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ABSTRACT

THE ROLE OF SELECTED FACTORS UPON

PATROL OFFICER JOB SATISFACTION

IN TWO URBAN POLICE DEPARTMENTS

By

Eva Schlesinger Buzawa

The basic purpose of this thesis is to examine what factors affect

job satisfaction among police officers in two major urban police depart-

ments. Potential independent variables that will be examined which may

be predictive of job satisfaction, include the various background

characteristics of the officer that research suggests may be relevant to

the determination of work related attitudes, the type of supervisory

style encountered by the officer on patrol, and the effect of the offi-

cer's other attitudes toward the work environment.

This research is largely based upon the premise that, as in other

occupations, there will be substantial variance in the degree of job

satisfaction officers will express. The task then is to determine what

factors account for this variance. The following format for the research

was adopted and followed. First, a questionnaire geared to the work

experiences of police officers queried the level of officer job satis-

faction. Job satisfaction was not only examined as an aggregate concept

(by a derived scale), but was evaluated in terms of job satisfaction in

the performance of particular tasks, e.g., work on family disturbances,

crime prevention, etc.



Eva Schlesinger Buzawa

Similarly, because of the possibility that the concept of job

satisfaction and the factors leading thereto might vary among different

individuals, several operational measures of job satisfaction were used

with the officers asked to select the importance of each. Each officers'

observations were then contrasted with those of his supervisor. The

latter's attitudes were ascertained through a structured interview format

and a previously validated management style diagnostic test. The purpose

of these varying measurements was to contrast the importance of subjec-

tive impressions (officer and supervisory opinions) with objective

factors (officer background and observed management style) to determine

which factors were the best predictors of officer job satisfaction.

Research findings indicate that background characteristics and job

related factors play a role in determining police officer job satisfac-

tion in Detroit and Oakland. In light of previous research, several

surprising findings emerged. Black officers were more satisfied than

white officers, job satisfaction increased with amount of education and

also increased with years in policing. Officers were more concerned with

fulfillment received from the job than material benefits. Their greatest

source of dissatisfaction appeared to concern promotional opportunities

with both black and white officers believing that non-job related factors

interfered with prescribed methods for advancement. Finally, while con-

sistent patterns among the variables emerged between Detroit and Oakland,

their overall impact varied substantially between the two cities. The

role played by job related factors in Oakland was greater than back-

ground variables. In Detroit the opposite was true. Further, the
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variance explained by both background and job related factors in pre-

dicting job satisfaction was much lower in Detroit than Oakland.

This research suggests that while the role of demographic and job

related factors are significant, their overall importance may be mini-

mized by situational factors unique to the department under considera-

tion.
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CHAPTER I

INTRODUCTION AND PURPOSE:

A STUDY OF POLICE OFFICER JOB SATISFACTION

The basic purpose of this thesis is to examine what factors

affect job satisfaction among police officers in two major urban police

departments. Potential independent variables that will be examined

(which may be predictive of job satisfaction) include the various back—

ground characteristics of the officer that research suggests may be

relevant to the determination of work related attitudes, the type of

supervisory style encountered by the officer on patrol, and the effect

of the officer's other attitudes toward the work environment.

The literature on job satisfaction is extremely diverse and gener-

ally quite sophisticated; many excellent studies in numerous occupational

settings discuss the relationship between job satisfaction and a variety

of independent variables. An extensive review of this literature is

conducted later in this dissertation. However, despite the generally

abundant literature on police attitudes and behavior (discussed in the

literature section), there remains a paucity of studies that focus on

factors that correlate with the level of police officer job satisfaction.

This study of job satisfaction among police officers is being

undertaken because of the author's belief that it is important to con-

duct a specialized study of job satisfaction in police organizations.



As discussed more fully in Chapter 11, police officers and their work

organization have specific characteristics that make an application of

the principles that have been found to correlate with job satisfaction

in other organizations tenuous. rf‘ifi ' 12‘;1

Also, this paper is largely based upon the premise that, as in

other occupations, there will be substantial variance in the degree of

job satisfaction officers will express. The task then is to determine

what factors account for this variance. The following format for the

research was adopted and followed. First, a questionnaire geared to

the work experiences of police officers queried the level of officer

job satisfaction. Job satisfaction was not only examined as an aggre-

gate concept (by a derived scale), but was evaluated in terms of job

satisfaction in the performance of particular tasks, e.g., work on

family disturbances, crime prevention, etc.

Similarly, because of the possibility that the concept of job

satisfaction and the factors leading thereto might vary among different

individuals, several operational measures of job satisfaction were used

with the officers being asked to select the importance of each. Each

officers' observations were then contrasted with those of his supervisor.

The latter's attitudes were ascertained through a structured interview

format and a previously validated management style diagnostic test.

The purpose of these varying measurements was to contrast the importance

of subjective impressions (officer and supervisory opinions) with objec-

tive factors (officer background and observed management style) to deter—

mine which factors were the best predictors of officer job satisfaction.



The format for presentation of this dissertation shall be as

follows: 1) the Statement of the Problem will discuss the concept of

job satisfaction, why it is a concept worth studying, and why it should

be considered in the police context; 2) the Literature section will

provide a review of research which relates the level of job satisfaction

to other salient variables; 3) the Working Hypotheses are then developed;

4) the Operational Framework of the study will be developed, including

the nature of research instruments, the selection of suitable sample

populations, and the acknowledgement of limitations of the study;

5) an Analysis of the Data will be provided; and 6) a Summary of the

Results will be presented, including a discussion of directions for

future research.



CHAPTER II

THE PROBLEM OF JOB SATISFACTION

1. What is Job Satisfaction?

An inquiry' into Wjob satisfaction" appropriately begins with a

definition of the concept. Before attempting to advance a working

definition of job satisfaction, some limitations must be expressed.

First, it must be recognized that an examination of job satisfaction

does not mean that objective reality is being studied. One author has

stated this succinctly: 1'?

In our studies of quality of working life, individuals can

and do report satisfaction with work situations that we know

from information not accessible to the respondents are

abbreviating their lives, threatening their family relation-

ships, and unnecessarily narrowing their future life

options.1

In making this reservation, it should be recognized that Roustang

is not suggesting that the subjective area of job satisfaction is

irrelevant to an inquiry of the worker's job environment. He is merely

acknowledging that "objective" data concerning employment conditions has

already been well—documented and is not being studied in research on job

 

1Guy Roustang, "Why Study Working Conditions via Job Satisfaction?

A Plea for Direct Analysis," International Labour Organization (1977),

p. 285 citing Stanley E. Seashore::“Defining and Measuring the Quality

of Working Life." Paper submitted to the International Conference on

the Quality of Working Life, Harriman, New York (1972), pp. 3-4.



satisfaction. The study of subjective job satisfaction may aid

research in determining the motivation for individual and collective

behavior of employees. The study of objective reality, however, may be

very useful in studying problems affecting worker's health, personal

development and their social life.1 Consideration of subjective reality

and the measurement of job satisfaction should therefore be regarded as

a complement to and not an alternative for ongoing research of objec-

tive working conditions.

The second limitation is that the study of job satisfaction is not

necessarily the same as "morale". Morale may be defined as a group

phenomenon similar to "esprit de corps" or group enthusiasm in the

pursuit of a common goal. Some early studies uncritically assumed that

job satisfaction was identical to worker morale.

Recently, however, there has been a growing inclination to

define morale primarily in terms of attitudes and behavior

associated with the activity of the individual as a member of

of a group. Morale has come to imply a group concept, a

feeling of togethsrness, as distinguished from individual

job satisfaction.

It may be easily seen that morale, while often very closely associated

with job satisfaction, is a group centered phenomenon and is somewhat

more limited than overall job satisfaction. Furthermore, a worker may

 

1See Roustang article, ibid., for an extensive discussion of the

necessity for studying both facets of the working environment.

2Ramon Conde Salinas, "An Exploratory Study of Job Satisfaction

Attitudes Among Non-Academic University Personnel," Masters Thesis.

New York State School of Industrial and Labor Relations, Cornell

University, 1964, p. 6.



have low morale in that he has very little feeling of group together-

ness while having very high job satisfaction. However, some of the

earlier literature, especially of the human relations school, appeared

to uncritically accept the identity of group morale and job satisfac-

tion. This has led to a lack of clarity in the literature and may be

partially responsible for the inability to replicate some studies in

later years. This study examines job satisfaction, not morale.

Finally, the search for a working definition must begin with the

understanding that job satisfaction is clearly a situational concept

dependent upon the individual employees' frame of reference. It is

evident that the individual is not isolated and his degree of satis-

faction or dissatisfaction is very much dependent upon his characteris-

tics, work group and working environment. Furthermore, what is impor-

tant to achieving job satisfaction is very dependent upon individual

goals and preferences. Any realistic definition of job satisfaction

must take this into account. Therefore, the following attempts to

define job satisfaction must be regarded as very generalized and may not

always be appropriate for each employee.

Studies providing definitions of job satisfaction may be broken

down into three approaches: 1) those which measure the disparity

between individual experiences and the job's fulfillment of those

expectations; 2) explanations focusing upon whether the job fits in with

some of the pertinent objectives of the worker; and 3) explanations

which view job satisfaction as a composite of a number of factors, i.e.,

security, social, self-esteem and self-actualization needs. Much of the



I

l

1

literature in the past has adopted the "expectation-fulfillment")defini-

tion of job satisfaction without formal justification. This is simply

stated as the observation that job satisfaction is the result of the

relationship between what one expects and what one obtains from a job,

thereby constituting a kind of overall balance sheet on the employment

experience.1 The critique of this is that if job satisfaction is meas—

ured only on the basis of the relationship between expectations and

worker benefits, the term becomes much more a measurement of the respond-

ent's power of imagination rather than the satisfaction gained from the

work. Furthermore, test instruments focusing on this type of job satis-

faction could very easily influence respondents' scores since it is dif-

ficult to quantify degrees of desired increases. Similarly, the test

instruments may suggest dissatisfaction in areas where a worker basically

is content, but would not be adverse to receiving increases, such as com-

pensation. \Lawler stated the same concept slightly differently viewing

job satisfaction as a function of the perceived discrepancies between

2 The degree of congruence betweenjob expectations and actual outcomes.

expectations and reality combined with the perception of adequacies in

salient job areas determined the level of satisfaction for each job

component or job facet. Overall satisfaction was the result

 

1Roustang, 99, 913,, p. 278.

