content.

Clarity: Clarity excludes ambiguity to “control the uncontrollable and bring

predictability to the uncertain” (J. Martin, 1992, p.51) Integration perspective seeks

sense-making which is essential to control behavior which disrupts harmony and

organization-wide consensus.

Some of the integration studies (such as Schein, I991) exclude ambiguity from

culture and claim that ambiguity isn’t the part of the culture. Integration perspective has

monolithic view about the organizational culture and sees deviation from consistency,

organization wide consensus and clarity as a problem rather than different cultures (J.
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Martin 2002). Parker (2000, p.61) sees integration perspective as ‘manifestation of social

engineering’ and assumes that integration perspective finds information in order that

managers can easily control the organization. Integration model looks dimensions of the

organizational culture and seeks way to explain how managers successfully create the

culture (Pettigrew, 1979) and control the organization. Major part of the integration

studies select managers and professionals as representative of organizational culture

(such as Schein, 1996) and examine their views.

Organizational culture is seen as ‘glue’, which holds members of the organization

together (Siehl & Martin, 1984). Integration view asserts that organization needs to be

agreed upon values, norms and orders to survive. Each part of organization works to

maintain balance and to arrive to equilibrium after big changes / new circumstances in the

organization. This equilibrium can be achieved by way of accepting, maintaining and

enforcing norms, values and orders of organization (Schein, 1990). Integration

perspective views change is occasionally necessary but it must take place over a long

period of time, which gives organization a chance to adapt without disturbing normal

performance. Integration view inclined to (almost) ignore different understandings about

the organizational culture in favor of the assumption of unity. Most of the organizational

culture literature emphasizes the integration perspective (Davis, 1984; Deal & Kennedy,

1988; Killmann et al., 1985; Peters & Waterman, I982; Schein, 1990). Integration

perspective assumes strong connection between organizational culture and performance

in a way that stronger organizational culture has superior organizational performance

(Gordon & DiTomaso, 1992; Killmann et al., 1985). Fundamental assumption of

integration perspective is that the dimensions of an organizational culture represent
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organization and people in the organization and organizational culture is unique to a

given organizational context (J. Martin, 1992).

Some of the proponents of the integrative perspective argued that strength of the

organizational culture is directly related to effectiveness, productivity and job satisfaction

(A. Brown, 1995; Campion, Medsker, & Higgs, 1993; Deal & Kennedy, 1982; Killmann

et al., 1985; Kerr & Slocum, 1987; Kotter & Heskett, 1992; Peters & Waterman, 1982;

Sackman, 1991.; Sims & Gioia, 1986). These studies claim that general consensus and

clarity on the values produces commitment and enthusiasm which finally leads efficiency

and productivity (Bateman & Strasser, 1984; Begley & Czajka, 1993; Kirkman &

Shapiro, 1997; Lincoln & Kallberg, 1985; Logan, 1984; O’Reilly, 1989; Sheridan, 1992).

Differentiation: J. Martin and Frost (2004) mention three main characteristics of

differentiation studies; (I) interpretations are inconsistent, (2) consensus within the

subculture rather than organization wide, (3) clarity be found within subcultures rather

than organization wide. Differentiation perspective sees organizational culture as a nexus

of environmental influences and subcultural characteristics rather than unitary (J. Martin,

1992). Differentiation perspective assumes that organizational culture has multiple

segments and each segment has different understandings pertinent to dimensions of the

organizational culture (Gregory, 1983). Therefore, differentiation perspective gives main

attention to subcultural differences in the organization (J. Martin, 2002). Horizontal

subcultural differences (looks differences across functions, works, etc) and vertical

subcultural differences (differences between different hierarchical levels) are two of the

most common examples of differentiation perspective. Differentiation perspective

develops different explanation of organizational culture, which assumes that organization

58



has subcultures and permits for competing goals (Riley, 1983) and focuses on consensus

within subculture rather than organization wide.

Table 4. Implications of the Three Perspectives Regarding Cultural Change (J. Martin,

2002, p. 149)

 

 

 

 

 

Perspective

Integration Differentiation Fragmentation

Role of leader Leader centered Teams of leaders can Power diffused

have secondary among individuals

influence and environment

(hegemonic

discourse)

Role of Can have some influence Environmental Boundary between

environment but is separate from influences salient: environment and

culture can be external (jolt) organization

or enacted (nexus permeable and in

approach) constant flux

(nexus approach)

Action Top-down control by Little direct advice to Individual seen as

implications leaders, or seek culture- managers or powerless or as

strategy fit, or question subordinate groups able to contribute

normative ability to intellectually to

control culture undermining

hegemonic

discourses      
 



Part of the differentiation studies focus on single subculture and give extensive

picture of that culture, police organizational culture studies can be included in this

category. As discussed in the next part of the paper, those police organizational culture

studies narrowly focused on line officer subculture. Other differentiation studies

emphasize at least two different kinds of subculture which most of the time conflict with

each other. M. Young (1991) looked at different perceptions amongst the shop floor

culture, work wear machinists culture, and bag machinist culture. Also Van Maanen

(1991) studied employee culture in the Disneyland and argued that separate supervisor

culture and submarine operator cultures exist. Although differentiation studies include

and briefly mention the demographic subcultures (eg. Bartunek & Moch, 1991; Rosen,

1991; Van Maanen, 1991), main emphasis was placed on occupational subcultures. “In

most differentiation studies, demographic grouping are mentioned ‘in passing’ rather than

analyzed in depth” (J. Martin, 1992, p. 92).

Fragmentation: Fragmentation view can be simply defined as ambiguity. These

studies emphasize ambiguity as a core concept of culture rather than clarity.

Fragmentation perspective focuses on multiplicities of interpretation, which produces

multiple interpretations with constant flux, rather than the idea of permanent subcultures.

As J. Martin mentions, “The fragmentation perspective the most difficult perspective to

articulate because it focuses on ambiguity, and ambiguity is difficult to conceptualize

clearly” (J. Martin, 2002, p.104). Contrary to integration perspective, fragmentation

perspective sees ambiguity is normal and inescapable part of organization and focuses on

“multiplicities of interpretation” (2002, p. 107).

Taken together these three perspectives J. Martin asserts that ‘each of them
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oppose each other on the three dimensions of comparison: (1) the relationship among

cultural manifestations, (2) the orientation to consensus in a culture and (3) treatment of

ambiguity (see table 4 and table 5). She concludes that each of them complete each other

in a precise way (J. Martin, 2002, p. 120) and it is misunderstanding to reach a conclusion

that an organization has a culture that best represented by one of these three perspectives.

Table 5. Level of Analysis and the Three Perspectives (J. Martin, 2002, p.152)

 

Perspective

 

Level of Analysis Integration Differentiation Fragmentation

 

Organizational Consensus throughout

the organization; goal is

assimilation and

No organization-

wide consensus;

organization is

Issue-specific

attention with no

consensus; patterns

 

 

  member of the culture  multiple subcultural

identities  

conformity cluster of of issue activation in

subcultures flux

Subcultural No important Relation of Subcultural

subcultural differences; subcultures can be: boundaries

subculture can represent Enhancing, uncertain,

whole Conflicting fluctuating, blurred,

Independent nested, over-lapping

Individual Self-unified, constant, a Self composed of Self fragmented, in

flux; no central unity

  
For this study, J. Martin’s framework constitutes the foundation of the theoretical

framework. And this study use both integration and differentiation perspective to get

better understanding about the organizational culture and to investigate different
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subculture in the police organization. Because of the difficulties of measuring

fiagmentation perspective, current study excludes fragmentation perspective.

3.3. The Rationale of Organizational Culture

A crucial theme common to all aforementioned definitions is that an organization

develops its culture by arriving at a shared understanding. Getting to a shared

understanding takes for granted that members have entree to a common communication

system, in which communicated messages mean the same thing to each member.

Strength of the internal culture depends on how many dimensions are similar among

members (Denison, 1990). Organization will be more or less effective in creating the

overall shared meaning among the members.

Weick (1979) suggests that an organizational culture can be considered as a

socially constructed phenomenon, possessing a distinctive manner of behavior, which is

shared among its members. Perceptions are influenced by prominent characteristics of the

organization. According to Schein (1985), the creation of an organizational culture is a

complex process, and researchers have postulated many processes that might create a

culture. Schein (1990, p. 111) explains processes of organizational culture as "(a) a pattern

of basic assumptions, (b) invented, discovered, or developed by a given group, (c) as it

learns to cope with its problems of external adaptation and internal integration, (d) that

has worked well enough to be considered valid and, therefore (e) is to be taught to new

members as the (f) correct way to perceive, think and feel in relation to those problems".

Also Willmott (1993, p.2) explains the rationale of organizational culture as

"First, it conveys a sense of identity for organizational members Second, it facilitates
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the generation of commitment to something larger than the self... Third, culture enhances

social system stability And fourth, culture serves as a sense-making device that guide

and shape behavior".

According to Schein (1985), besides internal adoption, the organization also needs

to take care of its surroundings in order to live (external adaptation). While the internal

integration deals with the creation and maintenance of the organization itself, external

adaptation gives the organization the means for taking care of the environment and

promising remain alive. S. Feldman (1988, p.57) argues that "organizational culture is

seen as a set of meanings created within the organization but influenced by broader social

and historical processes". Members of the organization evolve some rules or premises

(how to get, interpret and use information) concerning the characteristics of the

surroundings. People regularly try and Optimize these assumptions as needed. Due to

external adaptation and internal integration, A. Brown (1995) sees organizational culture

as continuous processes of development and change.

Researchers have proposed that organizational culture can influence such outcome

variables as productivity, effectiveness, performance (Denison, 1990; Denison & Mishra,

1995; O’Reilly, 1989), job satisfaction (Jackofsky & Slocum, 1987), innovativeness

(Lorsch, 1985) and leader decision making (Sapienza, 1985). This study agrees with the

Schein’s (1992) arguments pertinent to importance of studying organizational culture and

argues that without examining the underlying assumptions of organizational culture, it is

almost impossible to explain organizational development, organizational change (lack of

congruence between change programs aim and line officers’ goals) and resistance to

change. And concept of the organizational culture is understood in this dissertation as a
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great extend (or partly) agreement on behaviors, values and perceptions in the

organization. One of the missing points in the aforementioned definitions is that what

extend culture is accepted and implemented on a common ground by the employees. For

that reason current study questions the monolithic view (integration view) of the

organizational culture and seeks to explain whether employees’ perceptions change by

individual, organizational and environmental factors. And following Martin’s (1997)

suggestion this study seeks to uncover and interpret aspects of the organizational life to

get better picture of perceptions, values and beliefs of officers.

3.4. Levels of Organizational Culture

Culture is often referred to as surrounding an entire organization. Within this

integrative perception of culture it is crucial to understand the elements that composed of

organizational culture and scholar should give notice to the incongruity and different

understandings in the organizational culture context. Much of the research in this area

strives to explain and analyze an overall culture in an organization (Peters & Waterman,

1982). Furthermore, according to Harman (1989), the concept of organizational culture is

used to a certain degree to disregard disunity and quarrel within a social structure. In last

two decades the monolithic view of organizational culture gives way to diverse

perception of the concept of organizational culture. Kunda (1992, p.174) claims that

" Although organizations have distinctive cultures, it would be a mistake to think that any

particular organization has only a single homogenous culture". Also Schein (1992)

believes that because of the size and complexity of organization, the existence of diverse

cultures in organization can be reality, and also claims that within most organizations,
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groups of persons develop systems of meaning that can be differentiated from that of

other clusters of people.

J. Martin and Siehl (1983, p.53) recognize the organizational culture as a

“composed of various interlocking, nested, sometimes conflicting subcultures”. M.

Feldman (1991) accepts the reality of existence of different perceptions in the

organization. Trice and Beyer (1993, p.174) give a definition of subcultures as "distinct

clusters of ideologies, cultural forms, and other practice those identifiable groups of

people in an organization exhibit". Hofstede (1984), in his comprehensive work of the

organizational values in the subsidiary companies of big multi-national corporation

running in forty countries, inferred that while a shared organizational culture existed

across the corporation, each country enforced some distinct elements on the subculture.

Scholars have different views regarding factors, which lead subcultures in

organization such as, professional affiliation, social, or ethnic groups (Gregory, 1983;

Morgan, 1986; Ott, 1989). In addition to these factors, Louis (1985) and Trice and Beyer

(1993) also claim that subcultures can be promoted through conditions such as

differential interaction based on structure, location, size, and division of labor; shared

experiences which lead to common sense-making; similar personal characteristics; and

social cohesion. Subcultures can complement or take away from the overall

organizational culture. Ott (1989) describes three types of subcultures, which are:

Enhancing subcultures are compatible with and sometimes stronger than the overall

organizational culture. Orthogonal subcultures hold some aspects of the organization's

culture but have developed cultural attributes of their own. Countercultures conflict with

the larger culture. Gregory (1983) notices that subcultures ofien approach organizational
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issues with an ethnocentric view based on their own shared meanings and priorities.

According to Trice and Beyer (1993, p.175), the result of this perception can be

organizational subcultures that have difficulty communicating and working together.

"The more unique the elements of a subculture, the more it encourages members to

loosen their commitment to the overall culture". Tierney (1988) claims that the

recognition of different views within an overall organizational culture can help expand

productivity and decrease conflict. Keeton and Mengistu’s study (1992) examined that

whether different level managers have same perceptions about their organization culture

or they have different views and they found that managers at different level of the

organization have different understanding about the organizational culture. Some

dimensions of the organization perceived differently across the managers at different

level of the organization. Such as lower ranking managers have different perceptions

about the dimensions of performance, leadership and productivity than higher-ranking

managers. Concur with that, Schein (1996, p.337) also argues existence of three different

cultures in the organization which are the operators, the engineers and the executives. E.

Young (1989) explains two different cultures within a group of shop floor machinists,

although both groups share similar characteristics, they maintain their uniqueness during

the action. In addition to differences between shop floor machinists, Young also argues

different perceptions between management and staff at that organization. Van Maanen

(1991) looked at the Disneyland and argued existence of different cultures among the

operators, ground personnel, tour guides and etc.
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3.5. Theoretical Approaches to Police Organizational Culture and Previous

Literature

In western countries, police organizational culture has been studied for more than

40 years (Paoline, 2004) and conception of culture in police literature draw from

anthropological and sociological origins. A great amount of research about police culture

concerns the police’s use of force, corruption, deviant behavior, discretion and

management (Harrison, 1998). According to Chan (1997, p.43), the concept of police

culture originally emerged from “ethnographic studies of routine police work, which

uncover a layer of informal occupational norms and values operating under the

apparently rigid hierarchical structure of police organizations”. Westley (1970) states that

police culture has its own customs, laws and morality. According to Manning (1989,

p.360) police culture is “accepted practices, rules and principles of conduct that are

situationally applied and generalized rationales and beliefs” and “core skills, cognitions,

and affect' that define 'good police work” (Manning, 1977: 143). Also Kingshott, Bailey

and Wolfe (2004) define police culture as ideas, information and ways of accomplishing

and considering regarding to meaningful aims, with compiled values which are

afterwards shared by police officers.

McDonald, Gaffigan and Greenberg (1997) suggest that the concept of police

culture includes the merging of two main constituents, which are the image of objective

and professional crime fighters, and a system of beliefs and behaviors not written in any

official documents. Skolnick (1966) claims that police develop a “working personality”

as a consequence of their work environment, especially two essential elements of work

conditions, which are danger and authority. Skolnick argues that the potential danger
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from routine police work lead police officers to grow the feelings of suspicion and

isolation towards to public. Also Skolnick claims that whilst police use authority, this

action limits citizens’ liberty, and some of the citizens resist or challenge police officers’

authority and this response reinforce danger in police work.

Reiner (1992) considers police culture as values, norms, perspectives and

occupation rules that modify police behavior and mentions the intensity of the police

culture arising because police work is a mission (not just another job). Reiner insulates

definite characteristic of police culture that are related to Skolnick’s 'working personality'

response to the danger of police work, also Manning (1978) claims that police officers

perceive their work as uncertain and unclear, including a cynical view of the world, a

machismo and racist attitude, a strong sense of solidarity with other officers, and a

conservative political outlook social, political, legal, and organizational context of

policing, orientation toward action, isolation from society, conservative political view,

prejudice towards to minorities, discourages toward to innovation and change.

Contrary to Reiner, Kingshott (2003) suggests that police culture researchers

should take into consideration the interactions of the police with their various

environments, and the people they meet in those environments. Also Skolnick (1972)

claims that from beginning to end, policing is essentially political and this reality should

be taken into consideration. Jackson and Lyon (2002) also see police culture is a cluster

of different behaviors, officers’ reactions to their surroundings and community which

they work in. As Manning (1995) explains, organizational cultures are a product of the

different conditions and difficulties which most of the police officers encounter and likely

react. External characteristics of police work and also police agencies urges into action
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and solidifies the manifest characteristics of the police organization which results

extensively consistent values and behaviors amongst the police officers (Hunt &

Magenau, 1993). According to DiMaggio (1989), in the police work, thought process and

activities gets institutionalized and underpin police officers ways of thinking and acting

that are axiomatic. Also Paoline (2003, p.200) claims that describing police culture as an

‘occupational phenomena’ brings the idea that “officers collectively confront situations

that arise in the environments of policing, and subsequent attitudes, values, and norms

that result are in response to those environments”. Next part of the chapter provides

explanations about the integration and differentiation view of police organizational

culture studies.

Integration view of police culture

Many scholars see police culture as a monolithic culture and they argued that all

officers share similar values, norms and behaviors. The idea of ‘police is police in

everywhere’ has been claimed through several scholars. Westley perceived police

organizational culture as uniform and assumed that all members shared similar values and

beliefs. Similarly, Crank (1998, p.26) argued that "street cops everywhere tend to share a

common culture because they respond to similar audiences everywhere" and focused on

cultural homogeneity amongst the police officers and assumed unitary police culture.

This view tends to generalize interpretations of findings to understand general agreement

and consensus (see figure 1).

Fig. l (Paoline, 2003, p.201) represents and summarizes the primary components

of the monolithic view of police organizational culture, in terms of the environments,
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coping mechanisms, and outcomes. Based on his review, Paoline differentiates police

environment as occupational and organizational. Occupational environment (or as

Skolnick mentioned ‘operational environment’) represents officer’s relationship with

society and police organizational culture scholars mention two main characteristics as

danger and coercive authority. Skolnick (1994, p.43) mentioned that danger and authority

produce police officer’s operational personality and both of these are essential elements

of police role. Danger and authority reinforce each other produce stress and anxiety.

Integrative perspective argues that police try to cope stress and anxiety by the way of

producing ‘suspiciousness’ and ‘maintaining the edge’ (Van Maanen, 1974) and isolating

themselves from public (Sparrow et al. 1990).

Figure 1. Traditional view of police culture (Paoline, 2003, p.201)

 

  

 

        

 

 

Environments Coping , , Outcomes

mechanism/prescriptions

Occupational

Danger Suspiciousness

Coercive Authority Maintaining the edge

\ / Social isolation

Stress /'

Anxiety \

/ Loyalty

Organizational \

Supervisor scrutiny Lay low/ CYA

Role ambiguity Crime fighter orientation   
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Police organizational environment represents officer’s relationship with

supervisors and other officers. Police culture literature mentions two main elements of

organizational environment, which are role ambiguity/conflict and supervisor scrutiny.

Integrative police culture studies mainly studied line officers behavior and they argued

that police officers have extensive degree discretionary power and even some of the

scholars argued that line officers have “considerable discretion in determining the nature,

amount and quality of benefits and sanctions provided by their agencies” (Lipsky, 1980,

p.13). Lipsky also claims that police officers have authority to decide who will be

arrested that won’t.

Coping mechanisms mentioned in figure I, produce two outcomes; loyalty and

isolation. Being suspicious and maintaining the edge leads isolation from the public and

produces the idea of ‘just police know and understand each other’. One step fiirther, ‘us

vs. them’ mentality is inevitable which brings police and public to opposite sides on the

continuum; one tries to limit freedom, others seek to commit crime. Also organizational

environment brings loyalty and officer cover other officers, which produces ‘blue code of

silence’. And police environment starts the governed by the fundamental belief of us

versus them or “our word against their word” (Sullivan, 2004, 100).