2Edward E. Lawler III, "Attitude Surveys and Job Performance,"

Personnel Administration Vol. 30 (Sept., 1967), pp. 22-24.
 



of summarizing the individual's configuration of "facet satisfactions"

and the relative importance of each such job facet.

The second definition specifies the job and its ability to enable

the worker to achieve his personal goals. This is somewhat different

from the first working definition in that the goals transcend the

organizational environment. The first definition emphasizes expectations

derived from employment. The second puts more emphasis upon more long—

range goals, the attainment of which may not be job specific. Salinas

describes job satisfaction as the:

evaluation of one's job and the employing company as

contributing suitably to the attainment of one's personal

object1ves.

This approach has its strength in that it emphasizes the attainment of

goals that are individually important to a particular worker, not the

expectations of events that may not have importance to the employee.

For example, for some employees this may primarily be dependent upon the

training received on the job and ability to receive meaningful advance-

ment. For others, it may be a great desire to accomplish a specific

work goal. For still others, satisfaction may have nothing to do with

the job itself. The test instruments using this definition must there-

fore include a wide range of potential goals for employment and retain

the capability of having the worker self-select the degree of importance

of a particular factor.

 

1Salinas, gp_. g_i_t., p. 7.



Another advantage of focusing on this factor is raised by Herzberg

and others in their two factor theory of job satisfaction. Their theory

emphasized that there are a group of job related factors centering

around the workers'ability to obtain self-realization from his job.

The attainment of such conditions may lead to positive satisfaction.

The second group of factors Herzberg isolates include physical working

conditions, wages, personnel policies, and interpersonal relations.

Under certain conditions, inability to obtain satisfaction may lead to

dissatisfaction. However, these factors are not the source of satisfac-

tion. The problem with this definition is that in the earlier cases,

focus was exclusively upon what may be termed to be one facet of job

satisfaction. In addition, this may be overly weighted toward profes-

sional and other high income job categories where "need theorists" have

hypothesized a concentration of workers who are in a state of attainment

which would predispose emphasis toward fulfillment of personal goais.1

 

1Herzberg's two factor theory has been extensively discussed in

the literature. Some researchers have found supporting data for his

theory. See, for example, R. Bloom and J. Barry, "Determinants of Work

Attitudes Among Negroes," Journal of Applied Psychology 51 (1967), pp.

287-292; G. R. Allen, "Sources of Job Satisfaction and Dissatisfaction,"

Banking 60 (December, 1967), pp. 64+; Frederick Herzberg, "The Motiva-

tion to Work Among Finish Supervisors," Personnel Psychology 18 (1965),

pp. 393-400. Other researchers have been unable to find a concrete

distinction between those factors that satisfy and those factors that

only have impact upon expressed dissatisfaction. For this position, see

Dilip K. Lahiri and Suresh Srivastva, "Determinants of Satisfaction in

Middle Management Personnel," Journal of Applied Psyghologx_51 (June,

1967), pp. 254-265; Peter WeissenEerg, "Psychological Differentiation

and Job Satisfaction,“ Ph.D. Dissertation, New York State School of

Industrial and Labor Relations, Cornell, 1967; Bernard Hilton, "An

Empirical Investigation of the Herzberg Methodology and Two Factor

Theory," Organizational Behavior and Human Performance 3 (August, 1968),

pp. 286-309. This author is not in a position to comment on the continu-

ing viability of Herzberg's overall theory of factors leading to job
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The third working definition of job satisfaction emphasizes the

attitudes of the worker toward his present organizational position.

Michael Beer summarized this by noting that job satisfaction is:

. the attitude of workers toward the organization, their

job role, their fellow workers and other psychological

objects 1n the work env1ronment.

Ivancevich and Donnelly likewise defined job satisfaction as "the favor-

able viewpoint of the worker toward the work role he presently

occupies."2 While this definition has some merit in placing greater

emphasis upon the worker's attitude toward his present employment than

the goal fulfillment emphasized in the preceding definition, it also has

deficiencies. Instruments using this definition as the sole basis for

measuring job satisfaction presumably would not inquire regarding the

worker's expectation of advancement within, or opportunities outside,

the immediate organization. Similarly, an instrument emphasizing this

single factor might not be probing enough to reveal all aspects of

worker job attitudes. Specifically,under this definition, a worker

could be satisfied if he had a favorable attitude toward his current

employment even though it did not fulfill his personal and job engen-

dered objectives.

 

satisfaction. What is merely being suggested is that a working defini-

tion of job satisfaction which may greatly affect subsequent hypotheses

and test instruments should not by its terms exclude insights derived

from any theory.

1Michael Beer, "Organizational Size and Job Satisfaction,"

Academy of Management Journal 7 (March, 1964), pp. 34-44.

2J. M. Ivancevich and J. H. Donnelly, "Job Satisfaction Research:

A Management Guide for Practitioners," Personnel Journal 47 (March,

1968), pp. 172-177.
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The fourth approach is merely to list factors which authors of a

particular study consider to be very important to attaining job satis-

faction. No theoretical model is generally provided in such research.

Instead, research concentrates upon the identified factors. Smith,

Kendalland Hulin typify the style when they examined five facets of job

satisfaction, including satisfaction with the worker's pay, co-workers,

promotions, supervision, and the work itself.1 The advantage of this

approach is that it focuses upon concerns of virtually all workers and

can provide a rather encompassing list of areas to be examined. The

limitation of this method is that it does not really render a working

definition of job satisfaction. Instead, it should be recognized as an

aggregate of separate concepts without a central idea or theory binding

them together. Also, in proposing such a list as a working definition,

later research is dependent upon the inclusivity of the definition and

its ability to be generalized to all employees in all job settings.

Therefore, while the factors which are noted in this concept should

certainly be examined by all subsequent research, a working definition

must be sought elsewhere.

The approach adopted for purposes of this research ideally utilizes

insights of the four preceding definitions. For this study, job satis-

faction will be defined as the attitude of an employee toward his organ-
 

ization and his job role therein and the degree to which the employee
 

believes the job fulfills personal objectives. The workers attitude
 

 

1P. c. Smith, L. M. Kendall and c. L. Hulin, The Measurement of

Satisfaction in Work and Retirement (Chicago: Rand McNally, 1969).
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toward the organization and job role would normally be expected to

include feelings about compensation, working conditions, co-workers,

supervisors and the impact and direction of management policies and

directives. Fulfillment of worker's personal objectives is, as noted

earlier, a highly personal concept.

2. The Importance of Job Satisfaction
 

Before examining further the factors that nay lead to job satis-

faction, it should be established that the concept is of sufficient

importance to justify its study and to justify efforts to increase the

level of worker satisfaction. Therefore, I will briefly summarize the

facets of job satisfaction which had been stated by others to be of

importance. In analyzing the effect of job satisfaction, there are

three different perspectives which must be evaluated: 1) the employer

(pertaining primarily to the individual employee's level of performance

and the effects upon overall organizational performance); 2) the

employee; and 3) society in general.

It should initially be noted that no research was found that

studied police departments and used the level of job satisfaction as an

independent variable affecting other important employee attitudes,

behavior and performance. Therefore, literature in other areas has

been used to illustrate the importance of job satisfaction.

Job satisfaction has long been studied to find if it is related

to a worker's performance. Two perspectives have been examined: 1) if

there is an effect on the individual's level of performance; and 2) if

it has an effect on the overall performance of the organization as
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affected by the employees' collective actions, employee absence,

employee turnover and other related factors.

Classical theories of management advanced by Taylor], Fayolz, etc.

basically related increases in productivity of individual workers and

their work organizations to changes in deployment patterns, specificity

of structure and control and similar management techniques designed to

increase control of subordinates by top level management. Beginning in

the post-war years, some authors stated there was a direct correlation

between job satisfaction of an employee and his output. In his seminal

study, Personality and Organization, Argyris stated that productivity

could be increased by organizational designs that facilitated "self-

actualization".3 Likert in 1961 hypothesized that changes in work

organizations leading to increased upward communications from lower

level field operatives to their supervisors would cause increases in

the operative's job satisfaction and also result in improved levels of

productivity of the workers so affected.4 Similar justifications were

advanced by both researchers and managers alike for "enriching jobs".

 

Frederick Taylor, Principles of Scientific Management

(New York: Harper and Row, 1911).

2

Henri Fayol, General and Industrial Management

(London: Pitman, 1930).

3Chris Argyris, Interpersonal Competence and Organizational

Effectiveness (Homewood, 111.: The Dorsey Press, 1962).

4Rensis Likert, New Patterns of Management (New York: McGraw-Hill

Book Company, 1961).
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The theoretical reason for making jobs more stimulating was to enable

the job holders to experience satisfaction when they performed well.

It was also hypothesized that stimulating job satisfaction would be

positively related to performance.

Increasingly, however, concepts of job satisfaction and individual

productivity have not been found to be linked under all circumstances.

One study in 1957 evaluated 26 earlier studies that had attempted to

estimate the association between job satisfaction and performance and

concluded that there was a small, frequent but not consistent positive

association between the two concepts.1 In 1964, a review of 20 previous

studies demonstrated that the association between job satisfaction and

performance was not statistically significant.2 Some studies have even

been conducted finding that among "higher level" jobs, job satisfaction

was inversely correlated with individual levels of productivity.3

 

1Frederick Herzburg, Bernard Mausner, Richard Peterson and Dora

Capwell, "Job Attitudes: Review of Research and Opinion" (Pittsburgh:

Psychological Services of Pittsburgh, 1957).

2Victor Vroom, Work and Motivation (New York: Wiley, 1964). See

also, Arthur Brayfield and Walter Crockett, "Employee Attitudes and

Employee Performance," Psychological Bulletin (1955), pp. 396-424.

 

 

3See especially John W. Slocum, Jr. and Michael J. Misshauk,

"Job Satisfaction and Productivity," Personnel Administration 33

(March-April, 1970), pp. 52-58 where they found that engineers' level

of job satisfaction was inversely correlated with productivity; and

L. S. Baird, "Relationship of Performance to Satisfaction in Stimulating

and Non-Stimulating Jobs," Journal of Applied Psychology 61, 6 (1976),

p. 721 who found that job satiSfaction was correlated with individual

performance only in non-stimulating jobs.
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Because of the failure of repeated research attempts to arrive at

a consistent linkage between job satisfaction and performance of an

individual worker, subsequent research conducted in the late 1960's and

early 1970's assumed there was no relationship and that the human rela-

tionists were wrong in their earlier research. After a review of the

literature, Cherrington, Reitz and Scott concluded that there was no

inherent relationship between job satisfaction and job performance and

that their review merely demonstrated how literature could produce just

about any imaginable reiationship.1

However, it has been proposed that the human relations school may

not be entirely erroneous in its efforts to correlate the factors;

instead there had been a failure to develop a sufficiently sophisticated

theory giving considation to those variables responsible for previous

inconsistencies.2 In short, job satisfaction may effect performance

only under certain conditions.

Porter and Lawler stated this position succinctly:

The earlier assumptions about the effects of high levels of

job satisfaction were greatly oversimplified, if not clearly

incorrect. Any view that because a worker is satisfied, he

must be a highly productive performer is obviously naive.

The first lesson to be learned is not that job satisfaction

 

1David Cherrington, Joseph Reitz and William E. Scott, Jr.

"Effects of Contingent and Noncontingent Reward on the Relationship

Between Satisfaction and Task Performance," Journal of Applied

fiycholojy 55 (December, 1971), pp. 531-536.

2D. P. Schwab and L. L. Cummings, "Employee Performance and

Satisfaction with Work Roles: A Review and Interpretation of Theory,"

Industrial Relations 9 (1970), pp. 408-430.
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is an inconsequential variable, but rather that its rela-

tionship to performance is more complex than previously

recognized.

Two "moderator variables", organizational rewards and self-esteem,

have been proposed and analyzed in subsequent literature. In 1968,

Porter and Lawler proposed a model in which suitable intrinsic and

extrinsic rewards for task completion provided the intermediate links

between job satisfaction and job performance. These researchers found

that the degree to which the worker believed he was rewarded adequately

by the company affected both performance and job satisfaction.2

The perceived suitability of contingent rewards to actual perform-

ance were subsequently incorporated into multiple regression equations

in an attempt to increase the prediction of job performance ratings

from job satisfaction information. Results indicated that this factor's

inclusion substantially increased the relationship between job satisfac-

tion and job performance.3 Similar research has reproduced this con-

clusion.4

 

1L. W. Porter and E. E. Lawler, Managerial Attitudes and

Performance (1968).

2Ihid. (3' '

3R. Jacobs and T. Solomon, "Strategies for Enhancing the Predic-

tion of Job Performance from Job Satisfaction," Journal of Applied

Psychology 62 (August, 1977), p. 417.

4Cherrington, Reitz and Scott, pp, cit., and L. S. Baird, "Relation-

ship of Performance of Satisfaction in Stimfilating and Non-Stimulating

Jobs," Journal of Applied Psychology 61, No. 6(1976), p. 726, studied

this factor in terms of the suitability of organizational feedback; 5. H.

Peres, "Factors which Influence Job Satisfaction in General Electric,

Crotonville, N. Y.," Personnel and Industrial Relations Services, General

Electric (1967), p. 12 foundithat among engineers, 78%:of those who be-

lieved that salary increases were not based on performance were highly

dissatisfied.
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It is important to realize that the relationship proposed by

Porter and Lawler does not necessarily demonstrate that job satisfaction

leads to increased individual performance. In fact, these researchers

hypothesized that it was the initial high performance leading to desired

intrinsic and extrinsic rewards which subsequently created job satisfac-

tion. While there is very little empirical evidence as to this direc-

tional relationship, their 1967 study found that job satisfaction was

actually more closely related to performance than to effort on the job.1

This finding was consistent with the idea that high performance preceded

job satisfaction. Effort would have been more highly correlated than

performance if the causal order had been reversed since "effort on the

job" may not always be synonymous with job performance.

Similar research by Locke (1967) indicated a positive linear rela-

tionship between the number of successes on a particular job and ratings

by the employee of his being satisfied with the task assigned to him.2

This provides further evidence that performance of the worker affected

subsequent job satisfaction as well as the converse causal relationship.

A second moderator variable, self-esteem, has been documented in

the literature linking job satisfaction and job performance. In 1968,

Korman hypothesized and found that "task liking" (or job satisfaction)

 

1E. E. Lawler and L. W. Porter, "Antecedent Attitudes of Effective

Managerial Performance," _pganizational Behavior and Human Performance

2 (May, 1967), pp. 122-142.

2Edwin A. Locke, "Further Data on the Relationship of Task Success

to Liking and Satisfaction," Psycholpgical Reports 20 (February, 1967),

p. 246 reached this conclusion through the review of seven studies.
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and "task success" (job performance) were positively related for high

self-esteem subjects but were unrelated for those subjects reporting low

self-esteem. Reporting on the results of three experiments, he con-

cluded that the relationship between job satisfaction and performance

did vary as a function of the degree of self-esteem. Siegel and Bowen

conducted experiments which reinforced this conclusion.1 In a study by

Jacobs and Solomon used both "suitability of reward contingency"

(meaning the extent to which the worker believes that rewards are dis—

tributed equitably) and self-esteem as factors. This study revealed

that while a simple attempt to link job satisfaction and job performance

resulted in inconsistent findings, a more complex predictive strategy

incorporating these moderator variables greatly increased the covaria-

tion between job performance and job satisfaction. Both moderator

variables used were found to increase the satisfaction-performance

relationship.2

A second approach to the measurement of the effect of job satis-

faction upon performance is to examine the effect of job satisfaction

upon organizational productivity, e.g., organizational output. This

concept should be recognized as being separable from individual produc-
”"—__,w

tivity. Effects of job dissatisfaction upon organizational output may si

arise in two different manners: a) the absence of skilled workers via

 

1J. P. Siegel and D. Bowen, "Satisfaction and Performance: Causal

Relationships and Moderating Effects," Journal of Vocational Behavior 1

(1971), pp. 263-269.

.ZR. Jacobs and T. Solomon, "Strategies for Enhancing the Predic-

tion of Job Performance from Job Satisfaction," Journal of Applied

Psychology 62 (August, 1977), p. 410.
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frequent absenteeism and high rates of employee turnover; and b) con-

certed job actions. A number of authors have conducted studies which

support the contention that the number of absences in an organization

is causally related to the degree of job satisfaction among its

workers.1 Herzberg et al., in a 1957 study, found that in twelve of

thirteen studies of absenteeism prior to 1957, dissatisfaction and

absenteeism were related. A later review conducted in 1959 largely

confirmed this conclusion.2 .

Apart from empirical evidence suggesting the relationship, one

skeptical author stated that the connection has been repeatedly hypothe-

sized for five major reasons:

1. The notion has intuitive appeal. It makes sense to assert

that workers happy with their jobs will attend work more

regularly and permanently. (Argyle, 1972)

2. It is a short, easy, but illogical step to identify THE FACT

OF with the MOTIVATION FOR withdrawal from the work place as

Hill and Trist (1955) did in their influential expositions of

the "withdrawal theory" which they used to explain trends in

 

1M. Argyle, The Social Paychology of Work (Middlesex, England:

Penquin, 1972); H. Behrend,“Voluntary Absence from Work," International

Labor Review 79 (1959), pp. 109-140; N. R. F. Maier, Psychology in

Industry (Boston: Houghton Mifflin, 1955); J. G. MarCh’and H. A. Simon,

Organizations (New York: Wiley, 1958); M. Patchen, "Absence and Employee

Feelings about Fair Treatment," Personnel Psychology 13 (1960), pp. 349-

360; and L. M. Porter and R. M. Steers, "Organizational Work and Personal

Factors in Employee Turnover and Absenteeism," Psychological Bulletin 80

(1973). pp. 151-176.

2Frederick Herzburg, Bernard Mausner, Richard Peterson and Dora

Capwell, "Job Attitudes: Review of Research and Opinion" (Pittsburgh:

Pittsburgh Psychological Services of Pittsburgh, 1957); I. Katz and M.

Cohen, The Social Psyghology of Organizations (New York: Wiley, 1965).
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absences, turnover, and accidents associated with employee

length of service.

3. The proposition is a vindication of job satisfaction

research in the face of repeated failure of this research to

demonstrate a reliable relationship between job attitudes and

productivity (Brayfield and Crockett, 1955).

4. Acceptance of the theory provides an economic rationale for

employers to actively seek to improve the quality of their

employees' work experience (Wall and Stephenson, 1970).

5. There are a number of studies purporting to show reliable

relationships between employee attitudes and absence from work.