Some suppositions in the police literature are that police culture has innately

negative intensions (Chan, I997; Skolnick, 1966; Skolnick & Fyfe, 1993). For example

the Fitzgerald Report (1989, Queensland Police) and the Mollen report (1994, New York

City police), make a connection between culture, ’deterioration of the Police Force', and

corruption (cited in Chan, I999). Abuse of power, corruption, stress, violence, cynicism

and negative attitude toward to citizens are believed unavoidable for police officers
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(Rubinstein, I973; Skolnick, 1994) but how to deal with results of these issues, such as

traumatic results of stress, is often disregarded (Kingshott, 2003).

Miller, Blacker and Alexandra (1997) claim that although structure, duty and

culture of police forces give a model to police officers to act, these characteristics and

model do not entirely decide the actions of police officers. Also Fielding’s study in

England has showed that the police officer is the final decision-maker of the

structural and cultural affects of the organizational culture (Fielding 1988). While the

culture may be powerful, it is nevertheless up to individuals to accommodate or resist

its influence.

Contrary to socialization perspective and passivist view, Shearing and Ericson

(1991) see police organizational culture from the constructive perspective and they claim

that police officers actively constructing and directing attention to the culture and they

are not passive carriers of police culture. Although most of the times argued that loyalty,

shared experiences, isolation binds officers together, according to Shearing and Ericson

police officers use police culture as a ‘tool kit’ in order to produce sense of order.

Integration perspective perceives organizational culture as unitary and presents us

police line officers culture as representative of police organizational culture. It doesn’t

pay attention to individual perspectives (differences), organizational variation and

environmental variables (such as political power and political culture). Although police

organizations may have distinctive cultures, it would be a mistake to think that police

organizations have only a single homogenous culture and it is mostly same in

everywhere. Police officers may have different views on some of the dimensions of the

organizational culture.
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US. has 51 criminal justice systems, one federal system and also approximately

50.000 agencies are in state, federal or local government employed to serve as criminal

justice actors (police agencies, court, corrections, etc). Because of the fact that the

criminal justice system in US. is overwhelmingly divided, every town, village, and city

have their own police force and their own town courts, village courts, and city courts

therefore dictating different levels of jurisdiction. It is almost impossible to state any

society’s values or needs in general or abstract form. Actually this structure can be

answer to Hagan’s (1989) question of “why is there so little criminal justice theory?”

Hagan claims that elements of loosely coupled system are clear in criminal justice

system. Although different criminal justice systems across the US. have share few

variables in common, these variables are also weak and have different degree of

influences. Even scholars have tried to develop CJ theory since 1950-55, decentralized

structure and loosely coupling nature of Cl system limits the ability of scholars to

develop general theory of CJ administration. For aforementioned reasons, monolithic

perspective pertinent to police organizational culture doesn’t explain a big part of the

variation in the organizational culture and needs to extend its focus.

Put another way, police organizational culture isn’t a unitary concept and cannot

be explained by merely looking from integrative perspective’s monolithic view.

Multidimensional nature of the organizational culture needs multiple constructs to

explain rather than solely based on one dimension construct.
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Differentiation view of police culture

Whilst Westley in his work sees police organizational culture as a single-

monolithic culture which shared by all members of the occupation, during last two-three

decades many changes have been happened in police organizations, such as changes in

the socio-demographic characteristics of officers (such as more gender variation and also

more educated police officers) and also changes in organizational factors (such as

community oriented policing). These changes also have brought to concern about the

common understanding of a single unvaried organizational culture concept in police

organizational culture studies, and in the last two-three decades scholars has been started

to see police organizational culture as a complex and multi-colored (multidimensional)

concept (J.M. Brown, 1998; Haarr, I997; Manning, 1994; Paoline, 2004; Schein, 1992;

Wilson 1989) and criticized the monolithic view of organizational culture. Such as

Manning (1994, p4) argued that without considering the different values and paradoxes

in the organization, static, unitary and traditional view of organizational culture studies

misleads the scholars. In same context also Shapland and Vagg (1987) implied that since

many studies revealed different views and handling styles during the incidents and the

complaints, it is pointless to talk about unitary police culture and expect unitary police

behavior. As R. E. Ford (2003, p.106-107) mentions although some aspects of policing

(such as coercive force, danger/uncertainty) can be shared by most of the police

organizations, across the different departments, diversity in mission, duties, style and

membership is inevitable and these differences also brings different focus and content of

police culture.
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The existence of different cultures in organizations implies that there are several

behavioral values, which are located at the origin of comprehending the influence of

police culture on different features of police organizations. One of the definitions of

organizational subcultures is "subset of an organization's members who interact regularly

with one another, identify themselves as a distinct group within the organization, share a

set of problems commonly defined to be the problems of all, and routinely take action on

the basis of collective understandings unique to the group” (Van Maanen & Barley, 1985,

p.38) which gives credit to different perceptions, value systems and interests in the

organization.

Foster (2003, p.198) criticizes police culture studies for the reason of given so

much importance to the values of line officers while ignoring other levels of police

officers. “In the business world, for example, organizational culture has focused largely

on managers and is viewed positively... In police studies, cop culture has been

intrinsically linked with the most junior of officers in front-line policing, with little

attention given to middle and senior managers”.

Possible Origins of Diversity in Police Organizational Culture

Based on the literature, mostly five possible origins of diversity (see table 6) take

part in police organizational culture studies; (I) organizations, (2) rank, (3) individual

officer styles, (4) working place, (5) gender and race. And police organizational culture

literature proposes that these factors affect officer’s perception about the organizational

culture.
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Table 6. Possible Origins of Diversity in Police Organizational Culture

 

1. Organization

Cain, 1973; Chan, 1996; Chevigny, I995; Falcone & Wells, 1995;

Hassell, Zhao & Maguire, 2003; Langworthy, 1985; Liederbach,

2005. Parks, 1979; Skolnick & Fyfe, 1993; S. Walker, 1977;

Websdale & Johnson, 1997; Weisheit, Wells & Falcone, 1995;

Wilson, 1968.

 

2. Rank

Bennett & Wilkie, I982, I984; MK. Brown, 1988; Farkas &

Manning, 1997; Kaufmann & Beehr, 1989; Kleining, 1997;

Lefltowitz, 1974; Manning, 1994; McDonald, Gaffigan &

Greenberg, 1997; Perrott & Taylor, 1995; Punch, 1983; Reiner,

1992; Reuss-lanni, 1983; Van Maanen, 1983; Vito et al. 2005;

Wall, 1998.

 

3.Individual

officer style

Broderick, 1977; M.K. Brown, 1988; Fitzgerald et al., 2002;

Mastrofski et al. 2002; McConville & Shepherd, 1992; Muir,

I977; Paoline & Terrill, 2005; Reiner, 1978; Walsh, 1977; White,

1972.

 

4.Working

Place  
Dodd, 1967; Fielding, 1995; Garcia, 2005; Jefferson, 1990; Kraska,

1999; Kraska & Cubellis, 1997; Kraska & Kappeler, 1997;

Kraska & Paulsen, 1997; Mastroski et al., 1995; Mastrofski et al.,

2000; McDonald, Gaffigan & Greenberg, 1997; Miller, 1999;

Novak et al. 1999; Tifft, 1974; M. Young, 1991.
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Table 6 (cont’d)

 

l Bahn, 1984; Bowling, 1999; Braithwaite & Brewer. 1998; J.M. I

Brown, 1997, 1998; Butler et al., 2003; Cashmore, 2002;

Cuadrado, 1995; Davis, 1984; Dick & Cassell, 2004; Dick &

Jankowicz, 2001; Fielding, 1994; Haarr 1997; Haarr & Morash,

1999; Heidensohn, 1992; Herbert, 2001; Holdaway, 1996, 1997;

5. Gender and

Holdaway & Barron, 1997; Holdaway & Parker, 1998; Home,

Race

1994; Johnson, 1991; Koening, 1978; C. Martin, 1996; S. Martin,

1980, 1995; S. Martin & Jurik, 1996; Miller, 1999; Morash &

Greene, 1986; Morash & Haarr, I995; Santos, 2004; Stenross &

Kleinman 2003; Taylor & McKenzie, 1994; Walklate, 2000; A.

Worden, 1993;    
Organization:

Wilson (1968), in his ground breaking study, analyzed police role in American

society and argued that police has three main roles; law enforcement, order maintenance

and provision of services (legalistic, watchman, and service). Wilson suggested that local

political culture was primary predictor of the organizational arrangements of police

departments and police role varies based on organization and organization’s political

environment (local political culture). Langworthy (1985) restudied Wilson’s assumptions

by analyzing 152 police departments providing police job to a city population of more

than 100.000 using FBI 1975 arrest data in his study. And he partially supported Wilson’s

argument and concluded that arrest expectation directly related to local political culture
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of police agency operate in. Although Langworthy tested Wilson’s thesis and his findings

were extent to some degree similar with Wilson’s proposition, Hassell, Zhao and Maguire

(2003) found that local political culture no longer effects organizational planning in

police departments.

When Skolnick and Fyfe (1993) and also Chevigny (I995) evaluated Rodney

King incident, they proposed that Los Angeles Police Department has a distinctive police

culture which displays tolerance to abuse of power. Websdale and Johnson (1997) and

also Cain (1973) make general differentiation between urban and rural police forces and

they propose that urban police compared to rural police are more disconnected from

public. Weisheit, Wells and Falcone (1995) proposed that urban rural crime and policing

style is different and this difference needs be taken into consideration. Meagher (1985)

claimed that police officers in small departments have different policing styles than

officers in medium and big police departments. Meagher surveyed 249 municipal police

departments and found that officers in the small agencies perform specific police

activities (such as patrolling school areas) more than their counterparts do in the medium

and big agencies. Also Chan (1996) emphasizes the existence of difference among the

police agencies with regard to aspects of police culture. In addition to aforementioned

literature, policing style of the police organization (such as community policing, etc.) and

selection procedure of the organization make difference on the organizational culture of

the organization.

Mil“

Based on her 168 eight-hour shifts observation in NYPD, Reuss—Ianni (1983)

recognized existence of two different police cultures. Street cop culture, similar to
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traditional police culture concept, is common among the patrol officers; management cop

culture is common among officer who has high salary and good education background.

Reuss-lanni proposed that street cop culture has been started to weakening among police

because of the socio-political changes (Paoline, 2001). Reuss-Ianni claimed that

hierarchical section within the police culture between ‘street cops’ and ‘management

cops’ needs to be considered. Kleining (1997) makes distinction between management

and street cops’ culture, based on different groupings within ranks, between uniformed

and non-uniformed officers and so on. Also Punch (1983) classifies police culture into

‘bosses’ and ‘workers’ and she claims that isolation and loyalty was found within the

police service between top level police officers and lower rank police officers. M.K.

Brown (1988) also found two different cultures in California, like Reuss-Ianni’s study,

one culture was in the management and other was in the street level. Brown defined this

situation as “bifurcation of authority”.

Manning (1994) based on his Britain fieldwork and research on London

Metropolitan Police, states three different sections among ranks in Anglo-American

police organizational culture which are lower participants (line or patrol officers), middle

managers and top command. As Geertz (1973) believes that culture is embodied in the

symbols through which people communicate, also Manning claims that each section of

police has own cultural values, norms, rituals and interest. Patrol officers mostly focus on

direct results ofjob (similar with street cop concept); middle managers play a mediating

role between line officer and top command. Top command has additional concerns and

topics in addition to routine police job, such as political concern. Also Perrott and Taylor
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found that ranked personnel have more authoritarian in their beliefs and values than line

officers have (Perrott & Taylor, 1995).

All of the above discussions define street level police officers (line officers) as a

representative of traditional policing (aka informal policing) and management cops are

defined as representatives of the formal organizations. Discretion/autonomy/authority,

professional wisdom/craftsman and shortcuts/routines are key dimensions of line officer

culture and combine to differentiate line officer culture from management cops culture.

Authority / Discretion: In literature line officers are defined the dimensions of
 

high-level discretionary power and autonomy. Lipsky (1980, p.13) argues, “Street level

officers (bureaucrats) have considerable discretion in determining the nature, amount and

quality of benefits and sanctions provided by their agencies”. Van Maanen (1978), to

some extend, shares Lipsky’s perspective and argues that line officers develop

commonsense of understanding to deal with their job and maintain their autonomy. And

this commonsense of understanding develops simple typification that helps them to apply

their discretion and after some point discretion becomes structure and bias. To some

extend police officers have authority to decide who will be arrested that won’t (like

judges have same kind of discretion to suspend sentence or give maximum sentence).

Although discretion and autonomy is seen as vital for line officers for their ability to do

their jobs, I believe that discretionary power is not unlimited and is constrained by

several factors, such as limited access to resources and technology. Skolnick sees

discretion as a power for line officers and they can use it for trade and he claims that in

some cases line officers give up from their discretionary powers. If the discretionary

power exceeds the boundaries of moral values of particular society, line officers give up
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their discretionary powers. Skolnick argues that line officers give up their discretionary

powers for very small percentage of cases, which inescapably politicized and publicized

and they follow formal organizational model (such as OJ. Simpson case).

Professional Wisdom/Craftsman: Professional wisdom or craftsman mainly

comes from daily work environment of police, which includes peer pressure/relation,

danger and daily encounter with citizen. According to Skolnick (1994), ‘craftsman’

navigates pressure between law and order. As Skolnick mentioned, craftsman feels that

they are able to judge who is guilty or not because of their training and experience and

thus they should be allowed to determine the application the law which means when it is

using the law as it intend to appropriate when it is intend to ignore. Van Maanen (1978)

discusses the underlying structure of police thought and he describes understandings

shared by street patrol officers as to what their work entails. These understandings are

behavioral norms, the foundation of which allows recognition of the ‘asshole’. Line

officers usually apply their professional wisdom (or craftsman) to case to effectively deal

with workload and maintain their discretion.

Resources - Work load/Limited resources. Routines, Work environment: Lipsky

(1980) argues that ‘street level bureaucrats’ (line officers) mainly consider overwhelming

workload, limited scarce resources, and environmental constraints on their decision

making. In order to handle workloads they develop ‘shortcuts - routines’, they categories

certain type of people based on their experiences, which increases the efficiency. Like

Lipsky, Skolnick (1994) also argues that under organizational pressures to success police

develop and use shorthand or ‘symbolic assailants’, which represents organize symbols of

behavior. Skolnick claims that due to the fact that police job has dangerous work
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environment, police officers develop possible shorthand to decrease their vulnerability to

danger. Van Maanen (1978) describes the acculturation of new officers and the work

attitudes, values, and norms into which they were interact with others. According to Van

Maanen, typologies are important for officers and significance of categorization is certain

behaviors flow from this categorization. Like Lipsky, Van Maanen also types person into

particular categories and individuals become categories and not people anymore. These

typologies help officers to deal with scarce resources. Van Maanen discusses the

underlying structure of police thought and he describes understandings shared by street

patrol officers as to what their work entails. These understandings are behavioral norms,

the foundation of which allows recognition of the ‘asshole’.

In addition to line officer culture’ dimensions, one of the salient dimension of

management cops is sovereign (environment, media, politics etc.) effects on their

decision making process.

Politics or Environment’s effect: According to Manning (1994) while line officers

focus on immediate aspects of the job, middle management emphasize on management

themes, and top command key on the politics of managing policing and its external

audiences. For that reason management cops give much weight to what the external

environment say and seek legitimacy for their actions/policies.

Individual officer style:

Brown’s research, based on his study in California police department, analyzed

distinctness in police officer’s attitudes toward “aggressiveness” and “selectivity” (M. K.

Brown, 1988). According to Paoline (2001, p.26) “this research suggests that officers

cope in different ways with the strains created by their work environment, and that
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portraits of a single occupational culture may have been misdrawn”. Muir’s study

proposes that officers differ in their negative attitudes toward citizens. Whilst

‘professional’ officer holds positive attitudes toward to community, ‘enforcer’ officer

holds more negative attitudes toward to community (Muir, 1977). R. Worden (1995)

states differentiation in the extent which officers held unfavorable attitudes toward legal

limitations. Also Broderick (1977) suggests differentiation in the degree which officers’

stress on “due process of law” and “social order”. White (1972) notes officers’

differentiation pertinent to officers’ focus areas (outcomes or processes), control

orientation, command control orientation and discretion control orientation. Muir (1977,

p. 3-4) tries to find out dimensions of a good officer on the basis of two virtues. “A

policeman becomes a good policeman to the extent that he develops two virtues.

Intellectually he has to grasp the nature of human suffering. Morally he has to resolve the

contradiction of achieving just ends with coercive manners”.

Working place:

McDonald, Gaffigan and Greenberg (1997) have recognized cultures within a

police department, such as; a cop-to-cop culture, a cop-to-management culture, and a

cop-to-community culture. Furthermore, Fielding (1995) argues that amongst the lower

ranks there are different cultures between routine patrol officers and community

constables. Tifft (1974) pointed out that patrol officers perceive their environment and

organization different than tactical force and traffic officer. According to M. Young

(1991), detectives have a different subculture compared to other police officers. Some of

the scholars such as Jefferson and also Kraska and Paulsen proffer that Special Weapons

and Tactics (SWAT) teams, or what is known in the academic literature as "police
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paramilitary units" (PPUs) have a specific and assertive version of the police sub—culture

(Jefferson, 1990; Kraska, 1999; Kraska & Cubellis 1997; Kraska & Kappeler, 1997;

Kraska & Paulsen, 1997). In a similar manner one might anticipate in police service to be

sections between intelligence bureau personnel, anti-smuggling and anti terror personnel

etc.

Gender and Race:

C. Martin (1996) found profoundly integrated variations between male and female

officers’ experiences in a force. J. M. Brown (1997) claims that gender stereotyping one

the most influential and persisting social classifications. Also Fielding’s, Dick and

Jankowicz’s studies (latter one conducted in England) support Brown’s claim (Dick &

Jankowicz, 2001; Fielding, 1994). According to National Center for Women & Policing

study (2001, p2), women police officer represents approximately 11.2 % of all sworn

law enforcement personnel. As mentioned before, many scholars find differences

between male and female officers and for that reason they perceive gender’s effect on

understanding about the police organizational culture. Differentiation also appears

between different races. Bowling (1999), Holdaway (1996, 1997) and S. Martin’s (1995)

studies found racial stereotyping in police culture.

In addition to aforementioned five different source of differentiation also some

studies found weak or moderate influence of age, experience and education on the police

officer’s perception (Bell, 1979; Carter & Sapp, 1990; Fielding & Fielding, 1987;

Shernock, 1992; R. Worden, 1990).

Based on differentiation perspective in the police organizational culture literature,

instead of looking unitary understanding, subcultures can share basic assumptions about
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the dimensions of the organizational culture and each subculture may differ in many

aspects of their understanding about the culture with other subcultures in the

organization. And shared understanding can be found in the subculture instead of

organization wide. Differentiation perspective assumes that police officers perceptions

about the aforementioned traditional dimensions of the police organizational culture

differ by individual organizational and environmental factors.

3.6. Why does organizational culture and subcultures significant for organization?

Basic understanding about the police culture is essential to understand formal and

informal police behaviors. M. K. Brown (1988) argued that organizational culture

approves the violation of human rights, Skolnick and Fyfe (1993) perceived that

organizational culture endorses abuse of power (use of extensive power), Sparrow et al.

(1990) assumed organizational culture as a main barrier before the organizational chance

and development, D. Walker (2001) claimed that organizational culture intensifies the

loyalty amongst the officers and causes isolation, Silverman (1999) argued that

organizational culture produces the concept of ‘others’ and increases bonds amongst the

officers. Roberg and Kuykendall (1993) emphasized the importance of organizational

culture during the informal socialization process in the police organization and they

argued that police officers decode the message comes from top command based on this

informal process. Van Maanen (1974) also perceived organizational culture as a learning

environment and information change process. Lurigio and Skogan (1994) claimed that

without extensive knowledge about the organizational culture it is difficult to achieve

85



 

I

organiza

moddt

lino“ let:

ofpohc‘

3521101

changes

IEIHTOICK

organize 
audying

COHugaC

IElllng 1‘

ourOrge

dimensi

the Olhg

COnI‘I Uu
\

\,

Organiz

Configu

manak’fi

dHIPTEr



organizational change and to implement and develop new program and new program

should be compatible with organizational culture to succeed.