While the previous studies found a relationship between overall

levels of job satisfaction and absenteeism, other researchers have been

unable to replicate these studies. Waters and Roach found that overall

satisfaction with the job was not significantly relevant to the fre-

quencies of absence.2 Similar results were reported by Korman,3 Tiffin

and McCormick,4 and Vroom.5 A group of authors who reviewed 29 studies

found little empirical basis for the popular belief that job dissatis-

faction is a major cause of absence from work. They believed

 

1Nigel Nickolson, Colin A. Brown and J. K. Chadwick-Jones,

"Absence from Work and Job Satisfaction," Journal of Applied Psychology

61, No. 6(1976), p. 728.

2L. K. Waters and Darrell Roach, “Relationship Between Job Atti-

tudes and Two Forms of Withdrawal from the Work Situation," Journal of

Applied Psychology 66 (February, 1971), pp. 92-94.

 

 

3A. K. Korman, Industrial and Organizational Psychology (Englewood

Cliffs, N. J.: Prentice-Hall, 1971).

4J. Tiffin and E. K. McCormick, Industrial Psychology_(London:

Allen and Unwin, 1966).

5V. H. Vroom, Work and Motivation (New York: John Wiley 8 Sons,

Inc., 1964).
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examination of these 29 studies revealed numerous inconsistencies in

the methods and measures used. As a result they concluded that most

studies were lacking sophistication in methodology. The authors then

conducted a study by gathering data from blue collar production workers

in varying organizations and technologies. Results indicated that job

dissatisfaction and absence from work were usually only tenuously

related. However, the authors did note that occasional inverse relation-

ships were found. They concluded that these incidents justified future

research. Specifically, they felt that it was potentially rewarding to

study "absence cultures“ within individual organizations, occupational

groups, and operational subunits since linkages between the two concepts

most likely occurred through group norms, organizational sanctions and

supervisory practices.1

Another hypothesis linking job satisfaction and absenteeism was

proposed in a further study by Nicholson, Wall and Leischern conducted

in 1977. This study found that when individual workers were used as

the unit of analysis, job satisfaction (particularly satisfaction with

a particular task being performed) was correlated both with absence from

work and propensity to leave. The highest relationship was found when

job satisfaction as a concept was broken down into one of its subparts,

e.g., existing perceived involvement in the decision making processes.

Correlations between desired (as opposed to existing) influence on the

job did not bear a consistent relation to either absence or propensity

 

lNigel Nicholson, Colin A. Brown and J. K. Chadwick-Jones,

"Absence from Work and Job Satisfaction," Journal of Applied Psychology

61, No. 6 (1976), p. 735.
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to leave. The authors concluded that the failure of some research to

replicate such a relationship stemmed from inadequate or inappropriate

measurement of the variables involved. No analysis is made as to why

Nicholson's 1976 study reached markedly different conclusions from his

1977 research.1

Closely related in impact to the organization's absenteeism is

its turnover rate. Naturally, voluntary turnover is determined by many

factors and 'Uua individual's attitude toward his job is but one.

There have, however, been studies which find a relationship between

overall job satisfaction and the rate at which employees decide to

voluntarily leave their employment. A 1957 review of 24 previous stud-

ies reported that in 21 of these studies, dissatisfied workers had a

larger number of avoidable severences than did satisfied workers.2

Vroom's 1964 review of seven subsequent studies reinforced the earlier

finding and a 1972 study found similar patterns.3 Lawler found that

employees who perceive themselves as not being satisfied were far more

 

1Nigei Nicholson, 1. Wall and J. Lischero, "Predictability to

Leave from Employees Job Satisfaction and Attitudes Toward Influence

in Decision Making," Human Relations 30, No. 6 (1977), pp. 499-514.

2Frederick Herzberg, Bernard Mausner, Richard Peterson, and Dora

Capwell, "Job Attitudes: Review of Research and Opinion" (Pittsburgh,

Pa.: Psychological Services of Pittsburgh, 1957).

 

3Thomas Mangione, Turnover: A Model and a Review of the Litera-

ture (Ann Arbor, Mich.: Survey Research Center, 1972); U. S. Department

of Labor, pp, gip., p. 24.
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likely to quit.1 In a study of Air Force pilots, Atchison and Lefforts

similarly found connections between job satisfaction and voluntary

turnover.2 Patchen found that job satisfaction was in effect a predictor

of subsequent turnover.3 Mobley noted a significant and consistent

relationship between job satisfaction and turnover. However, it was not

believed strong in view of the many reasons for voluntary employee turn-

over and the many disincentives preventing a dissatisfied worker from

leaving his job.4

Other authors have attempted to refine the observed connection

between job satisfaction and employee turnover. They have found that

correlations between the two become somewhat higher when job satisfac

tion is analyzed by its individual components. Nicholson separated job

satisfaction into several concepts including involvement in job level

decisions, satisfaction with the intrinsic work, and desires for

 

1Edward E. Lawler III, "Attitude Survey and Job Performance,"

Personnel Administration 30 (September-October, 1967), pp. 3-5, 22-24.

2T. J. Atchison and E. A. Lefferts, "The Prediction of Turnover

Using Herzberg's Job Satisfaction Technique, Personnel Psychology 25

(Spring, 1972), pp. 53-64.

 

 

3M. Patchen, "Absence and Employee Feelings About Fair Treatment,"

Personnel Psychology 13 (1960), 349-360.

4W. H. Mobley, "Intermediate Linkages in Relationship Between Job

Satisfaction and Employee Turnover," Journal of Applied ngchology 62,

No. 2 (1977), p. 237.
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increased influence in overall organizational decision making.

Nicholson found that employees dissatisfaction with ability to make

decisions at his current job level was the most closely related concept

to voluntary turnover whereas the degree of the workers' emotional

involvement in the job more critically determines his attendance and

susceptibility to causal absence.1

The final area in which job satisfaction has been said to influ- 'EDKX

ence organizational productivity is the area of laborfunrest.e-The

specific application of this research has been noted in police litera-

ture. Ayers examined in detail the causation of a police strike in

Albuquerque. He noted the issue that ostensibly created the strike was

inadequate wages while upon closer examination, many other factors were

evident. A number of police officers maintained that the cause of the

strike was "internal departmental tension". Ayers defined this phrase

as the widely shared consensus of the men on the force that they had no

input in management and that neither the administration nor the corrmun-

ity appreciated their work or expressed concern for their well-being.

Ayers also found that the increasing levels of education found in most

departments affected employee dissatisfaction and subsequently led to

the impetus for a concerted job action.

Educational incentive pay having been introduced, many

officers now had completed high levels of education, includ-

ing college. The educated officer began challenging orders

 

1See also J. M. Ivancevich, "Predicting Job Performance by Use of

Ability Tests and Studying Job Satisfaction as a Moderating Variable,"

Journal of Vocational Behavior 9, No. l (1976), pp. 87-97. He found

that more of the impact of job satisfaction could be obtained by break-

ing down the overall term into its components to separately determine

their impact upon the selected performance characteristiés.

 



25

and authority, wanting to know the reasons behind various

instructions and rules and regulations. We also viewed police

management as being too autocratic in its implementation of

policy regarding transfers, promotion, and discipline. Being

expected blindly to obey orders issued by autocratic super-

visors caused tremendousIemployee dissatisfaction according

to a number of officers.

While primary research attention has been focused on the effect

of job satisfaction upon worker and organizational productivity, there

are indications that its study is merited because of its effects upon

the lives of the individual employees and upon society as a whole.

Many theories have linked stress and dissatisfaction with a

workers employment environment to his physical health and mental well

being.2 Other studies have suggested that the degree of employee job

satisfaction has a "spillover" effect on satisfaction with life in

general,3 or that job satisfaction may compensate for various failings

at home (as well as the converse). Research on such linkages is still

largely rudimentary, however, and causal directions may only be hypothe-

sized.4 Finally, it has been noted that the overall effect of employee

 

1Richard M. Ayers, "Case Studies of Police Strikes in Two Cities,“

Journal of Police Science and Administration (March, 1977), p. 20.

2u. 5. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (Washington, D.C.: Government Print-

ing Office, 1974), pp. 19-20.

3

4

 

See articles summarized in Literature Section, infra, page

U. S. Department of Labor, pp, 913,, studies cited at page 21.
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job satisfaction must be considered from a societal viewpoint.

The designation of yet a third perspective, a societal one,

is not meant to imply that those things valued by employees

or employers are irrelevant to community or society. Many

of the possible effects of quality of employment have direct

social implications in their impact upon physical and mental

health, leisure time use, labor turnover and corporate

profits.1

The study of job satisfaction in the police organization is justi-

fied on several grounds.

1. Police constitute a major occupational group encompassing

millions of workers in a job of major importance to society. Excessive

rates of employee turnover, absenteeism and growing labor unrest would

appear to demonstrate the need for studies that can pinpoint sources of

job discontent. A determination of the work conditions that may affect

job satisfaction among police officers and the ascertaining of the

factors that correlate with job satisfaction and dissatisfaction would

seem to be prerequisites for any actions to promote satisfaction among

officers.

2. As has been noted in the definition of job satisfaction, the

concept of job satisfaction is situational, i.e., it cannot be readily

understood apart from the worker, his work place, and his role within

the organization. It is submitted that it is especially important to

study the concept of job satisfaction in the policing profession since

salient job characteristics make the police role different from other

occupations.