Organizational culture studies help to comprehend and attain a great extend

knowledge about the policing. It seeks to understand underlying causes of negative image

of policing (such as isolation, abuse of power) and helps officials to use that knowledge

as a tool to understand failure of implications and facilitate new developments and

changes without confronting with any obstacles (or at least minimum resistance) and

reinforce appropriate behaviors.

From the integration perspective, one of the biggest difficulty for studying

organizational culture and subcultures is to convince top commands to advantageous of

studying organizational culture. During the my 10 years experience in TNP, I always

come across the discouraging question of ‘Since everybody already knows what you are

telling to us and we have more experience than you, what is all this stuff going to do for

our organization’.

Manning brings clarity the importance of knowledge about the different

dimensions in organization. “Segments of an occupation differentially emphasize one or

the other “side” of a value set, or change their weighting of one or one set, the internal

configuration of the occupational culture changes. Since authority and power stratify

organizations, and justify some practices and value preferences more than other, some

configurations are more valued than others” (Manning, 1994, p.9).

These different value preferences and dimensions between segments (such as

management cops and line officers) are expected to cause conflict. The existence of

different cultures in the organization indicates that the main value system for the police
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organization is not likely to be strongly held and to a great degree shared by all police

officers. As Reuss-Ianni (1983) claims that these values of line officer culture and

management culture determine the daily bases practices of policing, these dimensions

determine behavior and the characters of officers. Although both line officers and

management cops share same underlying concepts (such as reducing crime and

maintaining safe district), both cultures diverge on the interpretations of these concepts.

Conflict may arise from inter-segment differences in the meaning of the policing and

styles of solving problems. As Reuss-Ianni mentions different interpretations of

‘territoriality’, which comprises organizational and casual relationship between

environment and conducts within police department and between police department and

other environments. In line officer culture, district is local and line officers have

relatively autonomous process, contrary to that in management police culture decisions

making is centralized and headquarter takes much of the discretionary power of line

officers. Since management cops mostly don’t deal with street, they aren’t concerned

about the effects of their policy on the daily lives of line officers. Line officers develop

ideas (such as routines or wisdom) of their responsibilities to meet with what they desire

to do and these conceptions may or may not reach (or close to reach) the objectives of

management. For the line officers this can indicate obtaining a freedom and autonomy (to

some extend) but at the sacrifice of both responsibility and the correct act of the system.

Simply, when the people responsible for maintaining the fiinctioning of the systems

actions do not share the goals of a system, the system is in trouble. Line officers become

to see management cops as unrelated to local needs and conditions, unsupportive, base on

arbitrary decision and unrealistic. Since line officers are not included into decision-
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making process, they don’t make great effort to succeed organization’s goals. Most of the

time, line officers see ‘law in the book’ and ‘law in the action’ is not compatible for that

reason organizational policy distort moving from the headquarters to local district. Lipsky

(I980), Skolnick (1966, 1994) and also Van Maanen (1978) mentioned that due to the

fact that line officers don’t have any time and enough resources, instead of putting

official rules directly into practice, they adapt official rules to their work conditions. This

different understanding generates new secrecy and new routines (shortcuts) amongst the

line officers and increases gap between official perspective goals and line officers

perspective. Since these differences between segments clearly conflict with the

organizations goals and community’s needs, understanding organizational culture and

differences between subcultures are crucially important. Without extensive understanding

about the different cultures in the organization, any change and development programs

can have an adverse affect on police organization. Gaining a deep understanding about

the organizational culture and subcultures helps managers to successfiilly implement

change, development or even training programs.

3.7. Dimensions and operationalization of the police organizational culture

In the police organizational culture literature, organizational culture has been

operationalized by using different dimensions. Lefleowitz (1974) analyzed police officer’s

orientations toward job satisfaction, need gratification/orientation, job involvement and

supervisory support. Reiner (I978), Talarico and Swanson (1982), and Crank and

Caldero (1991) looked at patrol officers’ perception of the support they receive from

management and their supervisors. Wilson (1968), Muir (I977), Reiner (1978), M. K.
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Brown (1988) and R. Worden (1995) made typologies to understand officers’ orientation

to their work and their perceptions towards the organization. R. Worden (1989) analyzed

police officers’ orientation towards to five different dimensions (1- role orientation, 2-

legal restriction, 3- citizen respect and cooperation, 4- legal institution, and 5- selective

enforcement) to explain police officers attitudes and behaviors. Sparrow, Moore and

Kennedy (1990), Hayeslip and Cordner (1987) looked at officer’s perception about the

citizen cooperation with the police. R. Worden (1990) analyzed education’s effects on

police officers’ occupational understanding and he used five attitudinal dimensions which

are (l) scope of the police role, (2) legal restriction, (3) discretion (4) rigid enforcement,

(5) restrictiveness of supervision, (6) department as place the work and (7) morale.

Shernock (1992) also looked at education’s effect on officer’s understanding pertinent to

organizational culture and used 5 attitudinal scales; (1) tolerance toward to misconduct of

fellow officers, (2) support for the service function, (3) handling order maintenance

situations informally, (4) suspicion of the public and outside world, (5) insularity.

Brooks, Piquero and Cronin (1993) compared two suburban police departments’ police

officers’ attitudes by using nine attitude scale which are; crime control orientation,

service orientation, perception of community support, perception of citizen cooperation,

belief in police discretion, perception of criminal justice system support, orientation

toward force, orientation toward police solidarity, and perception of the quality of police

services. A. Worden (1993) examined different understanding between male and female

officers by analyzing police officer’s orientation towards (1) police role, (2) citizen, (3)

workplace, and (4) competence. Perrott and Taylor (1995) analyzed affect of rank on

officer’s perception about the organizational culture and used measures of
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authoritarianism, perceived stress, job satisfaction and social nearness to supervisors and

other defined groups. Bennet (1997) and Scripture (1997) analyzed police officers’

perception about the supervisory support and citizen support. Britz (1997) used variables

of socialization, peer support, organizational identification and distance from the general

public to measure police subculture. Mastrofski and Bynum (1997) examined recent

changes in the Lansing PD. to see officer perceptions about the several issues, such as,

police work, patrol duty, citizen cooperation. Winfree and Newbold (1999) analyzed

attitudes and orientations of police officers about communication/cooperation,

management support and supervisory support. Paoline (2000) looked at police officer’s

orientation to order maintenance, community policing, aggressiveness, selectivity,

distrust of citizens, and perceptions of citizen cooperation. Halsted, Bromley and Cochran

(2000) analyzed officers’ tendency towards police work (crime control vs. community

policing). Engel and Worden (2003), Tenil, Paoline and Manning (2003), Paoline (2004)

and Paoline and Terrill (2005) measured police organizational culture by using 22 survey

questionnaires encompassing different dimensions; such as, attitudes toward citizen,

supervisors, procedural guidelines, role orientations and policing tactics (2005, p.460).

Also these studies measured police officers’ orientation to community policing by using

same items used in this study. Cochran and Bromley (2003) measured police culture by

using five different role orientation scales; (1) crime control, (2) service, (3) cynicism, (4)

traditionalism and (5) receptivity to changes. “The existence of the traditional police sub-

culture would be established by at least a sub-set of deputies with high scores on the

crime control, cynicism, and traditionalism scales and low scores on the service and

receptivity to change scales” (Cochran & Bromley, 2003, p.95).

90



 

dimens

These t

perceix

about t

police t

role rat

officers

Muir, ]  
training

SUpen-i.

dangerC

this be}.

danger,

SkOInic

Iliejr 1M

da”8€r

leads Di

gap ber



As mentioned previously, in police organizational culture literature several

dimensions are assumed as the dimensions of the traditional police organizational culture.

These dimensions are: (l) distrust to managers, (2) distrust to supervisors, (3) high level

perceived job challenges, (4) poor communication, (5 and 6) unwillingness or pessimism

about the innovation and improvement, (7) high level perceived social cohesion in the

police department, (8) high level loyalty to fellow officers, (9) orientation to crime fighter

role rather than service side of policing and (10) low level perceived citizen cooperation.

Distrust to Managers and Supervisors: Police culture studies assumed that police

officers held negative feelings about his/her superiors (Crank, 2003; Manning, 1977;

Muir, 1977; Skolnick, 1966; 1994). As Manning argued that during the pre-service

training and field training, police officers learned that don’t trust to managers and

supervisors.

Job Challenge: Integrative police culture literature claimed that police job is

dangerous and challenging (Skolnick, 1966; Skolnick & Fyfe, 1993). Skolnick credited

this behavior to the police mentality that whilst they are working, they are in persistent

danger, and also they need to be suspicious so that they correctly conduct their job.

Skolnick (1966) claims that police develop a “working personality” as a consequence of

their work environment, especially two essential elements of work conditions, which are

danger and authority. Skolnick argues that the potential danger from routine police work

leads police officers to grow the feelings of suspicion and isolation towards to public.

Communication: Lack of communication in the organization and communication

gap between different hierarchical levels of police organization was highly cited (M. K.
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Brown, 1988; Lipsky, 1980; Muir, 1977; Skolnick, 1993) in the police organizational

culture literature.

Unwillingness about the Innovation and Improvement: Policy/organizational

goals are important to determine the limits of discretion. Lacks of agreement between

what police officers are officially supposed to do and what they really do, results are role

conflict, and the possibility of the development of informal rules and shortcuts.

Supervisors and police line officers have different job priorities. Supervisors want to

implement policies, which represent the organizations (M. K. Brown, 1988); on the other

hand line officers mainly consider overwhelming workload, limited resources and

environmental constraints making decisions to get their job done (Lipsky, 1980). Officers

make policy for organizations by manipulating discretion and using resources for some

but not for all. Sometimes police officers may buy in organizational policy.

Social Cohesion and Loyalty: Integration perspective assumes that organizational

culture expects generous loyalty from each police officer to other officers in that

organization (M. K. Brown, 1988). As M. K. Brown (1988, p.85) mentioned, police

culture, seen as one of the most important coping mechanism “The values of the police

culture derive from the hazards of police work and seek to minimize these hazards and

protect members”, is transferred to generation to generation by both informally (such as

stories) and formally (such as by the way of FTO system). Van Maanen (1978) states that

socialization process gives new police officers a tool kit to continue to stay as a member

in the organization. The enculturation procedure of new police officers starts in police

academy or police schools and during this time, as Van Maanen stated, they actively

learn ‘group cohesion’ and ‘loyalty’. As Manning (1977) claimed that one of the most
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effective aesthetics of police organizational culture is the understanding of solidarity

shared by police officers. Schein (1985) also shares similar ideas with Skolnick as

“cognitive overload and/or an inability to decipher and categorize the multitude of stimuli

impinging on the senses' as a major source of anxiety (cognitive anxiety) for people, so

that a stable system of cognitions is ’absolutely necessary' for their own protection and

survival” (Schein 1985, p.179). Manning (1977) claims that policing is defined by

'situationally justified actions' rather than being rule-driven. This perception also supports

the negative side of police culture. Van Maanen (1983) argues that advanced level

reliance on to other officers creates shield which protect them from the effects of their

faults. Niederhoffer (I967) believes that police officer’s experience in police school

causes an impressive increase in cynicism and suspiciousness. After finishing formal

training (aka. formal socialization process), police officers start to interaction in the

work environment with associate police officers and older group members (a.k.a.

informal socialization). In addition to formal and informal socialization processes, stories

and instructive concise expresses both guide new police officers on how to perceive the

world and perform in it and also creates shared vocabulary. Manning states that police

officers are contingent on other officers because of the characteristics of work related

environment (cited in Sparrow, Moore & Kennedy, 1990). For that reason, new police

officers are anticipated to demonstrate their allegiance to other police officers and

moreover new officers should cover to other officers against ‘the others / public’. Also in

a group, new police officers do not challenge (also not expected from them) the original

assumptions of group. Kappeler, Sluder, and Alpert (1994) believe that new police

officers learn racist beliefs during the formal and informal socialization processes.
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Police Role Orientation and Orientation to Community Policing: In addition to

that also police officers often times experience role ambiguity. Based on the literature

police officers have three main duties; (1) law enforcement, (2) order maintenance and

(3) service (Paoline, 2003). New policing styles enforces service oriented law

enforcement (or community policing) and supervisors expect from police officers same

style to each situation, but as mentioned previously, most of the times police officers use

their discretion relating to which methods to employ and as Skolnick (1994) stated

because of the danger of the work environment police cannot always employ same style.

Loose coupling system (Hagan, 1989) in police organizations enables line officers to use

their discretionary power and distance themselves from organizational goals and policies

and create their culture in organization. Organizational realities faced by police line

officers inclined to produce work practices that differed from the official thoughts which

produce stress and anxiety. To cope with stress and anxiety, in the organizational

environment, police officers develop stay low and ‘CYA’ attitude (Paoline, 2003, p.202).

They do their job as less as possible, avoid dangerous calls, don’t give any extra effort for

anything, focus upon their safety. All of these ‘stay low’ kinds of strategies provide

officers a secure environment in the isolated and hostile work environment. Other coping

strategy is being law enforcer and crime fighter which means officer strictly enforces law

or focuses on real crime rather than service side of policing. Both of these coping

strategies have backlashes and both of strategy can bring officer to the supervisor’s

attention. For that reason police officer behaves like a bureaucrat (as Lipsky mentioned

‘street level bureaucrats’), selectively enforces law, avoids ambiguous situations and

focuses on real crime (such as robbery). Since police officer usually deals with ‘less
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important situations’, focusing on real crimes doesn’t help most of the time and police

officers keep low profile to deal with ambiguous situations.

Citizen Cooperation: Police work is seemed as isolated from the society and
 

officers saw citizens as a potential criminal (M. K. Brown, 1988; Herbert, 1998;

Kleining, 1997). Also Herbert (1998) claims that perception of seeing themselves distinct

from society support feelings of distrust and suspicion towards to public. And this

isolation from community develops an “us versus them” mentality (Kleining, 1997). As

Kleining observes, the police tend to have diminished social contacts with the community

they serve, become alienated from it, and develop an ‘us vs. them’ mentality. Isolation

from public leads to police strength their bonds with the member of the police

departments and improves the effects of police culture on police behavior. As Anshel

(2000) claims that police sees each of the citizen as a potential lawbreaker and this

feeling feeds their opposed and also hostile relationship with public. Whilst police use

authority, this action limits citizens’ liberty, and some of the citizens resist or challenge

police officers’ authority and this response reinforce danger in police work. Police

officers perceive their work as uncertain and unclear (Manning, 1978), including a

cynical View of the world, a machismo and racist attitude, a strong sense of solidarity

with other officers, and a conservative political outlook social, political, legal, and

organizational context of policing, orientation toward action, isolation from society,

conservative political view, prejudice towards to minorities, discourages toward to

innovation and change.

This dissertation aims to assess the dimensions of the traditional police

organizational culture and to map the possible differences in understandings of that



culture. This study believes that if differences in understandings of organizational culture

are pernicious to the police organization’s general mission, police organization should

take into consideration these differences before training and development programs are

set up to execute significant change, such as community policing (Keeton & Mengistu,

I992)

Contrary to traditional understanding about the police organizational culture,

aforementioned recent police culture studies found that different understandings and

subcultures exist in police department. Individual, organizational and environmental

factors affect officers’ understanding about their organizational culture. Most of the

aforementioned literature used micro-level focus and look most of the time from

individual factors level (eg. race, gender). However no study has examined

organizational culture by way of using all three factors (individual, organizational and

environmental) together and looking their effect on officer’s understanding about the

different dimensions of organizational culture. In addition to that, to our knowledge, no

study has attempted to use J. Martin’s influential theoretical framework in police

organizational culture literature.

Therefore, this study attempts to fill this void by examining police organizational

culture and community policing understanding in Turkey and compare with the US.

More specifically, current study examines police organizational culture among

supervisors and line officers in cities across the Turkey and compare with similar samples

from the US by using J. Martin’s theoretical framework.

This dissertation intends to concentrate upon ‘why do police officers have certain

views on organizational culture?’ and as stated in the literature review section, none of
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the police culture studies has actually looked at J. Martin’s theory and relation with the

police organizational culture. Knowledge pertinent to police organizational culture has

been limited to empirical research based on a few dimensions of organizational culture.

This study expands upon existent study’s findings (Bennett, 1997; Britz, 1997;

Brooks, Piquero & Cronin, 1993; M. K. Brown, 1988; Cochran & Bromley, 2003; Crank

& Caldero, 1991; Engel & Worden, 2003; Halsted, Bromley & Cochran, 2000; Hayeslip

& Cordner, 1987; Leflcowitz, 1974; Mastrofski & Bynum, 1997; Muir, 1977; Paoline,

2000; Paoline, 2004; Paoline & Terrill, 2005; Perrott & Taylor, 1995; Reiner, 1978;

Scripture, 1997; Shernock, I992; Sparrow, Moore & Kennedy, 1990; Talarico &

Swanson, 1982; Terril, Paoline & Manning, 2003; Wilson, 1968; Winfree & Newbold,

1999; A. Worden, 1993; R. Worden, 1990; 1995) and this study’s assumptions are

compatible with existent researches that individual, organizational and environmental

factors affect officers’ perceptions pertinent to police organizational culture. Although

some of the dimensions of the organizational culture may common cross the nations,

most of the dimensions of the organizational culture differs across the police departments

and also countries. This study analyzed officers’ understanding on organizational culture

using data collected in nine (9) cities in the two different countries.

Aforementioned studies looked at the police organizational culture by using

different dimensions. There have been limited explanations of the dimensions that affect

officers’ perception pertinent to organizational culture. Although aforementioned studies

have used some of the dimensions of the organizational culture, none ofthem included all

of the dimensions studied in this study and none of these studies have employed J.

Martin’s three perspectives as a framework. This study aims to fill that gap and extends
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the research on police organizational culture by analyzing multi-dimensions of

organizational culture.

The existence of different cultures in organizations implies that there are several

behavioral values which are located at the origin of comprehending the influence of

police culture on different features of police organizations. This study designed and

conceptualized organizational culture more comprehensively to include additional

concepts, such as loyalty and social cohesion, etc. And in that sense this dissertation is

doing something new, and generating new knowledge. Not only generating new

knowledge in the US. police culture, but also in the comparative research with Turkey.

And whether findings are similar in both countries in relation to police organizational

culture and community policing in given organizationally Turkey has a different

framework relative to decentralized police framework in US. Based on this premise

primary research questions addressed in this dissertation are as follows:

As following differentiation perspective, this study likely to find that individual,

organizational, environmental factors affect police officer’s perception about the

dimensions of organizational culture. Based on differentiation perspective, this study

likely to find that officer’s perception about the various dimensions of organizational

culture differs by police officer’s age, gender, experience, education, city of originally

come from, police officer’s rank and the size of the police organization and country of the

police organization.

There are significant differences within and across organizations in the police

officer’s perception with regard to organizational dimensions. Depending on the culture

which the police organization exists police officers’ view of police organizational culture
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will vary. Countries that have monolithic cultures that are greater homogeneity, they will

be less differences in terms of how they view the organizational culture.

Hypotheses

Main Hypothesis:

Ho: Interpretations about the dimensions of the organizational culture among

police officers are consistent.

Common cultural consensus exists across organization and across countries.

These common dimensions of the traditional police culture are perceived in a similar

manner by officers in the different police departments and different countries (Integration

perspective).

H1: Interpretations about the dimensions of the police organizational culture

among police officers are inconsistent.

Common cultural consensus doesn’t exist across organization or across countries.

There are significant differences exist across organizations in the police officer’s

perception with regard to organizational dimensions (Differentiation perspective).

Sub-Hypotheses:

Individual, organizational and environmental factors don’t affect organization

wide consensus about the dimensions of the organizational culture (Integration

perspective).