 

1Ibid., p. 27.
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It has long been noted that the police occupation has several

features distinguishing it from most other occupations. Distinctive

traints of the policy occupation include the following:

a) The officers are subject to extremely high levels of stress.1

b) The average officer feels alienated from the citizenry.2

c) Officers are characterized by high levels of cynicism toward

their job and the populous.3

d) The police role is relatively unstructured with conflicting

role requirements. This is characterized by officers having to enforce

a variety of statutes with differing degrees of public support and

acceptance.4

 

1A discussion of the sources of officer stress and their magnitude

is far beyond the scope of this study. Various authors that have noted

that the occupation remains one of the most stressful professions include

Jesse Rubin, "Police Identity and the Police Role," Issues in Police

Patrol by Thomas Sweeney and William Ellingsworth (Eds.); W. H. Kroes,

B. L. Margolis and J. J. Hurrell, "Job Stress in Policemen," National

Institute for Occupational Safety and Health, Journal of Police Science

and Administration 2, No. 2 (1973), pp. 145-155; John Van Maanen,

"Working the Street: A Developmental View of Police Behavior," in

Herbert Jacob (Ed.) The Potential for Reform of Criminal Justice

(Beverly Hills, Calif.: Sage, 1974)] pp. 83-130; Kroes, op, cit., pp.

152-155; and Jack J. Preiss and Howard J. Ehrlich, An ExaminatTEh of

Role Theory: The Case of the State Police (Lincoln, Neb.: The Univer-

sity of Nebraska Press, 1966), p.—1231

2Larry L. Tifft, "The 'Cop Personality' Reconsidered," Journal of

Police Science and Administration 2, No. 3 (1971), pp. 266-278; Arthur

Niederhoffer, BEhind'the Shield: The Police in Urban Society(Garden

City, N. Y.: Doubleday & Co.,_1967); William A. Westley, Violence and

The Police: A Sociological Study of Law Custom and Morality (Cambridge,

&

 

 

 

 

Mass.: MIT Press, 197 ; and Jerome Stolhick, Justice Without Trial

(New York: John Wiley Sons, 1966).

3

4James O. Wilson, Varieties of Police Behavior (Cambridge, Mass.:

Harvard Un1versity Press, 1968).

Niederhoffer, ibid.
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e) There is a general lack of training given in essential areas

of the occupation such as crisis intervention, assistance requests and

work with emotionally disturbed individuals.1

f) The unusually high observed degree of uniformity of officer

background, value structures and personality traits make a semi-closed

subculture likely. Officers stress obedience and self-control while

de-emphasizing individual spontaneity, tolerance and lenience.2 Some

studies demonstrate that police officers and their background similari-

ties have comparable value and personality traits. They are conserva-

tive, authoritarian, and dogmatic.3

9) police departments use a para-military organizational model

emphasizing standard operating procedures to be followed by officers

on patrol.4 In fact, most officers use initiative to respond in

 

. 1Char1es B. Saunders, Jr. Up rading theAmerican Police: Educa-

t10n and Tra1n1nq fo:_Better Law Enforcement. The Brookings Institute,

Wasthgton, D. C., 1970, pp. 124-125.

2Tifft, op. cit., p. 276; Milton Rokeach, Martin G. Miller and

John A. Snyder. "’53 Value Gap Between the Police and the Policed,”

Journal of Social Issues 27 (1971), pp. 155-171.

3Tifft, pp. git,, p. 267; David Bayley and Harold Mendelsohn,

Minorities and the Police (New York: The Free Press, 1969);

Niederhoffer, op. cit., John H. McNamara, “Uncertainties in Police Work:

The Relevance of Police Recruits' Backgrounds and Training," in David

J. Bordua (Ed.) The Police (New York: John Wiley & Sons, 1967).

 

4Patrick V. Murphy and David S. Brown, The Changing Nature of

Police Or anizations (Washington, D.C.: Leadership Resources, Inc.,

1973), p. 1. However it must be understood that there is a great deal

of intra organizational diversity based upon the leadership styles of

the administration. See John K. Hudzik and Jack R. Greene, "Organ12a-

tional Identity and Goal Consensus in a Sheriff's Department: An

Exploratory Inquiry," Journal of Police Science and Administration 5,

No. 1 (1978). pp. 79-88.
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ambiguous situations without direct supervision. The officer in such

situations must use his discretion largely without organizational

guidance. The para-military model may characterize several occupations,

e.g., fire, ambulance, military, etc.



CHAPTER III

SELECTED REVIEW OF JOB SATISFACTION LITERATURE

Introduction
 

Having discussed the purpose of this research and a statement of

the problem to be studied, it is now appropriate to examine factors

affecting job satisfaction as identified in police and general litera-

ture on organizations. The police literature examined pertains to the

formation of police officer attitudes. The latter is used to suggest

potential areas used or methodology not yet conducted in the police

literature.

For clarity, factors affecting job satisfaction may be divided

into three major types. First, those dealing with individual character-

istics that are dependent upon a particular employee. A second area con-

cerns those factors which may be correlated with job satisfaction but

rely upon features of the work environment or employment organization.

Third, are the work attitudes of the employee. The major variables

affecting job satisfaction to be examined in the police and organization

literature are:

A. Individual variables

1. Race

2. Sex

3. Age

4. Family and Conmunity

5. Education

6. Class Origins

3O
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8. Leadership and Style of Supervision

C. Individual Attitudes

1. Worker perceptions of adequacy of rewards

2. Self-esteem and perceived occupational esteem

3. Alienation from the work place

4. Perceptions of the quality of life.

This list is limited in two regards. Since this section will only

attempt to review the literature, it is likely that some factors which

may be very important have never been independently identified in a

study which has been examined. Second, it is recognized that many of

the variables that will be arbitrarily cast as being "individual" or

"organizational" are interrelated. Specifically, some individual varia-

bles like race and sex have little organizational components while

others may have been affected by the organization. It is solely because

such factors tend to differentiate attitudes among co-workers that

these are more logically discussed with other individual variables.

In organizing this section of the dissertation, there will be an

examination of the impact of each of the specified variables emphasizing

observed differences in levels of job satisfaction, discussing possible

differences in the concept of job satisfaction for the different groups

and briefly noting the factors that may contribute to differences in the

level and type of job satisfaction. This format is followed since for

some factors the 1a1g1_of job satisfaction may be effected by the varia-

ble whereas in others, the overall level of job satisfaction (on an

aggregate basis) remains the same yet the factors affecting the level

of job satisfaction change.
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No effort will be made in this section to link these variables

with operational choices in the research being conducted as part of

this dissertation. The section, "Operationalization" (Chapter IV)

states the rationale for including each variable selected. Similarly,

the impact of existing literature upon predicted findings will be

examined in the "Hypotheses" section (Chapter IV).

A. Individual Variables
 

Race
 

Studies have examined differences in the attitudes between white

and black employees. While it is true that neither group can be

considered to have homogeneous work attitudes, a number of research

studies have found that marked attitudinal differences do exist.

It has been found in a number of studies that blacks have a lower

level of job satisfaction than whites. The United States Department of

Labor published a Manpower Research Monograph entitled, Job Satisfaction:
 

Is There a Trend? This publication attempted to obtain as much data as
 

possible from national studies of job satisfaction. They did so by

comparing the results of seven national surveys of workers conducted

from 1958 to 1973 by three organizations: The National Opinion Research

Center, the Survey Research Center of the University of Michigan and

the Survey Research Center of the University of California. In each

case, the surveys asked basically the same single job satisfaction
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question, "All in all, how satisfied are you with your job?"1 Job

satisfaction among blacks and other minority groups was consistently

lower than whites in every national study undertaken between 1958 and

1973. They did find considerable fluctuation of the results reported

in the various studies. It was believed that this was probably due to

sampling error and that the basic consistency of the data indicated

that there was a strong linear relationship.

Table 1. Percentage of "Satisfied" Workers, 1958-1973 By Race

 

 

 

Race 1958 1962 1964 . 1964 1969 1971 1973

White 84 92' 92 86 91 90

Black 76 86 88 77 89 85

 

Source: U. S. Department of Labor, Job Satisfaction: 15 There a Trend?

Manpower Research Monograph No. 30 (WaEhington, D.C.: Government Print-

ing Office, 1974), p. 54.

 

However, causation may not be determined from the foregoing stud-

ies. The national surveys are, of course, always open to the critique

that satisfaction between white and black men is largely accountable by

 

1U. S. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (Washington, D.C.: Government Print-

ing Office, 1974), p. 6. The overall percentage of satisfied workers

was found to be quite consistent varying from 81% in 1958 to 92% in a

1964 study. Because of the relatively small and inconsistent change

in level of overall job satisfaction, the authors of the monograph con-

cluded that there was no consistent change in overall job satisfaction

over the last decade. They declined, however, to determine if this was

a result of a consistent pattern or offsetting demographic trends.
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differences in the occupational distribution of the samples. In fact,

the authors of the United States Department of Labor study observed that

occupational group was the single most important factor in determining

the level of job satisfaction and differences in job categories might

easily lead to false conclusions of racial differences in levels of job

satisfaction.1

Results of industrial surveys of a single profession do confirm

that there are differences based on race of the job holder. In 1972,

one study of certified public accountants reported that as a group,

blacks consistently found more deficiencies in their jobs than whites

in the same position.2 This research was confirmed by a 1973 study of

female white collar hOSpital workers wherein it was found that blacks

were consistently less satisfied in most aspects of their jobs than

whites.3 Results of these individual occupational studies were con-

firmed in several broad-based opinion polls showing that blacks as a

group were generally less satisfied with their employment.4

 

1Ibid., p. 10.

2J. W. Slocum and R. H. Strawser, "Racial Differences in Job Atti-

tudes,‘I Journal of Applied Psychology 56 (1972), pp. 28-32.

3c. A. O'Reilly and K. H. Roberts, “Job Satisfaction Among whites

and Nonwhites: A Cross-Cultural Approach," Journal of Applied Psychology

57 (1973). pp. 295-299.

4C. N. Weaver, "Negro-White Differences in Job Satisfaction,"

Business Horizons 17 (1974), pp. 67-70. It should be noted that Weaver

in a later work (1977) took cognizance of the limitations of such opin-

ion polls and found that when other variables were controlled, regression

analysis showed a greatly weakened difference. Thus, while whites were

more satisfied with their occupations by a statistically significant

amount, it is unclear to what degree this was related to the frequency

of the types of positions held by the two groups as opposed to intrinsic

differences in group attitudes toward their employment.
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Some authors have, however, questioned the conclusion that there

are any differences between blacks and whites in their level of job

satisfaction. Two 1974 studies found that there were only minor differ-

ences between blacks and whites with blacks appearing marginally more

satisfied with their employment than whites.1

Finally, a group of authors have stated that differences in level

of job satisfaction do exist, but are situational in nature. They

believe that extending analysis of levels of job satisfaction to differ-

ent occupations could be misleading. Milutinovich found that in certain

white collar occupations, black females were by far the most dissatis-

fied employees. However, in other jobs, no material attitudinal differ-

ences were found.2

In a 1977 study, Jones stated that while he expected blacks to be

more dissatisfied based on previous research, he found that for certain

occupational categories in the navy, blacks reported higher scores on

the more extrinsic measures of satisfaction such as pay, rules and regu-

lations, and opportunities for advancement.3 This presents the

 

1R. A. Katzell, R. B. Ewen and A. K. Korman, "Job Attitudes of

Black and White Workers: Male Blue Collar Workers in Six Companies,"

Journal of Vocational Behavior 4 (1974), pp. 365-376.

2dugosiav s. Milutinovich, "Black White Differences in Job Satis-

faction, Group Cohesiveness and Leadership Style," Human Relations 30

(November 12, 1977), p. 1083.

 

3A. P. Jones, L. R. James, J. R. Bruni, S. B. Sells, "Black White

Differences in Work Environment Perceptions and Job Satisfaction and

Its Correlates,“ Personnel Psychology 30, No. l (1977), pp. 5-16.
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possibility that the differences in the conclusions of the studies cited

above may be due more to the work group environment of the employees

being studied than any intrinsic direction of the level of job satisfac-

tion based on the variable of race.

In this light, it is noteworthy that Gavin and Ewen studied work-

ing class employees and Jones' study of the Navy dealt with attitudes

of enlisted men. However, of the earlier studies finding lower black

levels of job satisfaction, most dealt with white collar occupations:

Slocum and Strawser studied certified public accountants; O'Reilly and

Roberts studied white collar hospital workers; and Milutinovich had

limited his study to white collar occupations. This observation nay

reveal some need for future studies that differentiate by race app

occupational grouping. In addition to observed differences in the level

of job satisfaction, there is some support for the proposition that

blacks as an identifiable group, tend on an aggregate level, to obtain

jos satisfaction from different factors than those of whites. Bloom

and Barry found that "hygiene" factors (as used in Herzberg's termin-

ology) were far more important in determining job satisfaction among

1 Similarly, Slocum and Strawser found thatblacks than for whites.

black certified public accountants attached more importance to fulfill-

ment of lower order needs.2

 

1R. Bloom and J. Barry, "Determinants of Work Attitudes Among

Negroes," Journal of Applied Ppychology 51 (1967), pp. 288-292.

2

 

Slocum and Strawser, pp, git,
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Jones in his comprehensive study of job attitudes among blacks

and whites noted that there were different need strengths between the

races. Blacks tended to need more security, esteem, ego and job feed-

back than whites while required less from a job than others. Jones

advanced several hypotheses for this. He theorized that racial differ-

ences in job satisfaction were due to systematic differences in individ-

ual motivational structure. It has been postulated that culturally

disadvantaged individuals viewed extrinsic outcomes such as co-worker

relations, security and high salary as being the most important motiva-

tors whereas workers from more advantaged background tended to value

more intrinsic rewards such as feelings of accomplishment and use of

abilities. The alternative is the fact that blacks brought different

expectations to their work and that the differences in satisfaction that

he observed (white collar blacks having higher levels of job satisfac-

tion) could well have been affected by the reduced availability of ems

ployment opportunities compared to whites.

According to the literature, job dissatisfaction among blacks

tends to be concentrated on the performance of their supervisor and

relationships with co-workers. Several authors have found this to be

the primary source for complaints among these employees.1 A number of

authors have noted what they believe to be significant reasons for why

black attitudes toward their jobs are different than those of white

co-workers.

 

1Miiutinovich, pp. §_i__t., p. 1083.
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1. It is possible that even if the white supervisors who com-

prise the vast majority of supervisory staff are not consciously dis-

criminatory; they may not be attuned to the specific needs and goals of

black employees. Unresponsiveness to such needs may, in effect, lead

to differential treatment.1 An alternate explanation is that white

supervisors may be psychologically or socially more distant from black

employees than from white subordinates giving such employees less

encouragement and/or support.2 This may be responsible for some find-

ings which indicate that black employee performance is lower while

under white supervisors.3

2. Blacks as a group tend to express a lower satisfaction with

their co-workers than white employees. This has been found in several

studies wherein blacks were found to have favored each other as future

 

1Ibid., p. 1084
 

2B. M. Bass and J. N. Turner, "Ethnic Group Differences in Rela-

tionships Among Criteria of Job Performance," Journal of Applied

Psychology 57 (1975), pp. 101-109.

31. Katz and M. Cohen, "The Effects of Training Negroes Upon Co-

operative Problem Solving in Biracial Teams," Journal of Abnormal and

Social Psychology 64 (1962), pp. 319-325; I. Katz and C. Greenbaum,

"Effects of Anxiety, Threat and Racial Environment on Task Performance

of Ne ro College Students," Journal of Abnormal and Social Ps cholo 66

(1963), pp. 557-562; H. M. Lefcourt and G. W. Ludwig, "The Effect of

Reference Group Upon Negroes Task Performance in a Biracial Competitive

Game," Journal of Personality and Social Psychology 1 (1965), pp. 668-

671; I. Katz, S. D. Roberts and J. Robinson, "Effects of Task Difficulty,

Race of Administrator and Instructions on Digit Symbol Performance of

Negroes," Journal of Personality and Social Psychology 2 (1965), pp.

53-59; and I. Katz, "Some Determinants of Racial Differences in Intel-

lectual Achievement," International Journal of Psychology 2 (1967), pp.

1-21.
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working companions where whites showed no such preferences. Explana-

tions for this are varied. Obviously, minority status within an organ-

ization way be innately frustrating and kinship may be sought among

black workers. It is also possible that white workers, like white

supervisors, are unresponsive to the needs and goals of black workers

and are more psychologically and socially distant from blacks. Finally,

the actuality or fear of encountering racial prejudice from whites may

partially explain such attitudes.

3. Another explanation for differences among attitudes toward

employment is that there may be divergent work conditions for whites and

blacks even when both occupy the same job category. Differential

assignments to particular job tasks, prejudice or social isolation from

other work group members or predominance of whites in leadership posi-

tions all make comparisons of actual work environment between the races

very difficult.

Spy

The second variable to be examined is the sex of the employee.

Male-female differences in job satisfaction do exist, but the relation-

ship is complex. The United States Department of Labor found no con-

sistent pattern in the percentage of satisfied workers based on sex of

the employee (see Table 2, on the following page).

While it was noted that sex differences in job satisfaction were

slight, they were statistically significant within each year's study.

The authors were unable to advance any explanation since the differences

changed from year to year, often in different directions and followed no
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Table 2. Percentage of "Satisfied" Workers 1958-1974, by Sex

 

 

 

Sex 1958 1962 1964 1964 1969 1971 1973

Men 81 84 90 92 88 90 91

Women 81 93 81 92 89

 

Source: U. S. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (Washington, D.C.: Government Print-

ing Office, 1974), p. 54.

 

obvious pattern. They did, however, observe that there was an appreci-

able sex difference in job satisfaction if there were preschool children

in the worker's household. Women with one or more children under six

years of age were found to be significantly less satisfied than other

workers. A possible explanation is that women with preschoolers may

have poorer paying and otherwise less desirable jobs than those without

preschoolers. Second, the dual roles of worker and child rearer may

create problems relating to time, schedules, child care services,

personal energy, and husband's attitude (see Table 3, on the following

page).

Similar inconsistent results have been reported in studies of

1
single occupations. Beer noted that female workers exhibited low job

satisfaction in divisions of a company which had a very high proportion

 

1Andrisani and Shapiro, op, cit.; Weaver, pp, 915.; and Norval 0.

Glenn, Patricia A. Taylor and C arTE§ N. Weaver, 'Age and Job Satisfac-

tion Among Males and Females: A Multivariate, Multisurvey Study,"

Journal of Applied Ppychology 62 (April, 1977), pp. 189-193.
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Table 3. Mean Job Satisfaction by Sex and Presence or Absence of

Preschoolage Children in Household

 

 

 

Mean Job

Subsample Satisfaction

Men with no children under six years old in household

(n = 949) +3%

Men with one or more children under six years old

in household (n = 386) -8%

Women with no children under six years old in

household (n = 641) -2%

Women with one or more children under six years old

in household (n = 177) -18%

 

Source: U. S. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (Washington, D.C.: Government Print-

ing Office, 1974), p. 11.

 

of male workers. This, however, was hypothesized to be a function of

minority status.1 In Rachman and Kemp's study, it was found that

females were generally more satisfied than males, possibly because

societal norms made their role more acceptable.2 Hulin and Smith found

a tendency for female workers to be less satisfied than their male

counterparts.3 Ivancevich and Donnelly found some lower levels of job

 

1Michael Beer, "Organizational Size and Job Satisfaction,"

Academy of Managpment Journal 7 (1964), p. 40.

2D. J. Rachman and L. J. Kemp, "Are Buyers Happy in Their Jobs?"

Journal of Retailing 40 (Summer, 1964), pp. 2-3.