99



Individual, organizational and environmental factors affect police officer’s

perception regarding to dimensions of the organizational culture (differentiation

perspective).

Environmental Factors:

Hla: Turkish police officers compare to United States’ police officers more likely

to have positive perceptions about most of the dimensions of the organizational culture

(positive perceptions on the management support, communication, negative perceptions

on the community policing).

Hlb: Police officers’ perceptions about the dimensions of organizational culture

significantly differ by the state of the police department.

ch: Police officers’ perceptions about the dimensions of organizational culture

significantly differ by the location of the police department in the US.

Hld: Location of the police department does not significantly affect police

officers’ perceptions in the TNP. This study expects several mean differences, but not to

a great extent.

Organizational Factors: 

H2: Supervisors compare to line officers more likely to have positive views about

most of the dimensions of the organizational culture (positive views on the community

policing, management support, communication, improvement, etc. and negative views on

the job challenge and loyalty).
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Individual Factors: 

H3a: Older police officers are most likely to have negative perceptions about most

of the dimensions of the organizational culture (such as negative perception about the

management support, community policing and positive view on the job challenge, etc).

H3b: Female police officers compare to male officers are more likely to have

positive views about most of the dimensions of the organizational culture (such as

positive view on management support, community policing and negative view on job

challenge, etc).

H3c: Non-white police officers compare to white counterparts are more likely to

have positive views about most of the dimensions of the organizational culture (such as

positive orientation towards to community policing, positive perception about the citizen

cooperation, etc).

H3d: Police officer’s experience negatively affects police officer’s perception

pertinent to most of the dimensions of the police organizational culture (such as negative

perception on the community policing, citizen cooperation, management support and

positive perception on the job challenge, etc).

H3c: Police officer’s education positively affects officer’s view about most of the

dimensions of organizational culture (such as positive views on the community policing,

communication and trust, negative views on the job challenge, loyalty, etc).

H3f: Police officer comes from small population compare to officer comes from

larger population more likely to have positive perceptions about most of the dimensions

of the organizational culture (positive views about the community policing, citizen

cooperation, etc).
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CHAPTER IV

METHODOLOGY

The purpose of this study is to evaluate organizational culture in Turkish National

police and five Midwest (Michigan and Ohio) cities in the US. More specifically police

officers’ (supervisors and non-supervisors) perceptions pertinent the area of (1)

management support, (2) supervisory support, (3) improvement, (4) job challenges, (5)

communication, (6) trust, (7) innovation, (8) social cohesion, (9) loyalty to fellow

officers, (10) orientation to community policing and (11) citizen cooperation were

examined. In other words, study examined whether police officers share same

perceptions about the organizational culture regardless of their social background,

hierarchical position and organization’s environment or they have different perceptions

about the organizational culture. How police officers perceive their organizations? Do

they share similar understandings or do they differ if this is issue when they differ? Do

these differences come from individual dimensions, organizational dimensions or

environmental factors? Do their attributes toward the organization affect their attitudes

toward citizen or these differences affect overall police work (job performance,

satisfaction, etc) and their understanding about the community policing? Does police

culture is the same throughout the police occupation or does each police agency have

unique organizational culture? Do these dimensions of organizational culture affect

police officers’ perception about the community policing or do individual and
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organizational factors affect officers’ perception? Does really country or location of the

police department affect officer’s perception on these dimensions?

As Golden (1992) mentioned most of the time individual’s active position (active

agent) is underestimated in the organizational culture literature. Concurring with the

Alvesson (1993), current study sees the individual as an important factor to comprehend

organizational culture. Since organizational culture is constructed maintained and

reproduced by peOple, culture can be understood by studying people as cultural subjects

(Alvesson, 1993, p.81). Individual level analysis extends our comprehension to include

the reflection of the police officer’s understanding. Since individual police officer is seen

as a producer of organizational culture, this study is not assuming that police officer in

the organization mechanistically adapt the values of organizational culture. Rather this

study claims two way interactions between organizational culture and individual police

officer which transmits cultural values.

4.1. Survey Instrument

The comprehension of organizational behavior in various cultural contents has

been an intimidating defy for scholars. According to Aycan et al. (2000), due to complex

nature of social life, organizational behavior theories and researches need to be

considered to integrate factors relevant with individual, group, organization and cultural

content. As a matter of fact, there is little or no consensus amongst the organizational

culture scholars on dimensions of the organizational culture to cover individual,

organizational and environmental factors.
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This study intends to acquire a through understanding of the views of police

officers. In this study Zeitz, Johannesson and Ritchie’s (I997) organizational culture

index is used. Based on the extensive literature review, Zeitz et al. (1997) developed ten

(10) priori dimensions of organizational culture and a factor analysis of results from 866

respondents indicates five (5) essential dimensions of the organizational culture.

Instrument developed by Zeitz et al. have been utilized in various studies (Armstrong-

Stassen, Wagar, Cattaneo, 2001; Armstrong-Stassen, Reavley, Ghanam, 2005; Cameron,

Armstrong-Stassen, Bergeron, Out, 2004; Carmeli, 2005; Chen, Chen, Yen, 2005;

Douglas & Fredendall, 2004; Kayis, Kim, Shin, 2003; Korunka, Carayon, Sainfort,

Scharitzer, Hoonakker, 2003; Lee, Rho, Lee, 2003; Payne, Nielsen, Tyran, 2002; Pool,

2000; Prajogo & McDermott, 2005; Sridhar, Gudmundson, Feinauer, 2004; Swaffin-

Smith, Barnes, Townsend, 2002) and “the scales have very acceptable psychometric

properties in measuring culture attributes” (Pool, 2000, p.375). This dissertation used all

cultural dimensions given by Zeitz et al. (1997) and also included several other

dimensions that are relevant to police organization to ensure that the dimensions being

examined are connected to the police organizational culture.

Using Zeitz and his colleagues’ survey (1997) measuring police organizational

culture, current study modified the scales and also to fit the TNP organization to

overcome likely cultural problems with the use same copy of US. survey in Turkey. This

study is very well aware of the instruments designed in US. are often unable to address

differences in meaning within another country. For dealing with these problems and

increase reliability and validity of the study, current study used both back-translation and

pre-test methods. The survey was designed originally in English and was translated to
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Turkish. Professional translators back translated the surveys to English for reliability and

validity purposes. Turkish survey was also pre-tested on a small number of Turkish

police officers work in Istanbul and Ankara and some minor changes were made to

clarify misunderstandings raised by Turkish officers. Subjects were informed about the

confidentiality of their identity. All respondent officers voluntarily participated to study.

Survey questions were identical for both line officers and supervisors to obtain total

agreement.

4.2. Measurement of Variables

For this study, data collected utilizing a questionnaire that included two sections.

The first section was planned to collect socio-demographic information of police officers

including age, gender, experience, rank, race (for the US. part of the study), city

population of originally come from, family and relative’s occupations in specific fields

which allows for comparison different groups of police officers. Second section of the

study was designed to evaluate perceptions of the individual officers on the different

dimensions of the organizational culture.

In this study, fifty nine (59) questions were designed and asked the respondents to

assess their perceptions on 11 (eleven) dimensions of organizational culture. Following

Cooke and Rousseau’s (1988) suggestion in this study organizational culture is accepted

as a multi dimensional construct and evaluation of the each dimension is seen essential.

Current study have adopted Zeitz et al. (1997)’s organizational culture index and also

included several different dimensions related to police work. The reliability and validity
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of these scales was extensively tested by Zeitz et al. (1997) and additional factor and

reliability tests were also conducted in this study.

In addition to Zeitz et al.(l997), an extensive study of organizational culture

dimensions is carried out by Berg and Wilderom (2004), Berry (1991), Carr and Littman

(1990), Crosby (1979), Dean and Evans (1994), Denison (1996), Gordon and DiTomaso

(1992), Hunt (1992), Juran (1995), Lawler, Mohrman and Ledford (1995), McMillan

(1989), O’Reilley, Chatman and Caldwell (1991), Payne and Mansfield (1973), Payne,

Nielsen and Tyran (2002), Ross (1993 ), Rousseau (1990), Schmidt and Finnegan (1992),

Scholtes (1998) and Xenikou and Fumham (1996).

Such as, Xenikou and Furnham (1996) have tested four (4) different measures of

organizational culture (1- Organizational belief questionnaire developed by Sashkin,

1984; 2- Corporate culture survey developed by Glaser, 1983; 3- Organizational culture

inventory developed by Cooke and Lafferty, 1989; and 4— Culture gap survey developed

by Kilman and Saxton, 1983) and they found that “considerable overlap between

conceptually very similar questionnaires that differ in format, question type, and response

scale” (Xenikou & Fumham, 1996, p.369). Almost all of the aforementioned studies

agree on the following mostly accepted organizational culture dimensions: (1)

communication, (2) innovation, (3) job challenges, (4) social cohesion, and (5) trust.

In this study, eleven dimensions of organizational culture were used to measure

the self perceptions of police officers. These eleven dimensions are; (1) management

support, (2) supervisory support, (3) improvement, (4) job challenges, (5)

communication, (6) trust, (7) innovation, (8) social cohesion, (9) loyalty to fellow

officers, (10) orientation to community policing and (11) citizen cooperation. As
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mentioned, for certain dimensions this study assumes similarities and for certain

dimensions expect differences thru cross cultures.

Measurement of dependent variables:

Aforementioned eleven dimensions of organizational culture were used as

dependent variables. Since this study focused on obtaining information on organizational

culture, instead of using single item-measures, each of the dimensions was evaluated by

two to eight item/questions. Answer of each question is coded on five (5) point likert

scale ranging from ‘strongly disagree’ = l to ‘strongly agree’ = 5.

l - Management support: Eight questions were intended to measure perceived

management support in the police organization. The higher score indicates higher

management support in the organization. A sample item is, “Police managers here try to

plan ahead for changes that might affect our performance”.

2 — Supervisory support: Three questions were intended to measure perceived

supervisor support in the police agency. The higher score indicates higher level

supervisory support in the agency. A sample item is, “My supervisor gives credit to

people when they do a good job”.

3 — Improvement: Three questions were intended to measure officer’s opinion

about improvement in the police organization. The high score reflects higher level of

perceived quality improvement in the agency. A sample item is, “People in my unit try to

improve the quality of their work”.

4 - Job challenges: Five questions were intended to measure the extent to which

police officers feel that police job demanded them to use a variety of abilities and
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provided them with new challenges. Higher score indicates officer sees his/her job as

challenging. A sample item is, “The job requires me to use a number of complex or high-

level skills”.

5 — Communication: Six questions were intended to measure officer’s opinion

about communication in the police agency (between line officers and top command and

between line officers themselves). Higher scores indicate higher level communication in

the agency. A sample item is, “Top police management does a good job of

communicating with employees”.

6 - Trust: Three questions were intended to measure officer’s opinion about trust

that exists amongst the police officers. High score reflects higher level perceived trust in

the organization. A sample item is, “My supervisor shows complete trust in officers’

ability to perform their tasks well”.

7 - Innovation: Seven questions were intended to measure officer’s opinion about

the innovation in the agency. High score reflects high level encouragement for innovation

and new ideas. A sample item is, “Officers in my work unit are encouraged to try new

and better ways of doing the job”.

8 — Social cohesion: Four questions were intended to measure social networks

amongst the officers. Higher number reflects low level social networks and low number

reflects high level social networks amongst the officers in their organization. A sample

item is,” Officers in my work unit enjoy their coworkers”.

9 — Loyalty: Three questions were intended to measure loyalty amongst the

officers. Higher number reflects high level loyalty to the fellow officers in the
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organization. A sample item is, “If my fellow officer makes a mistake at work, it is my

responsibility to protect him”.

10 — Orientation to community policing: Four questions were intended to measure

officer’s perception regarding to community policing. High score reflects service oriented

policing — community oriented policing and low score reflects traditional policing. A

sample item is, “Patrol officers should be expected to do something about the litter and

trash”.

1 l — Orientation to citizen cooperation: Three questions were intended to measure

officer’s perception about the citizen cooperation with police. High score reflects citizen

willingly cooperate with police. A sample item is, “Citizens would often call the police if

they saw something suspicious?”

Measurement of independent variables:

Independent variables are divided into three categories: (1) Individual factors, (2)

organizational factors and (3) environmental factors.

Individual Factors (Socio Demographic Characteristics): These micro-level

variables dominated police organizational culture literature (e.g. Brooks, 1986; Crank,

Payn & Jackson, 1993; Fielding & Fielding, 1987; Shernock, 1992; Sun &Payne, 2004;

D. Walker, 1983; A. Worden, 1993).

In order to protect anonymity of the respondents, categorical measurement was

used for age, education and experience.
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Age: Age was broken into four categories: (1) Less than 25, (2) 26-30, (3) 31-40,

(4) 41 or more. And then based on response rate, these four categories reduced into 3

categories: (1) less than 30 years, and (2) 31-40 years, and (3)41 or more.

Ede; Sex of the officer was measured by: (1) Female, (2) Male

_R_ac_e: Based on LEMAS 2000, race of the officer was broken into three

categories: (1) Caucasian, (2) African-America, (3) other. And then based on response

rate, these three categories reduced into 2 categories: (1) White, and (2) Non-white. For

Turkey sites, this item was excluded.

Education level: Education level of officer was broken into four categories: (1) 

Police school, (2) Bachelor of Arts/Science, (3) Master of Arts/Science, (4) PhD. Since

all study sites set minimum education requirement for recruitment is High School, this

study didn’t include high school as an Option. Based on the response rate, these four

categories reduced into 2 categories: (1) Police school and (2) University or above.

Experience: Police officer’s work time in the police agency is measured as: (1)

Less than 5 years, (2) 6-10 years, (3) l 1 years or more. And then based on response rate,

these three categories reduced into two categories: (I) 10 years or less, and (2) 11 years

or more.

City population of originallycome from: Officer’s city (originally come from)

population was measured as: (1) Less than 10.000, (2) 10.001 and 50.000, (3) 50.001 and

250.000 and (4) 250.001 or more. And then based on response rate, these four categories

reduced into two categories: (1) 250.000 or less and (2) 250.001 or more.

Parents’ profession: Officer’s parents’ previous job experience in the police or 

military area was measured.

110



Relatives’fiprofession: Officer’s relatives’ previous job experience in the police or
 

military area was measured.

Ogganizational Factors: Organizational factors were measured by using rank.

m: Rank of the officer was measured as (1) Line officers, (2) Supervisors.

Substantial rank variation exists between the Turkey and the US. Although it can be

seen problematic to rank equivalencies amongst the countries, Turkish line police officers

perfectly correspond with the US. patrol officers and also Turkish middle managers can

match with the US. police sergeant and lieutenant. Because of the several difficulties,

this study didn’t include top managers into this study.

Environmental Factors: Environmental factors included: (1) Country of the

police agency, (2) state of the police agency and (3) name of the police agency.

Country of the_police agency: Examining differences between two countries,

country names were included into the study.

State of the police ageng; Examining differences between two states (Michigan

and Ohio), also state names were included into the study.

Name of thgiolice agency: Examining differences amongst the cities, city police 

departments’ names were included into the study.

4.3. Study Population & Research Sites and Administration of Questionnaires

One of the important critics to the organizational culture studies (specifically to

the integrative studies) is rely on data from small and unrepresentative number of

employees (such as data from only supervisors) and then try to generalize study findings

to whole organization. To avoid this problem, and to hear the voices of the whole
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population, current study relies on data from large and representative number of officers.

This dissertation tries to reach police officers from different level of the organization and

have different socio-demographic characteristics. Detailed study sample is provided

below.

Turkey Site

Since the police officers in Turkey are randomly chosen for each city for a period

of time, any city of Turkey can be a location of this study. In order to increase sample

size and taking big picture of TNP culture, Ankara, Istanbul, Bursa and Trabzon were

chosen as study sites in Turkey.

Ankara, with a population of approximately seven (7) million people, is the

capital city and second biggest city of Turkey. City is placed in the center of the Turkey

and since all ministry headquarters are in this city, Ankara can be seen as a center of the

official communication and transaction. Both TNP HQ and Ankara city police are

present in the Ankara. Ankara city police, has more than 13.000 police officers, is

responsible of the police affairs in the city area.

Istanbul, with a population of approximately fifteen (15) million people, is the

biggest city of Turkey and the second biggest city of Europe. Istanbul is placed between

Europe and Asia (like a bridge between two continents) and center of cultural,

economical and social activities. Istanbul city police, has more than 29.000 police

officers, is responsible of the police affairs in the city.

Bursa, with a population of approximately 2.5 million people, is the fifth biggest

city of Turkey.‘ Bursa is placed on the west side of the Turkey and one of the
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economically well developed cities in the Turkey. Bursa city police, has approximately

5.900 police officers, is responsible of the police affairs in the city.

Finally, Trabzon is one of the medium size cities of Turkey, with a population of

approximately 250.000 people. Trabzon is placed on the north east side of the Turkey

(very close to Russia) and city police has approximately 1.500 police officers, is

responsible of the police affairs in the city.

In order to administer this study in TNP, first brief summary of the study was

provided, includes general purposes of the study, to the TNP officials in the HQ and

requested permission to conduct this survey in aforementioned cities. Upon given

permission by HQ, contact persons in these cities were arranged, without contact

personnel and local police permission, HQ’s allowance wouldn’t provide much support.

Prior connections and identity of researcher (being active Turkish police officer)

minimized accessibility problems. Police line officers and middle managers from those

city police agencies were randomly selected. Police officers lists were taken from

departments of human resources, located in police headquarter in city police agencies,

and surveys were distributed to randomly selected police officers. Completed surveys in

sealed envelopes returned to a designated researcher’s representatives in Ankara,

Istanbul, Bursa and Trabzon. The representatives sent the surveys to Michigan. One

thousand nine hundred and fifty (1950) questionnaires were distributed to the line officers

and middle managers in the four police departments.
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United States (Midwest) Site:

Michigan and Ohio were selected as collection sites. To make an appropriate

comparison with cities in Turkey site, this study selected both medium and large local

police agencies in these states. Medium police agencies are defined as which have 150 -

300 sworn officers and large police departments are defined as which more than 300

sworn officers. Since Turkey has not had any state, university or sheriff police, these

police agencies were excluded from research list. Questionnaires (2 pages and 2 sided)

and consent form with self labeled and stamped envelopes were either put into officer’s

mailbox or given to officer him/herself. Officer filled the questionnaire by making their

answers on the survey sheet, since survey doesn’t have any identification marks all

responses are completely anonymous and won’t be used in anyway that may identify the

officers. Participant’s privacy protected to the maximum extends allowable by law. After

officers finishing the survey, they put it into self labeled and stamped envelopes and

retumed/mailed it to researcher.

Michigan: List of local police agencies that has more than 150 police officers

were taken and tried to contact with them. Detroit, Ann Arbor and Southfield Police

Departments gave positive response.

QM: Detroit with a population of approximately 952.000 people is the biggest

city in Michigan. Detroit PD is comprised of 4.804 employees (4154 sworn officers) and

the sixth biggest local police departments in the US. City police is divided into newly

structured six police districts: (1) Northwest, (2) Southwest, (3) Eastern, (4) Northeastern,

(5) Central and (6) Western Districts. Each police district is under the command of a

deputy chief with large autonomy in that district area. Detroit PD is following community
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policing and have community policing plan but it is not a formal, written one. All recruits

are receiving community policing training which means at least 8 hours training during

the 12 month period. Community policing is administered by special unit with full time

personnel, 151 community policing officers (geographically assigned) and 52 school

resource officers (Reaves & Hickman, 2004, p.115). Detroit PD is trying to get involved

community into partnership and for that they are administering citizen police academy,

citizen training, community group meetings and problem solving partnership (Reaves &

Hickman, 2004, p.127).