3C. L. Hulin and P. C. Smith, "Sex Differences in Job Satisfac-

tion," Journal of Applied Psychology 48 (1964), pp. 88-92.
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satisfaction among women, but interpreted this to be relative to the

differential treatment of females and males with the same credentials.1

The conclusion of these studies appears to be that differences in

pay, job level, promotional opportunities and societal norms tend to

influence levels of job satisfaction far more than sex of the respondent.

In support of this, one author's summary of existing research noted that

male/female distinctions seem to be confined to specific situations that

could not be generalized from one occupation to another or even from one

work organization to the next.2

It would appear, however, that while there are no basic differ-

ences in the level of job satisfaction between males and females, sig-

nificant differences in the factors which lead males and females to be

satisfied or dissatisfied with employment conditions do exist. It is

generally agreed in the literature that women tend to achieve job satis-

faction from factors different from their male colleagues. Women who

were interviewed in one study with regard to "satisfying" aspects of

their employment, were most likely to mention liking their work intrin-

sically and having a fair supervisor. Men, on the other hand, seemed

to be more concerned with proving their individual worth on the job and

 

1J. M. Ivancevich and J. H. Donnelly, "Job Satisfaction Research:

A Management Guide for Practitioners," Personnel Journal 47 (March,

1968), p. 714.

2Bonnie Carroll, Job Satisfaction: A Review of the Literature

(Ithaca, N. Y.: Cornell University School of Industrial and Labor

Relations, 1973), p. 10.
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obtaining job security.1 These studies have been replicated in other

settings including one survey of an engineering firm in which women

rated the quality of supervision as being their most important factor

whereas men rated personal involvement of primary importance.2

Several factors have appeared to more greatly influence female

job satisfaction as compared to their male counterparts. Underutiliza-

tion of skills has been cited as a primary reason for low levels of

satisfaction observed in some studies of women workers.3 This is

particularly true of black women who have been consistently less satis-

fied with their jobs than any other major group. One author has noted

that black female employee job satisfaction scores have decreased in

the last decade probably due to underutilization of their rapidly grow-

ing ski11s.4

An additional factor affecting comparative levels of job satisfac-

tion of female workers are conflicting demands between responsibilities

at home and at work. Often, spouses, immediate family, and relatives

have a highly unfavorable attitude toward the propriety of women working.

 

1Joseph E. Champagne and Donald C. King, "Job Satisfaction Factors

among Underprivileged Workers," Personnel and Guidance Journal 45

(January, 1967), pp. 429-434; John D. HandysTde and Mary Speak, "Job

Satisfaction: Myths and Realities," British Journal of Industrial

Relations 2 (March, 1964), pp. 57-65.

 

 

2Ivancevich and Donnelly, pp, 915,, p. 715.

3Andrisani and Shapiro, op. £15,, p. 30.

4Ibid.
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Research suggests that this does influence job satisfaction:

The data do provide considerable evidence that conflicting

responsibilities at home and at work result in reduced job

satisfaction among working women. In 1972, as well as in

1967, the data suggest that women who perceive their husbands

to be unfavorably disposed to their working outside the home

are from 7.75 to 8.5 percentage points less likely to be

highly satisfied with their jobs than women whose husbands

have more favorable attitudes. The importance of this rela-

tionship becomes more pronounced when it is realized that

at each survey data ... less than half of the working women

perceived their husbands to have a favorable attitude toward

their working. What is perhaps even more noteworthy is that

an unfavorable attitude of a woman's husband appears to be of

greater consequence in terms of job dissatisfaction than the

presence of a preschool child in the home or the need for

childcare arrangements.

Further evidence that elements of the husband-wife relation-

ship influence the job satisfaction of working women is also

observed in noting that married women were 6.5 percentage

points less likely to be highly satisfied with their jobs

than those unmarried in 1967.

While the preceding factors would suggest that women should be

less satisfied with employment, a number of authors have noted that

these reasons are countered by the fact that satisfaction is in reality

a relative concept dependent upon expectations of the employees as com-

pared to actual outcomes.2 The observation that women do not have

lower levels of job satisfaction may therefore be due to different

initial expectations which counteract any disparate treatment received.

Ase

A third variable which effects job satisfaction is the age of the

employee. The 1974 study by the United States Department of Labor
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revealed marked variance on the basis of age of the worker, see Table

4 below.

Table 4. Percentage of "Satisfied" Workers 1958-1973 by Age

 

 

 

Age 1958 1962 1964 1964 1969 1971 1973

Under 21 years 59 82 88 75 8O 77

21 to 29 years 74 74 89 87 76 85 84

30 to 39 years 79 82 9O 93 88 90 92

40 to 49 years 85 84 92 92 87 93 94

50 years and 90 88 95 94 91 95 96

older

 

Source: U. S. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (Washington, D.C.: Government Print-

ing Office, 1974), p. 54.

 

Another survey of the literature concluded that among studies con-

ducted before 1960, 17 of 23 studies correlating age and job satisfaction

revealed a U-shaped job satisfaction curve. This meant that as an

aggregate, employees initiated work life with a relatively high level

of satisfaction, became increasingly dissatisfied through the next few

years and after a low point, with different time periods in varying

occupational settings, became increasingly more satisfied:l

The finding of such a relationship has been questioned in more

recent studies. Hulin and Smith explicitly rejected this U-shaped model

as a result of their finding that age has a positive direct correlation

 

1Carroll, pp, £15,, p. 10 and Ivancevich and Donnelly, pp,_gip.
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with job satisfaction. This result has been duplicated in other

surveys.1

Several reasons have been proposed for why observed levels of job

satisfaction might be higher in older workers than younger employees.

One theory is that older workers have less formal education than young

adults and the level of education may well be related negatively with

job satisfaction. This would make the connection between age and job

satisfaction spurious; the real difference would then be between the

cohorts. This theory, however, has been examined in one research pro-

gram which found that differences in education accounted for only a

minor portion of job satisfaction attitudes, if any.2

The second theory is that older workers have increased levels of

job satisfaction which are related to increases in extrinsic rewards of

the work. These include differences in pay, job duties, authority and

autonomy and prestige within the organization. The United States

Department of Labor monograph concluded that such differences accounted

for the bulk of differences in level of job satisfaction. However, at

 

1Charles L. Hulin and P. A. Smith, "A Linear Model of Job Satis-

faction," Journal of Applied Psychology 49 (June, 1965), p. 214;

William A. Form and James A. Geschender, "Social Reference Basis of Job

Satisfaction: The Case of Manual Workers," American Sociological Review

27 (April, 1962), p. 235; D. J. Rachman and L. J? Kemp, pp, £13,, p. 2-3;

Ramond Salinas and O. P. Conde, “An Exploratory Study of Job Satisfac-

tion Attitudes among Non-Academic University Personnel," Masters Thesis

presented to New York State School of Industrial and Labor Relations,

Cornell University, 1964, p. 50.

2Norval 0. Glenn, Patricia A. Taylor and Charles N. Weaver, "Age

and Job Satisfaction Among Males and Females: A Multivariate, Multi-

survey Study," Journal ofyApplied ngchology 62 (April, 1977), p. 191.
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least one study concluded that job factors account for only a relatively

small portion of the variance in job satisfaction.1

The third explanation is that increasing job satisfaction with

employment is a function of the process of adult socialization. This

approach emphasizes the increasing worker acceptance of the job and the

decreasing likelihood of retaining unrealistic occupational goals.2

Supporting this model is the fact that some studies of managerial employ-

ees found that job satisfaction increases with age until the pre-

retirement period of around sixty where satisfaction levels stabilize

and then.shortly before retirement,decreases. This was hypothesized to

be partly due to a decline in physical health, but mainly due to block-

ages from looking forward to further growth in their responsibilities.3

As might be expected, studies relating job satisfaction to age

and/or seniority of police employees are not very numerous. Some of

the more recognized research dealing with police attitude formation has

shown, however, that major attitudinal changes occur during the officer's

first years on the force.4

 

1

2

3Shouktry D. Saleh and Jay L. Otis, "Age and Level of Job Satis-

faction," Personnel Psychology 17 (Winter, 1964), pp. 425-430.

4Articles discussing police socialization, and changes in role

concepts of police officers include James W. Sterling, Changes in Role

Concepts of Police Officers (Gaithersburg, Md.: JACP, 1972); John Van

Maanen:—“Observat16ns on the Making of Policemen," Human Organization

32 (Winter, 1973), pp. 507-518.

Ibid.; U. S. Department of Labor, pp, pip.

Form and Geschwender, pp, 915., p. 236.
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James W. Sterling in his study, Changas in Role Concepts of

Police Officers, notes that there are some logical relationships between
 

job satisfaction and role which include correlations between the former

and years on the force. He believes that during the early period of

occupational socialization, job satisfaction appears to be very greatly

related to two factors: 1) the degree to which an employee sees his

abilities consistent with occupational role requirements; and 2) the

extent of acceptance by co-workers and entry into the informal groups.

From this, it was hypothesized that job satisfaction would show initial

increases, but when the problems and complexities of the occupational

role became more fully known, it would begin to decrease. Sterling

administered a test to 113 subjects in an attempt to assess relative job

satisfaction. The group was measured at three different time intervals:

1) the start of training; 2) the end of training; and 3) after eighteen

months on the force.

Pertinent data is presented as follows:1

How satisfied are you with your job as a police officer

when you compare it with other jobs you had before you

entered law enforcement?

Start of End of After 18

Response Category Training Training Months

Very well satisfied 77.0% 87.6% 74.3%

Fairly well satisfied 11.5 10.6 20.4

Undecided 11.5 1.8 3.5

Fairly dissatisfied 0 O 1.8

Very dissatisfied 0 O O

 

1SterTing, pp. c_i_t_., pp. 73-74.
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If you had it to do over again and knew what you now

know, would you still become a police officer?