Table 7. Study Sites in the United States“

 

     
 

 

 

 

      

 

 

     

Full time Sworn Officer City Officers I

Employees Officers Assigned to Population per I

(Number & respond to 10.000

Percent) calls residents

(Number &

Percent)

MICHIGAN

Detroit 4.804 4.154 (%86) 2.186 (%53) 951.270 44

Ann Arbor 226 159 (%70) 72 (%39) 1 14.024 15

176 157 (%89) 1 19 (%76) 78.296 20

Southfield

OHIO

Columbus 2.114 1.787 (%84) 1.535 (%88) 763.351 23

Cleveland 2.386 1.822 (%76) 800 (%44) 478.403 38

  * Reaves & Hickman, 2004, p.26, 28. ; US. census data (2000) and official websites of

police departments.   
Ann Arbor: Ann Arbor with a population of approximately 1 14.000 people is the

one of the ‘university city’ in the Michigan. Ann Arbor PD is comprised of 226

employees (159 sworn officers). Ann Arbor PD, like Detroit PD, is following community

policing and have community policing plan but it is not a formal, written one. All recruits
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and officers are receiving community policing training which means at least 8 hours

training during the 12 month period. Community policing is administered by special unit

with full time personnel, 9 community policing officers (geographically assigned) and 2

school resource officers (Reaves & Hickman, 2004, p.115). Ann Arbor PD is very

actively seeking to get involved community into partnership and for that they are

administering citizen police academy, citizen surveys, community group meetings and

problem solving partnership. Also patrol officers and investigators are geographically

assigned and officer problem solving projects are actively encouraged (Reaves &

Hickman, 2004, p.115, 127).

Southfield: Southfield with a population of approximately 78.300 people is the

one of the medium size city in the Michigan. Southfield PD is comprised of 176

employees (157 sworn officers). Southfield PD is following community policing strategy

and has formal/written community policing plan. Some (not all) recruits and officers are

receiving community policing training which means at least 8 hours training during the

12 month period. Community policing is administered by special unit with fiill time

personnel, 2 community policing officers (geographically assigned) and 4 school

resource officers (Reaves & Hickman, 2004, p.115). Southfield PD is administering

community/group meetings to get involved community into partnership. Also patrol

officers are geographically assigned and officer problem solving projects are actively

encouraged (Reaves & Hickman, 2004, pl 15, 127).

Following information was provided to departments: One page summary of the

study (for detail contact information), copy of survey instrument and consent form.

Because of the size of the agencies, current study used different methods for
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administering questionnaire for those agencies. For Ann Arbor and Southfield, whole

police agency was selected as a sample. 150 surveys (total 300) were distributed to both

police agencies. On the other hand, because of the agency size and cost, in the initial

meeting Detroit Police Department gave a specified numbers of survey distribution

(maximum 300 survey) to the designated police districts: (1) Northwest, (2) Southwest,

(3) Eastern, (4) Northeastern, (5) Central and finally (6) Western Districts.

Ohio: Large police departments which have more than 300 sworn officers were

selected and after contacting with them finally researcher decided to conduct survey in

Columbus and Cleveland Police Departments.

Columbus: Columbus with a population of approximately 763.351 people is the

capital city of Ohio. Columbus PD is comprised of 2.114 employees (1787 sworn

officers) and second biggest local police department in the Ohio, twenty fourth biggest

local police department in the US. In order to effectively conduct police job, city is

divided into different subdivisions and these subdivisions are fiirther divided into zones,

each zone is supervised by a commander. These zones are fiirther divided into precincts

(Columbus PD has 19 police precincts) and each precinct is supervised by police

sergeantz. Columbus PD is following community policing and have formal written

community policing plan. All recruits are receiving community policing training which

means at least 8 hours training during the 12 month period. Community policing is

administered by special unit with full time personnel, 68 community policing officers

(geographically assigned) and 30 school resource officers (Reaves & Hickman, 2004,

p.117). Columbus PD is very actively seeking to get involved community into partnership

 

2 The information provided on this page is retrieved Fcbniary, ()3, 2007 from official web page

(http://www.columbuspolice.org) of Columbus PD.
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and for that they are administering citizen police academy, citizen surveys, citizen

training, community group meetings and problem solving partnership. Also patrol

officers and investigators are geographically assigned and officer problem solving

projects are actively encouraged (Reaves & Hickman, 2004, p.115, 129).

Cleveland: Cleveland with a population of approximately 478.403 people is the

second biggest city of Ohio. Cleveland PD is comprised of 2.386 employees (1822 sworn

officers) and the biggest local police department in the Ohio, twenty first biggest local

police department in the US. In order to effectively conduct police job, police division is

organized into three main functional programs; (1) Administrative operations, (2) Field

operations, (3) Special operations". Cleveland PD is following community policing and

have formal written community policing plan. But interestingly none of the personnel

(recruits, officers or civilians) are receiving community policing training. Community

policing is administered by special unit with full time personnel, 46 community policing

officers (geographically assigned) and 20 school resource officers (Reaves & Hickman,

2004, p.117). Cleveland PD is trying to get involved community into partnership and for

that they are administering citizen police academy and community group meetings.

Although patrol officers and investigators are geographically assigned, officer problem

solving projects are neither actively encouraged nor included in evaluation (Reaves &

Hickman, 2004, p.115, 129).

Following information was provided to these two police departments: One page

summary of the study (for detail contact information), copy of survey instrument and

consent form. Because of the size of the agencies, 350 questionnaires (total 700

 

3 The information provided on this page is retrieved February, 03, 2007 from official web page

(http://wwwcity.cleveland.oh.us/govemment/departments/pubsafety/police/policeindhtml) of Cleveland

PD.
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questionnaires) were distributed to the randomly selected police officers and supervisors

in these two police departments.

One thousand and three hundred (1300) questionnaires were distributed to the line

officers and supervisors in the Mid-West police departments.
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CHAPTER V

ANALYSIS

This chapter describes the statistical methods used to evaluate the research

questions. The first part of this chapter provides demographic characteristics of the study

population, followed by the results of factor analyses for the organizational culture

dimensions. In addition, several mean differences of the study population are shown, and

the main differences among police officers’ perceptions pertinent to organizational

culture are discussed. Finally, OLS regression analyses are reported. The aim of this

dissertation is to examine factors that influence police officers’ understanding about their

organizational culture and specifically community policing. In order to cany out this task,

three thousand two hundred fifty (3,250) questionnaires were mailed/distributed to the

police officers in the study sites. The response rate was more than 70%, which is

considered a good level rate4 (Babbie, 1986, p.221; Fuller, 1974) to be representative and

reduce the chances of response bias. Of these, 2,046 were completed correctly and thus

usable for analysis. Prior to data analysis, all the variables in the survey were examined

by using the SPSS 14.0 statistical program to satisfy fundamental issues related to data

analysis, such as accuracy of data entry, missing data, outliers, and the normality of

distributions. Based on this data screening, 2,046 cases remained for the analyses. As an

exploratory study of an under-researched area, the data represents an important endeavor

to understand police organizational culture and perceptions about the community

policing.

 

4 Similar surveys in different countries have produced different response rates: 45 % in the Griffin. Dunbar

and McGill’s (1978) study , 66% in the Pale and Fridell’s (1993) study , 53% in the Zhao, Thurman and

Ne’s (1999) study and 62 % in the Burke and Mikkelsen’s (2005) study.
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5.1. Demographic Characteristics of Police Officers

The preliminary part of the questionnaire obtained information about socio-

demographic characteristics of the officer including age, gender, experience, population

of city of origin, and education (see table 8).

The sample was mostly male (82%, 1,680) line officers (75%) with a modal age

of 3 1—40 (35%, 720) and 11 years or more experience (46%). In terms of education, 38 %

of the officers reported university level or higher education, and most of the police

officers (43%) originally came from large cities (more than 250.000 populations).

The Turkey sample consists of 1,028 (75%) line officers and 349 (25%) police

supervisors. These 1,377 police officers represent a response rate of 71%. Of the

participants in Turkey, 86% were male and 14% were female, which is a reasonable

representation of gender composition of police officers in the TNP. The majority of the

police officers (N=438, 32%) were 31 to 40 years of age. All line officers have a high

school diploma and at least police school education; all police supervisors have at least

police university education or an equivalent four-year university diploma, and the

remaining (2%) have a higher level of education. The majority of the police officers

(39%) have eleven years or more experience. Most of the officers in the study are

originally from less than 250.000 populations.
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Table 8. Demographics of Police Officers in Turkey and US. (N = 2046)

 

 

 

Turkey U.S.

(N = 1377) (N = 669)

N % N %

Age

30 years or less 733 53 95 14

31-40 years 438 32 282 42

41 years and more 205 15 290 44

Gender

Male 1 186 86 497 75

Female 190 14 164 25

Level of Education

Police School 834 61 429 64

University or above 543 39 238 36

Experience

10 years or less 844 61 247 37

11 years or more 532 39 422 63

Population of city of origin

250.000 or less 873 63 282 42

250.00] or more 503 37 382 58

Rank

Supervisors 349 25 149 23

Line Officers 1028 75 514 77

Race

Caucasian N/A 406 61

African-American N/A 209 32

Other N/A 44 7

Parents Job experience in Military/Police

251 18 244 37

Relatives Job experience in Military/Police

634 46 385 59

 

The United States sample includes 514 (77%) line officers and 149 (23%) police

supervisors. Six hundred sixty-nine police officers voluntarily participated and returned

self-administered questionnaires to the researchers (the response rate was 51%). Of the
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participants in the US, 75% were male and 25% were female, which is similar to the

gender composition of police officers in these five police departments. The US. sample

consists of 61% white, 32% African-American and 7% other race police officers. The

majority of the police officers (N=290, 44%) were 41 years of age or older, and (N=282)

42% of the officers were 31 to 40 years of age. All officers have a high school diploma

and at least police school education with the remaining (7%) reporting a higher level of

education. The majority of the police officers (63%) have eleven years’ experience or

more. Most of the officers in the study are originally from big cities.

5.2. Factor Analysis and Dimension Summaries

To determine which factors and items were to be analyzed, the following criteria

from Zeitz et al. was followed: “(a) individual items must have a minimum factor loading

of .40 (convergent reliability), (b) items must play a .30 loading difference with any other

valid factor (discriminant validity), (c) factors must have at least 3 items, (d) indexes

formed from factors must have Cronbach’s alpha reliability scores of .65 or greater”

(Zeitz et al., 1997, p.424). Prior to the factor analyses, the appropriateness of factor

analysis was checked and it was supported by Barlett’s test of sphericity (59266.45, p<

.0001) and the Kaiser-Meyer-Olkin measure of sampling adequacy of .92. In addition to

these criteria, the Kaiser-Gunman criterion was used, and factors that have eigenvalues of

less than 1.00 were ignored. Both Cattell (1966) and Gorsuch (1983) observed that the

Kaiser-Gutman criterion may retain too many factors. Kim and Mueller ( 1978)

emphasized the importance of the performing multiple criteria, and for that reason, scree

test was carefully examined and taken into consideration the interpretability of factors to

 

5 Trust scale based on two item-survey questions and had Cronbach’s alpha of .63.
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determine factor retention. Principal factor analysis with promax—oblique rotation was

performed to find out whether the data supported the aforementioned organizational

culture scales. Since it is generally agreed that these dimensions of organizational culture

are normally correlated and not orthogonal (Zeitz et al., 1997), and following Ford,

MacCallum and Tait’s (1986) suggestion that, since “orthogonal rotation is a subset of

oblique rotation, it is more sensible to rotate the factors obliquely” (p.306), oblique

rotation was used. Factors were also rotated with varimax-orthogonal to test the

consistency of support for the factors and varimax-orthogonal gave essentially similar

results.

In this analysis, 50 survey items used and principal factor analysis reduced these

50 items to 45 items with 11 factors. The factor analysis result showed in Appendix A

strongly supported the construct validity of the instrument and the majority of the scales

retained their intended structures. All hypothesized eleven dimensions of organizational

culture account for 70% of the variance in the scale responses. In order to determine the

reliability of the dimensions, Cronbach's coefficient alpha was calculated for each

dimension of organizational culture as shown in Appendix A and Appendix B.

Organizational dimensions, except trust6, exceed Cronbach’s alpha reliability scores of

.70. The scales were reliable, all 10 scales having a Cronbach’s alpha of greater than .70,

the lowest alpha of .70 associated with both ‘job challenge’ scales, and the highest alpha

of .92 associated with the ‘management support’ scale.

(1) Management Support: All items were loaded in their intended scale, which was

intended to measure perceived management support in the police organization. Items’

loadings were greater than .63 and communalities were greater than .40. The

 

6 Findings based on the trust scale should be considered cautiously.
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management support factor explained 64% of the common variance and had Cronbach’s

alpha of .92.

(2) Supervisory Support: All items were loaded in their intended scale, which was

intended to measure perceived supervisor support in the police agency. Items’ loadings

were greater than .65 and communalities were greater than .43. The supervisory support

factor explained 70% of the common variance and had Cronbach’s alpha of .78.

(3) Improvement: All items were loaded in their intended scale, which was intended to
 

measure officers’ Opinions about improvement in the police organization. Items’ loadings

were greater than .86 and communalities were greater than .74. The improvement factor

explained 78% ofthe common variance and had Cronbach’s alpha of .86.

(4) Job Challenges: All items were loaded in their intended scale, which was intended to 

measure the extent to which police officers feel that police work demanded them to use a

variety of abilities and provided them with new challenges. Items’ loadings ranged from

.55 to .73 and communalities were greater than .30. The job challenges factor explained

50% ofthe common variance and had Cronbach’s alpha of .70.

(5) Communication: Five questions/items were loaded in their intended scale, which was 

intended to measure officers’ opinions about communication in the police agency

(between line officers and top command and between line officers themselves). Items’

loadings ranged from .67 to .86 and communalities were greater than .46. One item had a

factor loading less than .24 and a communality of .05 indicating that the intended

communication scale did not predict a considerable proportion of variance on this item.

Thus this item was dropped from the communication scale; the scale explained 65% of

the common variance and had a Cronbach’s alpha of .86.
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(6) m: Two items were loaded in their intended scale, which was intended to measure

officers’ opinions about trust that exists amongst the police officers. ltems’ loadings were

.85 and communalities were .73. One item had a factor loading less than .53 and a

communality of .28 indicating that the intended trust scale did not predict a considerable

proportion of variance on this item. Thus this item was dropped from the trust scale; the

scale explained 73% of the common variance and had a Cronbach’s alpha of 63.

(7) Innovation: Five items were loaded in their intended scale, which was intended to

measure officers’ opinions about the innovation in the agency. Items’ loadings ranged

from .45 to .90 and communalities were greater than .30. Two items had a factor loading

less than .40 and a communality of less than .18 indicating that the intended innovation

scale did not predict a considerable proportion of variance on these items. Thus these two

items were dropped fiom the innovation scale; the scale explained 63% of the common

variance and had a Cronbach’s alpha of .84.

(8) Social Cohesion: All items were loaded in their intended scale, which was intended to 

measure social networks amongst the officers. Items’ loadings ranged from .67 to .88 and

communalities were greater than .45. The social cohesion factor explained 63% of the

common variance and had Cronbach’s alpha of .79.

(9) L_9y_afiy: All items were loaded in their intended scale, which was intended to measure

loyalty among the officers. ‘ltems’ loadings ranged from .82 to .88 and communalities

were greater than .67. The loyalty factor explained 74% of the common variance and had

Cronbach’s alpha of .82.

(10) Orientation to Community Policing: All items were loaded in their intended scale,

which were intended to measure officers’ perceptions regarding community policing.
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Items’ loadings ranged from .71 to .80 and communalities were greater than .50. The

community policing factor explained 55% of the common variance and had Cronbach’s

alpha of .73.

(11) Citizen Cooperation: All items were loaded in their intended scale, which was

intended to measure officers’ perceptions about citizen cooperation with police. Items’

loadings ranged from .73 to .88 and communalities were greater than .53. The citizen

cooperation factor explained 64% of the common variance and had Cronbach’s alpha of

.72.

5.3. Mean Differences

Analysis of variance (ANOVA) and T-Test were performed to test mean

differences in the officers’ perceptions. Mean comparisons for police officers suggested

statistically significant findings.

Environmental Factors

The first hypothesis, whether police officers’ perceptions about the police

organizational culture differ by the environments of police departments, was tested by

using three mean difference tests. As shown in table 9 thru table 12, officers’ perceptions

regarding police organizational culture varied by three variations of locations of the

police department (namely; country, state and city).

Country Differences: Turkish and US. officers’ perceptions significantly

differed on most of the dimensions of the organizational culture (see table 9). As

expected, police officers’ understanding differed by country of police officers on the

dimensions of management support, supervisory support, improvement, job challenges,
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communication, trust, innovation, patrol duty and loyalty to fellow officers. Country of

police officers did not significantly affect police officers’ opinions about the dimensions

of social cohesion and citizen cooperation.

The mean for management support in Turkey was 23.08 and close to agree; more

than half of the officers agreed in their perception of management support. In the US,

the mean was a moderate 21.97 and almost 40% of officers agreed in their perception of

management support.

Regarding the supervisory support dimension, the mean was moderate (9.07) in

Turkey and high (10.32) in the US. More than 60% of police officers in the US. stated a

high level of supervisory support. On the other hand this percentage decreased to 40% in

Turkish police officers. U.S. policing style gives supervisors and line officers a very close

working atmosphere and line officers work directly with their immediate supervisors

(mostly sergeants) and get direct support. Contrary to that, Turkish policing style

enforces centralized structure and strict hierarchy. Although in the last five to ten years,

middle managers have tried to change some parts of this structure and to reduce the gap

between the hierarchical levels, the distance between line officers and their immediate

supervisors compared to their American counterparts is large. This gap limits the

perceived level of support fi'om supervisors.
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Table 9. Comparison ofMean Differences among Countries for

Organizational Dimensions in Turkey & U.S. (N = 2046)

 

 

 

 

 

 

 

 

 

 

 

  

Turkey United States

(N = 1377) (N = 669)

SCALES M SD M SD F

Management Support (8-40) 23.68 7.27 21.87 7.82 21.56“

Supervision (3-15) 9.07 2.84 10.32 3.24 62.42"

Improvement (3-15) 9.57 2.90 10.17 2.90 15.74"

Job Challenges (5-25) 15.98 4.11 18.11 3.92 122.03“

Communication (5-25) 13.03 4.96 10.33 4.20 123.57"

Trust (2-10) 6.09 2.10 5.71 1.94 13.16"

Innovation (5-25) 14.09 4.75 12.90 4.17 25.66“

Social Cohesion (4-20) 13.47 3.74 13.32 3.04 .83

Community Policing (4-20) 11.66 3.43 14.75 2.65 410.47**

Citizen Cooperation (3-15) 9.52 2.76 9.62 2.65 .60

Loyalty (3-15) 9.22 3.34 6.91 2.35 252.62"      
* p < .05, ** p < .01 (two-tailed)
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The means for improvement in both countries (9.57 vs. 10.17) were in the agree

level. Ofiicers’ mean scores on the improvement dimension were higher in the US. than

in Turkey.

Regarding job challenges, both countries’ police officers perceived their job to be

challenging (15.98 vs. 18.11). Police officers in the US. saw their job to be more

challenging than officers in Turkey did. More than 70% of police officers in the US.

perceived their job to be challenging.

Both countries’ police officers gave low scores for the dimension of

communication in their agencies. Police officers in the US. had lower scores (mean score

10.33) regarding communication in the police departments. More than 72% of police

officers perceived a low level of communication in the organization. On the other hand,

almost half of the police officers in Turkey gave low scores for communication in their

organizations (mean score 13.03).

Turkish police officers compared to American counterparts held more positive

views about trust. The mean score for Turkish police officers (6.07) indicates that police

officers perceived trust in their organizations. On the other hand, the mean score for

American police officers (5.71) indicates more than 50% of the officers had positive

views about the trust existing among the officers in their organization.

Regarding innovation, Turkish police officers had a significantly higher mean

score than American counterparts. The mean score (14.09) of Turkish police officers was

close to the agree level, and 50% of Turkish police officers had positive views about the

innovation in their agencies. The mean score (12.90) of American police officers was
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moderate, and almost 35% of them had positive perceptions about the innovation in their

agencies.

Regarding community policing, police officers in the US. had significantly

higher mean scores than Turkish counterparts. The mean score (14.75) of American

police officers indicates that more than 75% of police officers in the US. agreed with the

patrol duties stated in the survey. For Turkish police officers (mean score 11.66) this

percentage is close to 40%. When each item in the community policing scale was

examined, it was seen that Turkish police officers are in the transition stage: they are

moving from the traditional police role to a service-oriented policing style, but it is going

to take some time.

As expected from aforementioned Hofstede’s analysis, Turkish police officers had

significantly higher scores in the loyalty dimension than American police officers (9.22

vs. 6.91). Turkish police officers gave importance to strong connections with their fellow

officers and loyalty was seen as one of the most essential characteristics of being a team

member. On the other hand, the mean of loyalty was low among the American police

officers, and they had negative perceptions about the loyalty scale.

Regarding social cohesion and citizen cooperation dimensions, both of the

countries’ police officers’ mean scores did not significantly differ from each other. The

means for the social cohesion dimension for both countries nearly agreed (13.47 vs.

13.32), and police officers saw a high level of cohesion in their departments and rated

their social network as good. Also, the means for the citizen cooperation scale nearly

agreed and were high in both countries (9.52 vs. 9.62). Both Turkish and American police

officers gave importance to citizen cooperation. With regard to the American police
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officers’ score, it is reasonable to assume that since all five American police departments

have formal/informal community policing plans and different community policing

implementations, these implementations and their continuous community policing

trainings have improved their perceptions about citizen cooperation. For Turkish police

officers’, it is possible to assume that the middle managers’ continuous improvement

efforts in the last decade have started to transform police officers’ perceptions about

citizen cooperation.

Overall, as hypothesized, Turkish police officers held more positive perceptions

for organizational dimensions than their American counterparts. On the other hand,

United States police officers have a broader role orientation than Turkish police officers.

Hence police role orientations and perceptions are shaped by individual, organizational

and environmental factors. Findings supported hypothesis la.

State Differences: Findings showed that (see table 10) police officers’

perceptions about the dimensions of organizational culture significantly differed by the

state of the police department. Nine of eleven dimensions were significantly differently

perceived by police officers in Ohio compared to police officers in Michigan. For all

dimensions, police officers who work in Ohio had more positive views than police

officers working in Michigan (even for non-significant two dimensions). For community

policing and loyalty scale, both states’ officers’ perceptions did not significantly differ.

This finding contradicts the integration perspective’s assumption of ‘one consistent police

culture’ and supports hypothesis lb.





Table 10. Comparison of Mean Differences among States for

Organizational Dimensions in the US. (N = 669)

 

 

 

 

 
 

 

 

 

 

 

 

 

Michigan Ohio

(N=319) (N=350)

SCALES ‘ M SD M so F

Management Support (8-40) 19.09 8.04 24.43 6.66 87.04"

Supervision (3-15) 9.99 3.20 10.63 3.25 6.57*

Improvement (3-15) 9.75 2.98 10.55 2.77 12.91M

Job Challenges (5-25) 17.76 4.11 18.42 3.72 4.58*

Communication (5-25) ' 9.68 4.39 10.93 3.94 14.46M

Trust (2-10) 5.23 2.02 6.15 1.76 39.08“

Innovation (5-25) 12.01 4.32 13.71 3.86 27.97"

Social Cohesion (4-20) 13.06 2.98 13.55 3.09 4.20*

Community Policing (4-20) 14.65 2.85 14.83 2.45 .76

Citizen Cooperation (3-15) 9.17 2.88 10.04 2.35 18.44"

Loyalty (3—15) 6.73 2.50 7.07 2.19 3.49        
* P < 05, ** p < .01 (two-tailed)
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City Differences (U.S.): Findings showed that (Table 11) ten of eleven

dimensions differed based on the city of the police department (the exception was the

community policing scale). For ten of eleven dimensions the Detroit PD police officers

compared to other police departments had the lowest score. Based on the results, it is

possible to assume that the Detroit PD lowered the mean score of Michigan and created

the aforementioned significant state differences. Following this assumption, Detroit PD

was eliminated from the sample and then the mean differences were compared by state

and city levels again. Based on the state of the police department, four of eleven

dimensions of organizational culture were still significantly differently perceived by

police officers. Based on the city of the police department, seven of eleven dimensions of

the organizational culture were significantly differently perceived by police officers.

Although eliminating the Detroit PD from the data made some changes in the results,

significantly different perceptions still existed based on the location of the police

department. Findings supported hypothesis lo.
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City Differences (Turkey): Based on the previously mentioned structural

characteristics of the TNP, this study assumed that location of the police departments

would not significantly affect police officers’ perceptions. Several mean differences

would be expected, but not to a great extent. Findings indicated that (see table 12) based

on the city of the police department, police officers’ perceptions significantly differed on

ten of eleven dimensions of the organizational culture. Only for the job challenges scale

did officers’ perceptions not significantly differ. Similar to the US. data, in the Turkey

sample, the Ankara Police Department had the lowest score for the six of eleven

dimensions. To examine whether these significant differences among the city police

departments came from the Ankara Police Department, Ankara PD was eliminated from

the sample and then mean differences of city police departments were compared. After

eliminating the Ankara PD from the data, police officers’ perceptions significantly

differed on seven of eleven dimensions of organizational culture. Although eliminating

the Ankara PD from the data made some changes in the mean difference table,

significantly different perceptions still existed based on the location of the police

department. Hypothesis 1d received no support.
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Organizational Factors

A second hypothesis relates to officers’ perceptions on the dimensions of

organizational culture and the level of hierarchy in the police department. Findings

partially support hypothesis two (see table 13). Findings showed that for several

dimensions of the organizational culture, different levels of organizational hierarchy had

a different understanding about the organizational culture both in the TNP and in the US.

Because of the aforementioned several factors, significant differences were expected on

almost all items in the TNP based on rank. Surprisingly, only one dimension (trust)

significantly differed based on rank in the TNP. Although supervisors held more positive

views compared to line officers in the TNP, these differences were not significant.

Several reasons can explain these findings; first of all, in the last five to ten years middle

managers in the TNP have been trying to change all TNP environments and leading the

change effort in the TNP. In addition to these endeavors, police managers have

transferred their culture to the whole organization. Second, middle managers mostly work

closely with line officers, and they are the closest leading figure for line officers and

especially less experienced officers. Third, in police schools, most of the administration

and training have been managed by middle managers. During the two-year police school

training, in addition to general values and police training, middle managers also socialize

police cadets with their idealistic organizational culture values and strongly encourage

them to learn new techniques and methods instead of following the traditional style. Also,

an increasing number of university graduate line officers are starting to make revisions to

the line officers’ culture. All of these factors might help to close the gap between line

officers’ and supervisors’ perceptions.
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1n the US, differences based on rank were clearer than in the TNP site. In the

US, officers’ perceptions on almost all dimensions (except job challenges) of the

organizational culture differed based on rank. Although traditional police culture studies

mentioned line officers’ vs. ranked officers’ culture differences, in the last two decades

police managers, with the help of the community policing philosophy, have tried to

eliminate this gap. Results showed that significantly different understandings still exist

between line officers and supervisors even for job related dimensions (such as

community policing, etc.) Supervisors held significantly more positive views compared

to line officers on the dimensions of management support, supervisory support,

improvement, communication, innovation, trust, social cohesion, community policing

and citizen cooperation. Line officers compared to supervisors had more positive views

on the dimension of loyalty to fellow officers.

Although findings supported hypothesis 2 for the US. site, the Turkey site did not

provide any support for hypothesis 2.

Individual Factors

The third hypothesis was whether police officers’ perceptions about the police

organizational culture differ by officers’ demographic characteristics. As shown in table

14 thru table 20, officers’ perceptions regarding police organizational culture varied by

officers’ individual characteristics in both countries. Table 14 thru table 20 indicated that

in both Turkey and US. data, there were significant differences in the perceptions about

the organizational culture based on officers’ age, gender, education, race, the population
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size of their hometown, and years of experience. Therefore, the conclusion supports the

third hypothesis.

Age: Based on age categories, in both Turkey and the US. several dimensions of

organizational culture differed. Specifically, U.S. police officers’ perceptions

significantly varied on seven of eleven dimensions of organizational culture (see table

14). Older police officers (4l-years-old or older) compared to the other two age

categories had significantly positive views on the dimensions of management support,

improvement, communication, trust, innovation and citizen cooperation. Also, older

police officers had the lowest score for loyalty scale.

In contrast to the United States, in Turkey, officers’ age did not influence officers’

perceptions on various dimensions of organizational culture (see table 15). Turkish police

officers’ perceptions differed on three of eleven dimensions of organizational culture by

age of the officer. For supervisory support scale, younger police officers compared to the

other two categories hold significantly positive views. For improvement scale, older

officers compared to the other two categories hold more positive perceptions; finally,

officers in the middle age category compared to older and younger age categories

perceive police work as challenging.

Although hypothesis 3a predicted that older police officers are most likely to have

negative perceptions about most of the dimensions of the organizational culture

compared to other age categories, these findings did not support hypothesis 3a. Contrary

to expectations, older age police officers hold more positive views about the dimensions

of organizational culture than other age categories.
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Table 14. Comparison ofMean Differences among Age groups for

Organizational Dimensions in the US. (N = 667)

 

 

 

 

 

 

 

 

 

 

 

 

  

Less than 30 31-40 41 and more

(N=95) (N=282) (N=290)

SCALES M so M so M so F

Management

. . .3 .25 23.07 7.93 6.18“Suppomwo) 2049 863 211 7

Supervision(3-15) 9.92 3.39 10.24 3.26 10.55 3.16 1.53

Improvement(3-15) 9.71 3.13 9.83 2.78 10.65 2.88 7.07"

JObChanengeS 18.56 4.28 17.75 4.01 18.32 3.69 2.21
(5-25)

commumca‘m“ 10.18 4.68 9.84 3.89 10.86 4.31 4.21*
(5-25)

Trust(2-10) 5.20 1.97 5.70 1.98 5.87 1.87 4.15*

lnnovation(5-25) 13.14 4.38 12.36 3.74 13.35 4.45 4.18*

Social Cohesion

(4-20) 13.01 2.94 13.33 3.09 13.38 3.04 .52

Community

Policing(4_20) 14.76 2.81 14.57 2.47 14.91 2.77 1.20

8%?" C°°pe‘a"°" 9.25 3.08 9.27 2.49 10.08 2.59 7.79"

Loyalty(3-15) 7.46 2.40 7.02 2.38 6.63 2.28 4.82"         
.1 p < _05, ** p < .01 (two-tailed)
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Table 15. Comparison of Mean Differences among Age groups for

Organizational Dimensions in Turkey (N = 1375)

 

 

 

 

 

 

 

 

 

 

 

  
  

Less than 30 31-40 41 and more

(N=732) (N=438) (N=205)

SCALES M so M so M so

Management
. 7.09 23.03 7.21 22.67 7.11 .49

Support (8-40) 23 22

Supervision(3-15) 8.78 3.03 8.41 2.73 8.27 2.38 3.82*

Improvement(3-15) 9.16 2.87 9.54 2.83 9.69 2.87 3.93*

JObChanenges 15.53 4.40 16.82 3.62 15.77 3.77 13.97"
(5-25)

commun'cat'o" 12.56 4.84 12.66 4.57 12.73 4.64 .13
(5-25)

Trust(2-10) 6.07 2.12 5.96 1.99 5.76 2.11 1.90

Innovation(5-25) 13.40 4.87 13.85 4.22 13.26 4.38 1.67

Social Cohesion

(4-20) 13.34 3.88 13.71 3.56 13.41 3.61 1.41

Community

Policing(4_20) 11.84 3.39 11.45 3.26 11.48 3.89 2,12

83?)" COOPerat‘O" 9.52 2.78 9.69 2.65 9.15 2.90 2.63

Loyalty(3-15) 9.23 3.28 9.02 3.34 9.56 3.51 1.82         
* p < .05, ** p < .01 (two-tailed)
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Gender: As stated previously, an extensive amount of literature mentions

differences between male and female officers’ perceptions regarding the dimensions of

organizational culture. Results of mean differences showed that (see table 16), based on

gender, Turkish police officers’ perceptions significantly varied on almost all (nine of

eleven) tested dimensions of organizational culture. Results indicated that male and

female police officers in Turkey had significantly different understandings about the

police organizational culture. Although both male and female police officers are subject

to the same training process, female police officers have more positive perceptions about

the dimensions of management support, supervisory support, communication, trust,

innovation, social cohesion, loyalty and citizen cooperation than male counterparts have.

For the dimension ofjob challenges, male police officers perceive police work to be more

challenging than female police officers do. Turkish police officers’ perceptions did not

significantly differ on the dimensions of improvement and community policing based on

gender. A different socialization process, working in a male- dominated occupation, and

different work environments (bureau vs. street) may account for considerably big

differences between male and female officers related to their understanding about the

dimensions of the organizational culture. These findings are both surprising and

particularly enlightening for police scholars and police managers.
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Compared to Turkey, in the US. sample, officers’ gender did not influence

officers’ perceptions on various dimensions of organizational culture. American officers’

perceptions differed in three of eleven dimensions of organizational culture by gender of

officer. And on these three dimensions, contrary to the Turkish police officers’ findings,

male police officers have more positive perceptions on the dimensions of trust,

community policing and citizen cooperation than female police officers have.

Hypothesis 3b predicted that female police officers compared to male officers had

more positive views regarding the dimensions of the organizational culture. Findings

supported hypothesis 3b for the Turkey site, but for the US. site, hypothesis 3b received

no support.

Race: Police officers’ race had significant effect on officers’ perceptions of the

dimensions of the organizational culture (see table 17). Based on race, white and non-

white police officers had significantly different understandings about the eight of eleven

dimensions of organizational culture. White police officers had more positive perceptions

on the dimensions of management support, supervisory support, improvement, job

challenges, trust, innovation, social cohesion and citizen cooperation than non-white

police officers. Race of the police officer did not significantly affect officers’ perceptions

of the dimensions of communication, community policing and loyalty to fellow officers;

both white and non-white police officers shared similar understandings on these three

dimensions.
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Table 17. Comparison ofMean Differences among Race for

Organizational Dimensions in the US. (N = 659)

 

 

 

 

 

 

 

  
 

 

 

 

  

White Non-White

(N = 406) m = 253)

SCALES ' M so M so F

Management Support (8—40) 22.67 7.63 20.62 7.99 10.66"

Supervrsron (3-15) 10.73 3.13 9.76 3.28 “.25“

Improvement (3-15) 10.44 2.74 9.71 3.12 9.67"

Job Challenges (5-25) 18.42 3.70 17.63 4.22 6.27*

Communication (5-25) 10.47 4.11 10.15 4.40 .88

T 2-10 . . . .rust( ) 589 188 542 201 9.12“

I t' 5-25 . . .nnova ron( ) 13 34 4 11 12 29 4.21 9.62“

Social Cohesion (4-20) 13.55 2.86 12.94 3.29 6.30*

Community Policing (4-20) 14.79 2.49 14.76 2.90 .38

Citizen C o t' 3-15 9. . . .o pera1on ( ) 87 2 47 9 22 2 85 9.32"

Loyalty (3-15) 6.84 2.25 7.07 2.50 1.49     
 

*p < .05, ** p < .01. (two-tailed)
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Hypothesis 3c predicted that non-white officers compared to white officers had

more positive views on most of the dimensions of the organizational culture. Although

findings supported different understandings based on race, they did not support the

direction of the differences. Contrary to hypothesis 3c, white officers hold more positive

views compared to non-white officers on the dimensions.

Experience: Findings showed that (see table 18) officers’ perceptions of the

dimensions of the organizational culture significantly varied by officers’ experience on

six of eleven dimensions in the US. and four of eleven dimensions in Turkey. Officers

who had eleven or more years’ experience in the US. held more positive views on the

dimensions of supervisory support, improvement, trust, social cohesion and citizen

cooperation than officers who had ten years’ experience or less. Experienced police

officers in Turkey had more positive perceptions on the improvement and innovation than

less experienced officers had. On the other hand, experienced Turkish officers compared

to less experienced officers held more negative views on trust and perceived police work

as challenging.

Hypothesis 3d predicted that experienced police officers compared to less

experienced officers hold more negative views about most of the dimensions of the

organizational culture. Although findings supported different understandings based on the

experience, they did not support the direction of the differences. Contrary to hypothesis

3d, in the US. experienced officers hold more positive views on the dimensions

compared to less experienced officers.
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Education: As expected, education levels of police officers significantly affected

officers’ perceptions of several dimensions of the organizational culture (see table 19).

Based on officers’ education level, officers’ perceptions of organizational culture differed

on six of eleven dimensions of organizational culture in Turkey and five of eleven

dimensions in the US. Police officers who had a university degree or above had more

positive perceptions on the dimensions of management support, supervisory support,

communication, innovation, community policing and citizen cooperation than police

officers who had police school education in the TNP. In US, police officers who had a

university degree or above held more positive perceptions of the dimensions of

supervisory support, communication, social cohesion, citizen cooperation and loyalty to

fellow officers than officers who had police school education.

Hypothesis 3e predicted that police officers who have a university degree or

above compared to police officers who have police school education hold more positive

views about most of the dimensions of the organizational culture. Findings supported

hypothesis 3e.

Population of city of origin: The population of police officers’ city of origin did

not significantly affect officers’ perceptions in either Turkey or the US. (see table 20).

Based on this factor, two of eleven dimensions in American police officers and three of

eleven dimensions in Turkish police officers significantly differed. Although results did

not show significant mean differences between officers originally from larger populations

and officers originally from small populations, both US. police officers and Turkish

police officers who come from small populations held more positive views on the

dimensions of the organizational culture compared to officers from larger populations.
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Hypothesis 3f predicted that a police officer from a small population compared to

an officer from a larger population would have more positive perceptions of most of the

dimensions ofthe organizational culture. Findings partially supported hypothesis 3f.

Overall, mean differences showed that individual, organizational and

environmental factors have a significant effect on the officers’ perceptions regarding the

dimensions of the organizational culture. Although integration perspective claims that

interpretations about the dimensions of the organizational culture are consistent

throughout the organizations/police agencies and common cultural consensus exists

across organization and across countries, findings showed that these common dimensions

of police organizational culture are perceived differently by officers in the different

police departments and different countries. Common cultural consensus does not exist

across organization or across countries. There are significant differences that exist across

organizations in the police officers’ perceptions with regard to organizational dimensions.

5.4. Regression Analyses

The Ordinary Least Squares (OLS) multiple regression analysis was performed to

the extent to which the relationship reported in the mean differences still holds while

controlling for the effects of other variables. Two tables (Table 21a and 21b) were

presented to examine the effects of individual, organizational, environmental and police

work orientation factors on the dimensions of the organizational culture. Independent

variables were divided into three categories: (1) Individual and organizational factors, (2)

orientation to police work and (3) environmental factors. Regression models included the

following individual and organizational factors: gender, education, experience,
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population of city of origin, officer’s parents or relatives’ previous job experience in the

police or military and officer rank. Country of police officers was used as an

environmental factor.

Police officers’ orientation to police work was measured by using five outlooks

based on one single survey question. These outlooks are: (1) Law enforcement, (2)

aggressive policing, (3) citizen distrust, (4) selective enforcement, (5) order maintenance

(see Appendix C). Law enforcement reflects officers’ orientation to law enforcement

function. Aggressive policing reflects officers’ orientation to proactive policing. Citizen

distrust reflects officers’ cynicism about the citizen. Selective enforcement “concerns the

degree to which officers endorse non-enforcement against the minor offenses” (Paoline,

et al., 2000, p.589). Order maintenance reflects officers’ orientation to the order

maintenance function. The answer to each question was coded on a five-point likert scale

ranging from ‘strongly disagree’ = 1 to ‘strongly agree’ = 5. Models reported

unstandardized regression coefficients and standard errors.

 Management Support: Statistical significance of the regression coefficients

indicated that individual, organizational and environmental factors had significant effects

on perceptions of management support. As indicated in the mean differences, female

officers were more likely to have more positive perceptions of the management support

dimension than male police officers. An officer fiom a small population compared to an

officer from a larger population held a more positive perception of management support.

Furthermore, the rank of the police officers positively associated with management

support. Police officers who had orientations of law enforcement, selective enforcement

and order maintenance also reported positive perceptions of management support. On the
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other side, officers who had a proactive policing style and cynical view about citizens had

negative perceptions of management support. And finally, as indicated in the mean

difference scores, Turkish police officers compared to American counterparts were more

likely to have positive perceptions of management support. The R squared (.131) value

indicated that 13 percent of the variation in the perception of management support was

explained by individual, organizational and environmental factors. Police officers’

orientation to the order maintenance role was the strongest (Beta .17l) predictor of the

officers’ perceptions on the management support scale in the model.

Supervisory Support: Statistical significance of the regression coefficients

indicated that individual, organizational and environmental factors had significant effects

on perceptions of supervisory support. Officers with a university degree or higher

reported more positive supervisory support than officers with police school education.

Officers from smaller populations compared to officers from larger populations held

more positive perceptions on the management support scale. Furthermore, the rank of the

police officer positively associated with the supervisory support dimension. Police

officers who had orientations of law enforcement, selective enforcement and order

maintenance were more likely to report positive perceptions of supervisory support. On

the other hand, officers who had a proactive policing style had negative perceptions of

supervisory support. And finally, consistent with mean difference results, American

police officers compared to Turkish counterparts were more likely to have positive

perceptions on the supervisory support scale. The R squared (.161) value indicated that

16% of the variation in the perception of supervisory support was explained by

individual, organizational and environmental factors. Country of police officer was the
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strongest (Beta .274) predictor of officers’ perceptions on the supervisory support scale in

the model.

Improvement: Statistical significance of the regression coefficients indicated that 

individual organizational and environmental factors had significant effects on perceptions

of improvement. Experienced police officers had more positive views on the

improvement dimension than less experienced police officers. Female police officers

reported more positive perceptions on the improvement dimension than male police

officers. Police officers who had orientations of selective enforcement and order

maintenance were more likely to report positive perceptions on improvement. Officers’

orientation to aggressive policing and cynical views about citizens did not significantly

contribute to the model. And finally, as indicated in the mean difference results,

American police officers compared to Turkish counterparts were more likely to report

positive views on the improvement dimension. The R squared (.078) value indicated that

almost 8% of the variation in the perception of improvement was explained by individual,

organizational and environmental factors. Police officers’ orientation to order

maintenance was the strongest (Beta .177) predictor of officers’ perceptions on

improvement in the model.
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Job Challenges: Statistical significance of the regression coefficients indicated 

that individual organizational and environmental factors had significant effects on

perceptions of job challenges. Male police officers perceived police work to be more

challenging than female police officers did. Police officers who had relatives who had

worked in the police or military saw police work as more challenging. Police officers

who had orientations of law enforcement and selective enforcement perceived police

work as less challenging. On the other hand, officers who had orientation to aggressive

policing saw police work to be challenging. Officers’ orientation to order maintenance

and a cynical view about citizens did not significantly contribute to the model. And

finally, as indicated in the mean difference analysis, American police officers compared

to Turkish counterparts perceived police work to be more challenging. The R squared

(.187) value indicated that 19% of the variation in the perception of job challenges was

explained by individual, organizational and environmental factors. Police officers’

orientation to selective enforcement was the strongest (Beta - .245) predictor of officers’

perceptions on job challenges in the model.

Communication: Statistical significance of the regression coefficients indicated 

that individual organizational and environmental factors had significant effects on

perceptions of communication. Female police officers compared to male counterparts

reported more positive views on this scale. Also police officers from small populations

reported more positive views than officers from larger populations. Police officers who

had orientations of law enforcement, selective enforcement and order maintenance had

positive perceptions on communication. On the other hand, officers who had orientation

to aggressive policing and cynical views about citizens hold negative perceptions about
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communication. And finally, consistent with mean difference findings, Turkish police

officers compared to American counterparts reported more positive views on the

communication dimension. The R squared (.249) value indicated that almost 25% of the

variation in the communication dimension was explained by individual, organizational

and environmental factors. Police officers’ orientation to order maintenance was the

strongest (Beta .234) predictor of officers’ perception on communication in the model.

T_ru_st: Statistical significance of the regression coefficients indicated that

individual and organizational factors had significant effects on perceptions of

communication. Officers with a university degree had a higher level of trust than officers

with police school education. Officers from small populations compared to officers from

larger populations held more positive perceptions on the trust dimension. Furthermore,

the rank of the police officers positively associated with supervisory support. Police

officers who had orientations of selective enforcement and order maintenance had

positive perceptions on trust. Officers’ orientation to law enforcement, aggressive

policing and cynical views about citizens did not significantly contribute to the model.

Although the mean difference findings showed significant difference for the trust scale

between Turkey and the US, the country of the police officer did not significantly affect

police officers’ views on the trust dimension in this model. The R squared (.102) value

indicated that 10% of the variation in the trust dimension was explained by individual,

organizational and environmental factors. Police officers’ orientation to order

maintenance was the strongest (Beta .178) predictor of officers’ perceptions on trust in

the model.
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Innovation: Statistical significance of the regression coefficients indicated that

individual organizational and environmental factors had significant effects on perceptions

of innovation. As indicated in the mean difference analysis, both experienced officers and

female officers reported more positive perceptions on the innovation dimension than less

experienced and male police officers. Officers from small populations compared to

officers from larger populations held more positive perceptions on the innovation scale.

Furthermore, the rank of the police officers positively associated with the perception of

innovation. Police officers who had orientations of selective enforcement and order

maintenance also reported positive perception on the innovation dimension. Officers’

orientation to law enforcement, aggressive policing and cynical views about citizens did

not significantly contribute to the model. And finally, consistent with mean difference

results, Turkish police officers compared to American counterparts reported more

positive views on the innovation dimension. The R squared (.109) value indicated that

almost 11% of the variation in the perception of innovation was explained by individual,

organizational and environmental factors. Police officers’ orientation to selective

enforcement was the strongest (Beta .126) predictor of officers’ perceptions on

communication in the model.

Social Cohesion: Statistical significance of the regression coefficients indicated 

that individual organizational and environmental factors had significant effects on

perceptions of the social cohesion. Female police officers saw their organization to be

more cohesive than male counterparts. Police officers who had orientations of law

enforcement, selective enforcement and order maintenance reported positive perceptions

of social cohesion. On the other hand, officers who had orientations to a proactive
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policing style reported negative perceptions of social cohesion. Officers’ cynical views

about citizens did not significantly contribute to the model. Contrary to mean difference

results, the model showed that the country of police officers significantly affected their

perception of social cohesion. American police officers compared to Turkish counterparts

reported more positive views on social cohesion. The R squared (.294) value indicated

that almost 30% of the variation in the social cohesion dimension was explained by

individual, organizational and environmental factors. Police officers’ orientation to order

maintenance was the strongest (Beta .372) predictor of officers’ perception on the social

cohesion dimension in the model.

Loyalty: Statistical significance of the regression coefficients indicated that

individual organizational and environmental factors had significant effects on perceptions

of loyalty. Both ranked officers and officers with a university degree or higher reported

negative perceptions on the loyalty scale. Police officers who had orientations of law

enforcement, selective enforcement and order maintenance had positive perceptions on

the loyalty scale. Officers who had cynical views about citizens reported a positive score

on loyalty. Officers’ orientation to aggressive policing did not significantly contribute to

the model. And finally, consistent with mean difference results, Turkish police officers

compared to American counterparts reported more positive views on the loyalty

dimension. The R squared (.325) value indicated that almost 33% of the variation in the

loyalty scale was explained by individual, organizational and environmental factors.

Country of the police officer was the strongest (Beta - .320) predictor of officers’

perceptions on loyalty in the model.
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 Community Policing: Statistical significance of the regression coefficients

indicated that individual organizational and environmental factors had significant effects

on perceptions of community policing. Officers who had relatives who worked in police

or military jobs held negative perceptions about community policing. Police officers who

had orientations of proactive policing, selective enforcement and order maintenance had

positive perceptions on community policing. On the other hand, officers who had cynical

views about citizens reported negative perceptions of community policing. Officers’

orientation to law enforcement did not significantly contribute to the model. And finally,

consistent with mean difference results, American police officers compared to Turkish

counterparts reported more positive views on the community policing dimension. The R

squared (.270) value indicated that 27% of the variation in the community policing scale

was explained by individual, organizational and environmental factors. Officers’

orientation to law enforcement was the strongest (Beta .340) predictor of officers’

perception on community policing in the model.

 Citizen Cooperation: Contrary to other dimensions, statistical significance of the

regression coefficients indicated that only experience had significant effects on

perceptions of citizen cooperation. None of the other variables in the model significantly

contributed to the model. Consistent with mean difference results, country of the police

officer also did not have any effect on the citizen cooperation dimension. Turkish police

officers compared to American counterparts reported more positive views on the loyalty

dimension. Experienced police officers compared to less experienced police officers

perceived citizens as c00perative. The R squared (.022) value indicated that only 2% of
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the variation in the citizen cooperation scale was explained by individual, organizational

and environmental factors.

Overall, OLS regression results showed consistent findings with mean difference

results. After controlling for the effects of the other factors, individual organizational and

environmental factors still had a significant effect on the officers’ perceptions regarding

dimensions of the organizational culture.

Summary of Findings:

Mean differences and OLS regression results indicated that officers’ perceptions

were affected by individual, organizational and environmental factors. The following are

summarized statistical findings:

0 Based on the age categories, US. police officers’ perceptions significantly varied on

seven of eleven dimensions of organizational culture. In contrast to the United States,

in Turkey, officers’ age did not influence officers’ perceptions on various dimensions

of organizational culture.

0 Results indicated that male and female police officers in Turkey had significantly

different understandings about the police organizational culture. Compared to Turkey,

in the US. sample, officers’ gender did not influence officers’ perceptions on various

dimensions of organizational culture.

0 Based on race, white and non-white police officers had significantly different

understandings about eight of the eleven dimensions of organizational culture.

0 Experienced officers held more positive views compared to less experienced officers

on the dimensions in both countries.
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Police officers with a university degree or above had more positive perceptions on the

dimensions.

Population of the city of a police officer’s origin did not have a significant effect on

the officers’ perceptions in either Turkey or the US.

In the US, officers’ perceptions on almost all dimensions (except job challenges) of

the organizational culture differed based on rank. Although supervisors held more

positive views compared to line officers in the TNP, these differences were not

significant.

Officers’ perceptions on organizational culture dimensions varied by the locations of

the police department (namely, city, state and country).

In addition to mean difference results, OLS regressions showed that individual,

organizational and environmental factors had significant effects on officers’

perceptions regarding organizational culture dimensions.
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CHAPTER VI

DISCUSSION

The purpose of this study is to evaluate organizational culture in the Turkish

National police and five Midwest (Michigan and Ohio) cities in the US. More

specifically, the study examines police officers’ (supervisors’ and non—supervisors’)

perceptions pertinent to the categories of (1) management support, (2) supervisory

support, (3) improvement, (4) job challenges, (5) communication, (6) trust, (7)

innovation, (8) social cohesion, (9) loyalty to fellow officers, (10) orientation to

community policing and (l 1) citizen cooperation. The main focus of this dissertation is

the extent to which police officers’ understanding pertinent to their organizational culture

and community policing is influenced by organizational (rank), environmental (city,

state, country) and individual factors (demographic characteristics). In this study, based

on police organizational culture literature, various dimensions of organizational culture

have been used to better focus on the degree of similarity or difference in certain aspects

of the organizational dimensions among the police officers. The dimensions of

organizational culture cover the main aspects of the multi-dimensional culture construct.

In order to carry out this task, three thousand two hundred fifty (3,250)

questionnaires were mailed/distributed to the police officers at the study sites. Being a

police officer helped the researcher to access study sites both in US. and Turkey. Of

these 3,250 questionnaires, 2,046 were completed correctly and thus usable for analysis.

Demographic characteristics of the study population, the results of factor analyses for the
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organizational culture dimensions, mean differences of the study population and, finally,

OLS regression results were reported in Chapter Five.

6.1. Key Findings

In particular, this study attempt to answer following questions: How do police

officers perceive their organizations? Do they share similar understandings or do they

differ if this is issue when they differ? Do these differences come from individual

dimensions, organizational dimensions or environmental factors? Does police culture is

the same throughout the police occupation or does each police agency have unique

organizational culture? Do police officers perceptions about the community policing vary

within and between organizations? In this study, based on police organizational culture

literature, various dimensions of organizational culture have been used to better focus on

the degree of sharing and differences on certain aspects of the organizational dimensions

amongst the police officers. The dimensions of organizational culture cover the main

aspects of the multi-dimensional culture construct. Overall findings suggest support for

both integration and differentiation perspectives (see table 14). Eleven of the seventeen

factors (including both US. and Turkey) supported differentiation perspective and seven

of the seventeen factors supported integration perspective7.

 

7 In the US. officer’s education supported both differentiation and integration perspectives.

167



Table 22. Support for Integration and Differentiation Perspectives

 

1 Integration 1 Differentiation

Environmental Factors
 

Country
 

State
 

City (US)
 

+
+
+
+

City (Turkey)
 

Organizational Factors
 

+Rank (U.S.)
 

  Rank (Turkey) +
 

Individual Factors
 

United States
 

Age +
 

Gender +
 

Race +
 

Experience +
 

Education + +
 

Pop. of city of origin +
 

Turkey
 

Age +
 

Gender +
 

Experience +
 

Education +
  Pop. of city of origin +    
 

The following section reports a summary of emergent findings.

Location of the police department (city, state and country) significantly affected

officers’ perceptions on the dimensions of the organizational culture. The empirical

results, by and large, supported the differentiation view’s main proposition that

interpretations about the dimensions of the police organizational culture among police

officers are inconsistent. Common cultural consensus did not exist across

organizations or across countries. There were significant differences across

organizations in the police officers’ perceptions with regard to organizational

dimensions.
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Turkish police officers hold more positive perceptions for organizational dimensions

than American counterparts. Turkish police officers were loyal to their fellow

officers, perceived a high level of management support, had positive perceptions

about innovation, improvement and trust in their organizations, did not see police

work as too challenging, and gave a lower score for communication and a moderate

score for supervisory support dimensions. On the other hand, American police

officers perceived a high level of supervisory support, had positive perceptions on

improvement and trust in their organizations, saw police work as challenging, and

gave lower scores for management support, communication, innovation and loyalty

dimensions. To help discuss these differences, it is usefiil to apply Hofstede’s

findings for each country. National cultural values play a significant role in shaping

officers’ perceptions and reactions to organizational dimensions. As argued in

Chapter Two, different levels of cultures have different effects on organizational

culture, and police culture can not be completely understood without taking into

consideration those effects of the larger culture. As shown in Table Two, Turkey’s

culture is high in power distance and uncertainty avoidance and low in individualism

and masculinity. On the other hand, the United States’ culture is high in individualism

and masculinity, low in uncertainty avoidance and power distance. As a high power

distance country, Turkey has a centralized structure with several hierarchical levels,

and power is in the hands of a few individuals at the top of each organization’s

hierarchy; most of the time Turkish people readily accept hierarchical organization

structure and inequality in power distribution. Autocratic leadership and close

supervision are the management style expected by subordinates. As a low power
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distance society, the US. has a decentralized structure, and people tend to minimize

inequalities and hierarchy in the organization. They can criticize their top officials

and do not accept inequalities at work. These characteristics may help to explain the

greater management support in the TNP and the relatively lower level of management

support in the US. As a collectivist society, in Turkey, being a good team member is

expected, personal relationships and knowing the right person are important for one’s

career, and group decisions and conformity with the group/organization are always

preferable on the individual decisions. As an individualistic society, US. culture

places personal goals above collective goals and tries to maintain the individual’s

freedom and personal responsibility for his/her actions; the culture emphasizes the

ideal of being a good leader rather than being a team member and highly values

individual success, achievement, self-actualization and self-respect. All of these

characteristics may help to explain the high level of loyalty in the TNP and the low

level of loyalty in the US. In a society characterized as highly feminine, like Turkey,

working with cooperative colleagues, having good relationships with your superiors

and managers, and maintaining secure employment are important. In more masculine

cultures, like the US, people give more attention to promotion, advancement, the

challenging nature of the work, the chances of higher earnings and individual

recognition. All of these characteristics may help to explain the high level of trust,

high level of management support, and low level of job challenges in the TNP, as

well as the high level of job challenges, low level of management support, and

relatively lower trust in the US. Although some of these differences may be

explained by using Hofstede’s findings, some of the current study’s findings did not
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fit into Hosftede’s findings. For instance, as the high level improvement and

innovation perceptions in the TNP contradict the high uncertainty avoidance of

Turkish culture. One possible explanation is that during the European Union

membership process, Turkey has experienced rapid changes in all areas and these

changes have also affected cultural and societal values. The collectivist society in

urban areas has started to give way to individualistic values and has almost

transformed into an individualistic society, with the result that individual rights are

emphasized more than before. Since policing has strong ties with its environment and

wider culture, and since societal values determine the proper style of policing, the

aforementioned changes in Turkish society have also affected the policing in Turkey.

One of the most significant and crucial differences between the two countries police

officers’ perceptions was their orientation to patrol duty. The American police

officers had a broader role orientation than Turkish police officers. More than 75% of

American police officers agreed with the patrol duties stated in the survey, but for

Turkish police officers, this percentage was less than 40%. One possible explanation

is that in the last 30 years, many changes have happened in US. police organizations,

such as changes in the socio-demographic characteristics of officers (e.g., more

gender variation and also more educated police officers) and changes in

organizational factors (e.g., community-oriented policing). These changes also have

weakened the officers’ (at least some of them) connection with traditional policing

and created different understandings in the police organizations. These change efforts

are fairly new in the TNP and the principles of traditional policing have not been

challenged to the same extent as in the US. Community policing has changed the
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police role, police-environment & police-citizen relationships. Many new functions

(such as responding to neighborhood problems) are included in the police role, and

the creation of stable police jurisdictions has increased familiarity between police

officer and citizen. These changes encourage police officers to make changes in the

old style of policing (strict law enforcement and aggressive policing tactics) and to

employ new policing styles (service-oriented style) to handle police work. Most of

the police departments in the US. are created by their local lawmaking authority and

operate under the municipal government with almost no direct political interference.

This local police system is responsive to local people’s needs and concerns rather

than the government’s needs. Although in the US, policing is mostly community-

oriented, that is, police are responsible for serving the community; in Turkey, police

share the responsibility of central control and serve as a tool of the state. Since

citizens have responsibilities rather than rights against the state, police evaluate the

state’s concerns above the citizens’ concerns. Police officers perceive their first

priority to be to serve the government rather than to serve the citizen.

Although police officers’ perceptions differed on almost all of the dimensions stated

in this study based on their country, both countries’ police officers’ mean scores did

not significantly differ from each other on the dimensions of social cohesion and

citizen cooperation. Both Turkish and American police officers agreed with the

importance of citizen cooperation, perceived a high level of social cohesion in their

departments, and rated their social network as good. These findings are interesting for

the US. Although traditional police culture literature mentions isolation from citizens

and cohesion with other police officers (an us vs. them mentality), study findings
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indicated that police officers had high scores on both cooperation with citizens and

cohesion with other officers, but were intolerant of unethical behaviors. With regard

to the American police officers’ score, it is reasonable to assume that since all five

American police departments have formal/informal community policing plans and

different community policing implementations, these implementations and their

continuous community policing trainings have improved their perceptions about

citizen cooperation. One possible explanation for high social cohesion and low

loyalty is both strict policies on unethical behaviors and the challenging nature of

police work. For Turkish police officers, it is possible to assume that the middle

managers’ continuous improvement efforts in the last decade have started to

transform police officers’ perceptions about citizen cooperation. The high score on

social cohesion is consistent with the Hofstede’s collectivist and feminine culture

arguments.

Officers working in Ohio had more positive views than officers working in Michigan

(even for two non-significant dimensions). Only for community policing and loyalty

scale did both states’ officers’ perceptions not differ significantly. Similar perceptions

about patrol duties indicated that the philosophy of community policing was

understood similarly and influenced how officers performed their duties everyday.

The Detroit PD police officers compared to other police departments in the US. had

the lowest mean scores. The Ankara PD police officers compared to other police

departments in Turkey had the lowest mean scores for six ofthe eleven dimensions of

organizational culture. Eliminating both of these cities from datasets did not

significantly affect differences among the other cities, which indicates that location of

173



the police department was one of the significant factors in the police officers’

perceptions.

Contrary to assumptions stated in Chapter Two, the location of police departments in

Turkey had a significant effect on police officers’ perceptions. Although the

centralized structure and training, as well as some of the factors stated in Chapter

Two encourage the similar perception assumption, each city had different perceptions

on the organizational culture dimensions.

The OLS multiple regression analysis indicated that the country of the police

department and perceptions related to police work explained the greatest amount of

variance in police officers’ perceptions. OLS models explained ten to thirty-two

percent of the variance in the officers’ perceptions. The OLS multiple regression

analysis explained less than ten percent variance in the improvement dimension and

less than three percent variance in the citizen cooperation dimension.

Although officers’ perceptions differed based on individual factors, findings provided

mixed support for both integration and differentiation perspectives. In the US, three

of six individual factors provided support for integration perspective and four of six

individual factors (officers’ education supported both of the perspectives) provided

support for differentiation perspective. On the other hand, in the TNP, three of five

individual factors provided support for integration perspective and two of five

individual factors provided support for differentiation perspective. In the TNP, female

officers and educated officers were more likely to have positive views about the

dimensions of the organizational culture compared to other officers. Age, experience,

and the population of the officer’s city of origin did not significantly affect officers’
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perceptions on most of the dimensions of the organizational culture. These findings

are consistent with the assumptions made in Chapter Two. In the US, older officers,

white officersg. experienced officers and educated officers were more likely to have

positive views about the dimensions of the organizational culture compared to other

officers. Gender and the population of the officer’s city of origin did not significantly

affect officers’ perceptions on most of the dimensions of the organizational culture.

0 Officers’ perceptions differed based on rank in the US. and findings supported

differentiation perspective. Ranked officers compared to line officers were more

likely to have positive perceptions on the dimensions of the organizational culture.

Contrary to assumptions made in Chapter Two, rank did not significantly affect

police officers’ perceptions in the TNP and findings, by and large, supported

integration perspective.

6.2. Implications

This study presents several implications for both police practitioners and scholars:

This dissertation extends the knowledge of police organizational culture by way

of analyzing several elements that are assumed to affect the police officers’ perceptions

pertinent to their organizational culture.

Police organizational scholars have operationalized differences in the officers’

perceptions as simple “street cop/management cop” or “rural police lurban police”

oppositions. This study indicated that culture is a multidimensional concept and several

differences exist in their perceptions rather than simple dichotomization. Simple

 

8 Although the study found significant differences based on race in the US. after eliminating the Detroit

PD from the dataset. these differences disappearec.



categorization masks important differences, which leads to misconceptions about the

organizational culture. Focusing on the multidimensional nature of organizational culture

provided richer and more representational perceptiveness into police organizational

culture in two countries.

Existing research on police organizational culture is built on single-society

studies. No study has attempted to compare Turkish and American police organizational

cultures. This dissertation fills this gap in police organizational culture literature and

contributes to international comparative police studies literature.

In addition to cross—national comparison, this study examines whether different

views of organizational culture from different police departments exist.

This dissertation extends the knowledge about police organizational culture in

Turkey as there have been no studies that have examined the effects of factors on police

officers’ perceptions pertinent to organizational culture and specifically community

policing. This study is the first known endeavor to examine the attitudes of Turkish

police officers to such an extent; therefore, it tries to provide a strong foundation upon

which fiiture studies could develop.

This study provides a wealth of practical information to police managers and

others who seek a clear understanding about the police organizational culture in Turkey

and the US.

Knowledge of the views and perceptions of the police officers is an invaluable

resource for police officials during the change process. This study informs police

managers about the distribution of cultural perceptions among the officers and also helps

them to prepare police agencies for planned or expected organizational change (such as
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community policing) initiatives by minimizing resistance. For that reason, it is important

to know how officers perceive their organizations, environments and roles, and what

factors affect these perceptions, so that these perceptions might be influenced in a

positive direction.

Findings showed that even in centralized structure and highly uniform

organizations like the Turkish National Police, individual factors (gender and education

and partially experience) had significant effects on officers’ perceptions. Although

centralized recruiting procedures and identical training systems across the police schools

try to ensure the similarity (or minimize the differences) of the individual officers’

perceptions, findings indicated the significant effects of individual factors and the

existence of different subcultures in the TNP. As expected, study findings indicated that

educated police officers hold more positive perceptions on the dimensions. In the last

decade, the TNP has invested more resources for education; this finding is one of the

good signs of the TNP’s investment and supports the idea that the TNP should continue

to invest more in education.

Findings also showed that contrary to expectations stated in Chapter Two, rank

did not significantly affect officers’ perceptions in the TNP. Supervisors and line officers

shared similar perceptions on the dimensions. The existence of similar perceptions among

line officers and supervisors may help police practitioners to institute successfiil

organizational changes (from traditional policing to community policing) and receive

favorable reactions to them. Also, similar perceptions may help to close the gap between

line officers and supervisors.
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Focusing on the attempted changes of a single culture is relatively easier than

trying to identify differences among subcultures. This dissertation not only intends to

provide a clear picture of officers’ perceptions on the dimensions of the organizational

culture, but also presents the degrees of similarity between subcultures on the

dimensions. A strong culture (consensus on the dimensions) does not always indicate a

healthy organizational culture. Officers can strongly agree on the unethical norms or

procedures.

One of the most important findings for Turkish police practitioners and police

scholars is that the location of the police department significantly affected police officers’

perceptions. Although the TNP is a national police organization with a centralized

structure and training system that assures theoretically identical police agencies

throughout Turkey, environment (location of the PD) had significant effects on the police

officers’ perceptions, and most of the dimensions were differently understood by police

officers in different cities. As opposed to assumptions stated in Chapter Two, obligatory

movement of the police officers (every four or five years police officers have to move to

another part of Turkey, at least two times during their career) did not minimize the

environment’s effects on the police officers’ perceptions. This study indicates that a

centralized structure, following the same rules and regulations, and dealing with similar

conditions did not assure similar perceptions and role orientations across departments.

TNP top officials and practitioners should acknowledge that officers in different cities

will respond to the same situation in different ways.

The centralized structure of the TNP forces police practitioners to follow a

uniform training plan for all cities by disregarding differences among the cities. These
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differences among the cities should be taken into consideration for re-designing

centralized training processes or even for re—designing the structure of the TNP.

Due to the fact that the main characteristics of community policing (such as

decentralized structure, autonomy for line officers, etc.) are considered to be significant

departures from the TNP’s policing style, top officials should open their communication

channels to their personnel’s views and opinions. The TNP has a paramilitary structure

with a centralized decision-making process; most of the time decisions move from top to

bottom, and the bottom does not have any direct input for this process. The centralized

structure of the TNP is its most important distinction from Westem-style police

organizations in the context of police structure and management style. The national-

agency characteristics of the TNP limit the organization’s ability to change from a

centralized structure to a decentralized one. Top command does not talk with lower level

personnel about any kind of management-related decisions, and they find it unnecessary

to know line officers’ and middle managers’ Opinions. Since both line officers and middle

managers (at least, a significant proportion of them) directly communicate with the

citizens and put into practice the police duties, they represent the backbone of the police

force. Since it is expected that the impact of police reform will be dramatic, TNP top

officials should know police officers’ perceptions about their jobs and the organizational

culture. Police officers’ perceptions about their organizational culture are closely related

to their perceptions about the changes in policing style. Police officers’ unique value

system upholds specific attitudes and behaviors (e. g., the crime-fighting side of policing)

and ignores essential elements of community policing. Knowledge about the TNP

organizational Culture gives top officials sufficient insight to minimize possible resistance
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and to maximize a chance of successfully implementing new changes. TNP officials

should know whether police officers’ perceptions are compatible with the new policing

style. Because of the hierarchically and bureaucratically controlled nature of the TNP, top

officials lead officers to do only what they are told and enforce non-participative

decision-making style. Top officials might be capable of forcing police officers to follow

new directions and new rules and of changing the structure of the organization, but these

are not sufficient to guarantee successful implementation of changes in the context of

changing policing style. Community policing requires using new methods and accepting

new behavior styles to conduct police work, which is, most of the time, contradictory to

line officers’ traditional understandings of policing. As Skolnick (1966; 1994) and Lipsky

(1980) argued, whenever a gap occurs between line officers’ goals and the organization’s

goals, officers use their discretion and fill in that gap. Although from the outside they can

be seen as following new rules and regulations, actually they follow their old methods. In

addition, the gap between line officers and top command prevents healthy

communication, and each innovation attempt that comes from top command is perceived

by officers as another contrived or politically-oriented attempt to maintain their power

position. Although TNP top command believe that officers accept and perform whatever

they are told, without knowing how officers’ perceive their jobs and their environment,

and without an accurate understanding of the organizational culture, top command most

likely will fail to make successfiil changes in the TNP’s policing style. According to J. K.

Ford, an increasing amount of research and practice has showed that “increased

involvement and participation is desired by most people, has the ability to energize

performance, produces better solutions to problems, and greatly enhances acceptance of
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decisions” (J. K. Ford, 2002, p.130). As Trojanowicz and Bucqueroux (1990) note,

without support from line officers, it is difficult to implement community policing.

Because of the fact that a positive relationship between citizens and the police is

essential in modern policing strategies (especially in the community policing), in the last

decade, the TNP has started to improve the relationship between them. This study finding

shows that most of the Turkish police officers reported a positive perception of citizens,

which means that these improvement efforts have started to get results, and the TNP

should strictly continue and improve these efforts.

Even though the TNP has tried to make changes in policing strategy (from

traditional policing to community policing), and this study has given some indications of

these improvements, changing the policing philosophy will definitely take time. Study

findings showed that Turkish police officers’ patrol duty definitions were narrower than

American counterparts. TNP officers held more positive perceptions regarding the law

enforcement side of police work orientation rather than the community policing/service

side of policing. This knowledge is crucial for police practitioners in the TNP during the

preliminary stages of planning and implementing changes in the traditional policing

strategy. TNP officials should acknowledge that changes in the policing style and

modifications to officers’ perceptions take time; for that reason, top officials should have

realistic expectations for this process.

Although it is not clearly shown in the study findings and limited literature

prevents comparisons with past studies, highly educated and motivated Turkish middle

managers have continued to lead change efforts in the TNP and have transferred their

value systems to their proximate subordinates. Top management should take into
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consideration their suggestions and continue to support them to become one of the best

police organizations in the world.

This dissertation’s findings advance our knowledge about the police

organizational culture and challenge the idea of a universal police culture. This study

supports to the argument that multiple cultures exist within and across organizations.

The existence of different perceptions across the police departments questions the

uniform implementation plan of any program/change efforts. Study findings signify that

individual, organizational and environmental factors should carefully be considered

before any implementation, and implementation plans should be adapted to these factors.

Although study findings mostly supported previous police organizational culture

literature on the sources of the diversity, the direction of the race effect on perceptions

should be cautiously evaluated. As stated previously, eliminating the Detroit Police

Department from the dataset completely changed the directions of the race effect.

Rank significantly affected officers’ perceptions in the US. This finding

indicates that even though community policing aimed to reduce the gap between line

officers and ranked officers, the gap still existed in these five different police

departments. Police practitioners and scholars should look at these significant

discrepancies in the perceptions and try to understand what is leading these differences.

A high degree of perceptional similarities on the dimensions of community

policing and citizen cooperation in the US. may be attributed to the fact that the

philosophy of community policing was understood similarly and influenced how officers

performed their everyday duties.



Contrary to previous literature and conventional wisdom, US. police officers

gave significantly lower scores on the loyalty scale. This may be associated with the

individualistic culture of the US. and may also be attributed to strict policies on unethical

behaviors and the so-called “code of silence.” Research findings encourage police

practitioners and scholars to continue these efforts to minimize unethical behaviors in the

police organizations.

Study findings indicate that the Detroit PD held the lowest mean scores compared

to other cities, and this result should be seriously taken into consideration by police

practitioners. Officials should carefully reevaluate their relationships with their

subordinates and devote extra attention to finding out what is driving these low scores in

the Detroit PD.

6.3. Limitations

As with any study, several limitations are inherent in this study. The first

limitation is its cross-sectional design. Data was collected at a single point in time and

presented snapshot pictures of the organizations. Although reverse causal relationship is

not a big concern for this study, its cross-sectional design limits its ability to facilitate

causal explanation. The second limitation is that this is the first known endeavor to

explore the TNP police culture and compare it to US. police agencies. The lack of

existing literature on the subject did not provide enough baseline for this study. The third

limitation is that the generalizability of this study finding for the US. site is limited; the

decentralized structure of the US. criminal justice system, the inclusion of only urban
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police departments, and the sampling of two states out of fifty all contribute to this

limitation.

6.4. Future Research

This dissertation represents the first known attempt to explore the TNP police

organizational culture and compare it to US. police organizations. Even though this

study provides a strong foundation for future research, it raises several questions. The

first question is the generalizability of study findings for both the TNP and urban police

departments in the Midwestern US.; for that reason, the study findings need to be

replicated. Specifically, significant gender differences on the dimensions in the TNP and

rank differences in the US. need to be carefully examined. Also, the lowest mean scores

in the Detroit PD need further research. In order to better understand the existence of the

different subcultures in the organizations, replication is needed. Second, in addition to a

cross-sectional design, future research should use longitudinal research to fillly

understand officers’ perceptions of the organizational culture dimensions over time.

Third, because of the absence of literature about the TNP organizational culture, this

study provides an overview to establish a baseline for future research. Future research

should include explanatory studies and focus on causal relationships. Fourth, although

this study tried to include multiple factors, the study did miss some factors. Future

research should look at the social, political and cultural environments and other criminal

justice factors’ effects on officers’ perceptions. Fifth, future research should continue to

include individual, organizational and environmental factors and continue to see

organizational culture as a multi-dimensional concept. Sixth, although this study included

184

 



both line officers and supervisors, future research should also include other segments

(such as top managers). And finally, future studies should move beyond the Western

context and focus on the international comparative field.

6.5. Conclusion

The broad conclusion of this study is that individual, organizational and

environmental factors significantly affect officers’ perceptions on the dimensions of the

organizational culture. The purpose of this study is to evaluate organizational culture in

the TNP and law enforcement organizations in the US. This conclusion was reached by

collecting and analyzing empirical data. This study provided quantifiable information on

police officers’ perceptions regarding organizational culture dimensions, analyzed

individual, organizational and environmental factors effects on officers’ perceptions,

presented the first known overview of the TNP organizational culture, identified the

existence of different perceptions within and among police organizations and provided a

wealth of practical information to police managers and others who seek a clear

understanding of police organizational culture in Turkey and the US, serving as a

starting point for future comparative studies and research efforts. Also, the current study

fills a gap in the field of comparative research by providing the first comparative study

between the TNP and US. police organizations.

Furthermore, this study has reached the conclusion that police organizational

cultures are not one-dimensional (monolithic) and do differ within and across

organizations.
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APPENDIX A

Factor Loadings for Organizational Culture Scales (N = 2046)

 

 

 

 

 

 

 

Scale / Scale Items Factor Eigenvalue Scale

Loading

Management Support (range 8-40) 5.07 0.916

A. 12 There is a strong commitment to quality at all 0.802

levels of this organization '

A. 13 Members of this organization show concern for the 0.789

need for quality

A. 14 Continuous quality improvement is an important 0.777

goal of this organization

A. 15 Top police managers in this organization follow up 0.829

on suggestions for improvement

A. 16 Our top management tries to make this 0.842

organization a good place to work

A. 17 Top police managers in my department set clear 0.843

goals for quality improvement

A. 18 Police managers here try to plan ahead for changes 0.826

that might affect our performance

A. 19 People in this organization are aware of its overall 0.638

mission

Supervisory Support (range 3-15) 2.10 0.776

8.20 My supervisor gives credit to people when they do 0.914

a good job.

B.21 My supervisor rewards being cooperative and a 0.915

good team player.

822 My supervisor fails to give me feedback on work I 0.653

have done (R).

Improvement (range 3-15) 2.34 0.856

C. 23 People in my unit try to improve the quality of 0.857

their work. 0.903

C.24 Police officers in my work unit believe that quality

improvement is their responsibility. 0.883

C.25 Police officers in my unit analyze their work to

look for ways of doing a betterjob

Job Challenges (range 5-25) 2.31 0.700

E3] The job requires me to use a number of complex or 0.734

high-level skills

E32 1 have new and interesting firings to do in my work. 0.705

E.33 My work challenges me. 0.541

E34 The job is simple and repetitive (R). 0.703

E35 1 am never bored at work since I have many 0.696

different things to do.

Communication (range 5-25) 3.23 0.861

F.36 Top police management does a good job of 0.862

communicating with employees.

F.37 Top management gives praise and recognition for 0.884

outstanding performance.

F.38 Overall, I have trust in the top management. 0.868

F.39 Officers who perform well receive financial 0.708

rewards such as higher pay, awards, etc.

F.41 Internal conflicts are resolved to the satisfaction of

those concerned. 0.671    
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APPENDIX A (cont’d)

 

 

Scale / Scale Items Factor Scale

Loadini

Trust (range 2-10) 1.46 0.625

G.43 My supervisor shows complete trust in officers’ 0.853

ability to perform their tasks well.

G.44 Within reason, officers in this organization can say 0.853

what they want without fear of punislunent

 

Innovation (range 5-25) 3.11 0.835

H.45 We are encouraged to make suggestions for 0.840

improvements in our work.

11.46 Officers in my work unit are encouraged to try new 0.875

and better ways of doing the job.

 

11.47 Creativity is actively encouraged in this 0.897

organization. 0.796

H. 48 Those who come up new ideas get rewarded in this

organization. 0.444

11.49 Trying new ways of solving problems is

discouraged here (R).

Social Cohesion (range 4-20) 2.50 0.794

1.52 Officers in my work unit enjoy their coworkers. 0.836

1.53 Coworkers in my work unit are like a family. 0.876

1.54 Problems exist here between coworkers. (R) 0.665

1.55 I trust my fellow officers to do what is in the best 0.766

interests of the organization.
 

Loyalty (range 3-15) 2.20 0.817

1.56 If my fellow officer makes a mistake at work, it is 0.816

my responsibility to protect him

[.57 I will never report against my fellow officer even if 0.875

 

he has violated rules.

1.58 [H violate a rule, I expect my fellow officer to 0.876

protect me.

Community Policing (range 4-20) 2.21 0.727

K64 Patrol officers should be expected to do something 0.740

about neighbor’s disputes.

K.65 Patrol officers sould be expected to do something 0.795

about family disputes.

K66 Patrol officers should be expected to do something 0.727

about litter and trash.

K.67 Patrol officers should be expected to do something 0.708

about nuisance that causes lots of problems for

neighbors

 

 
Citizen Cooperation (range 3-15) 1.92 0.717

L.68 Citizens would often call the police if they saw 0.785

something suspicious.

L.69 Citizens would often provide information about a 0.878

crime if they knew something and were asked by police.

L.70 Citizens are willing to work with the police and try 0.730

to solve neighborhood problems.     
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APPENDIX C

Orientation to Police Work

(1) Law Enforcement: Enforcing the law is by far a police officers’ most important 

responsibility.

(2) Aggressive Policing: A good police officer is one who patrols aggressively by

stopping cars, checking out people, running license checks and so forth.

(3) Citizen Distrust: Police officers have reason to be distrustful of most citizens.

(4) Selective Enforcement: Very often I say that there are good reasons for NOT arresting

someone who has committed a minor criminal offense.

(5) Order Maintenance: Patrol officers should be expected to do something about public

nuisance.

Note: Answer of each question is coded on five (5) point likert scale ranging from

‘strongly disagree’ = 1 to ‘strongly agree’ = 5.
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