Start of End of After 18

Response Catetory Training Training Months

Very well satisfied 77.0% 91.2% 80.5%

Fairly well satisfied 18.6 8.8 15.9

Undecided 3.5 O 2.7

Fairly dissatisfied 0.9 O 0

Very dissatisfied 0 O O

Sterling's data does show some increasing levels of satisfaction

during the training period followed by a decrease. It would, of course,

be more informative if the sample size was markedly larger and data was

longitudinally continued to determine if the decline found after

eighteen months was merely a statistical artifact or the reflection of a

trend that would persist throughout later years.

In addition to the level of job satisfaction being affected by

the age of the employee, there is at least one study of police officers

that suggest age has a secondary impact of changing the factors which

are salient to the individual in determining level of job satisfaction.

In this study, responses to four groups of questions were measured as

independent variables affecting level of job satisfaction. The four

groups included:

a) The perception that the officer's role makes a valuable

contribution to the community;

b) The extent to which the officer believes he should enforce

rather than question rules of criminal procedure and decisions regarding

proper justice and punishment;

c) The extent to which the officer's superior is seen as doing a

good job; and
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d) The extent to which the officer believes that he himself con-

trols his own job performance.

The predicted overall relationship between levels of job satisfac-

tion and the factors analyzed turned out to be statistically signifi-

cant; however, the explained amount of variance was somewhat less than

expected. The author then subdivided the sample population to see if

different age groups tended to weigh the factors differently. The

groups included officers less than 27 years of age, those between 27

and 32, those between 33 and 39, and those 40 and over.1

By using these subgroups, the factors explained far more of the

job satisfaction variation in certain age groups. For example, officers

between 33 and 39 years of age had a dramatic increase in levels of

satisfaction. Segregating age produced an increase, but of less magni-

tude than for other age groups.

In those officers between the ages of 27 and 32, two factors

appear to be of far more importance in determining job satisfaction:

the extent to which police are perceived as making a valuable contribu-

tion to the community and the extent to which the superior officer is

seen as doing a good job. For those officers in the 33 to 39 age group,

the way in which they see themselves relating to their immediate environ-

ment is an important determinant of job satisfaction. More specifically,

. as an officer feels that it is he who controls his own

job performance and that his superior is also doing a good

job, he tends to report higher job satisfaction. In addi-

tion, as he believes that the police role involves enforcing

 

1eeraid R. Griffin, Roger Dunbar and Michael E. McGill, "Factors

Associated with Job Satisfaction Among Police Personnel,“ Journal of

Police Science Administration 6, No. 1 (1978), p. 84.
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rather than questioning justice, he tends to report job

satisfaction. On the other hand, the extent to which these

officers believe the police make a valuable contribution to

the community is a relatively unimportant determinant of

job satisfaction.1

For officers over 40 years of age, two factors are positively

correlated with job satisfaction: 1) the extent to which an officer

believes he should enforce rather than question rules of procedure and

policy decisions and 2) the extent of the officer's perception of his

job being valuable to the community. These results appear to suggest

an age dimension in the determination of the factors affecting level of

job satisfaction. The author summarized his findings as follows:

These findings suggest that those theories of motivation

which hypothesize an individual need for self-actualization

and achievement through task accomplishment may be most

relevant for officers 33-39. It is only in this age group

that job satisfaction appears to be consistently and posi-

tively associated with feelings of control and task accomplish-

ment in the immediate environment.

Family and Community
 

Literature is in general agreement with the proposition that the

employee's family and community life greatly influence the level of job

satisfaction.3 This may be due to the well-documented observation that

job satisfaction and stress on the job effect the overall quality of

life.

 

3F. T. Paine, D. R. Deutsch, and R. A. Smith, "Relationship

Between Family Backgrounds and Work Values," Journal of Apined Psychol-

pgy_51 (1967), pp. 322-323.
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Personal growth and occupational growth are highly corre-

lated. Conditions that surround the employee on his job

affect his living conditions away from the plant; those

conditions in the community and family affect the working

conditions at the institution. Factors emerging from the

work itself such as worker-manager relations or worker co-

worker associations serve to develop personal growth for the

individual as well as influence his occupational development.

Factors emerging from the community and family and home also

affect these two aspects of growth and can be as important

as the work environment. Therefore, the worker's satisfac-

tion with community, family and home, and job satisfaction

characteristics when considered as a unity, could have a sig-

nificant and predictable effect on his satisfaction with the

job in general and his satisfaction with life as well.1

The same authors concluded that community variables, particularly

acceptance of the family into society and the general attractiveness of

the community may also significantly affect job satisfaction of an

employee. Since it is naturally very difficult to determine attractive-

ness of a community, no study examined makes predictive statements as

to what community factors are likely to change levels of job satisfaction.

Perhaps due to greater ease of observation, most of the focus on non-

employment factors has therefore tended to be placed upon an examination

of the effect of marital status upon individual levels of job satisfac-

tion.

Most of the general organizational literature has found that

married workers are more satisfied with their jobs than single workers.

Furthermore, workers with two or more children were significantly more

satisfied than those workers with one or no children.2 This trend has

 

1P. O. Peretti, "Effects of Community, Family and Home Variables

on Job Satisfaction," Australian Journal of Sociology 11, No. 4 (1976),

p. 227.

2

 

Rachman and Kemp, pp, 913,; Form and Geschwender, op, pit,
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been said to indicate a tendency for individuals to become settled in

their personal lives and therefore more content with their work.1

However, there is considerable evidence indicating that job-family

compatibility is not as closely associated in the field of policing as

in most other occupations. It has long been noted that large numbers

of police recruits quit because of their wives' objections to working

hours, changing shifts or other job characteristics.2

One study conducted by Preiss and Ehrlich which measured among

other factors the impact of family life upon Michigan state troopers

dramatically illustrates the situational nature of this influence on job

satisfaction. They generally found that the presence of a family often

corresponded with lower levels of officer job satisfaction. This

conclusion was arrived at by use of a derived index purporting to

measure job-family compatibility. The researchers found that this

compatibility reached a peak at the end of formal headquarters training

(two to six months). This pattern, however, changed markedly with

field experience. By twelve months, the job was found not to affect

satisfaction with the family as well as the converse. Within two years,

there was a loss of any consensus and pronounced conflict between

 

1

2One state police commission in the early 1960's even went so far

as to force applicants to bring written permission slips from their

wives. New York Times, July 19, 1962 as cited in a study by Jack J.

Preiss and Howard J. Ehrlich, An Examination of Role Theory: The Case

of the State Police (Lincoln: Un1versity of Nebraska—Press, 1966),

p. 33.

Carroll, pp, p13,, p. 9.

 

 

 



54

job and family demands. Their conclusion was that the impact of the

job experience was directly related to job demands and role imagery.1

In the case of state troopers, the job was perceived to require shift

changes, obedience to an often inflexible organization and subordinance

of family life.

Preiss and Ehrlich developed an explanatory model emphasizing

attitude formation of police officers coupled with reactive behavior on

the part of their wives. They noted that most Michigan State Police

officers believed it is necessary to tailor their family lives to meet

job requirements rather then the reverse. While most officers evidently

were willing to adjust family to career, wives were less likely to

accept this. As a result, family and job were not well integrated.2

Wives in turn often exhibited their frustrations and compensated

for deteriorating family structures by applying steady pressures for

promotion and higher economic rewards. Naturally, in a hierarchical

structure with only limited advancement opportunities, this led to

increases in job frustration and stress. Similarly, Preiss and Ehrlich

noted from their interviews with police supervisors that wives appeared

to provide the major source for problems when transfers were made be-

tween posts or when shift changes were demanded.3

While Preiss and Ehrlich's work has not been duplicated by other

studies, it is very suggestive of the possibility that this factor

 

1Preiss and Ehrlich, pp, pip , p. 55.

21bid., p. 35.

3Ibid.. p.
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distinguishes police from other occupations. In summary, this study

will consider if predictions of levels of police officer job satisfac-

tion based on marital status would be opposite those of the general

population.

Education

A number of national studies have surveyed the impact of education

on the percentage of workers reporting satisfaction with their occupa-

tion. A review of existing surveys was conducted by the United States

Department of Labor in their 1974 monograph, Trends in Job Satisfaction.
 

Tables showing the results of these studies demonstrate that there is

no consistent linear relationship between levels of education and levels

of job satisfaction. Instead, the effect of education varies greatly

by study (see Table 5 below).

Table 5. Percentage of Satisfied Workers 1958-1973, by Education

 

 

 

Education 1958 1962 1964 1964 1969 1971 1973

Grade School 88 83 94 94 88 91 93

High School 77 81 9O 9O 86 92 89

Some College 81 86 89 89 81 88 88

College Degree 81 9O 94 85 85 91

Graduate Work 81 84 93 91 97 96

 

Source: U. S. Department of Labor, Job Satisfaction: Is There a Trend?

(Washington, D.C.: Government Printing Office,71974), p. 54.
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The reasons for such differences may only be hypothesized at this stage.

The only conclusion reached by the authors was that the national surveys

failed to identify any linear relationship. They suggested, however,

that the data might reveal several possible relationships:

... (1) that job satisfaction is likely to be lowest among

workers with "intermediate" levels of education; and (2) that

this "intermediate" level may have shifted upward over the

last decade--from having a high school education to having

some college educat1on, but no degree.

It has been proposed that the key intermediate variables between

education and level of job satisfaction are the rates of pay and the

variety and complexity of tasks required on the job. One fairly com-

plete study noted as might be expected that for jobs with low pay,

low variety of work and limited skill demands, lower educated workers

were more satisfied than those with higher education. In jobs

giving medium pay and average task complexity, those with high school

education tended to be more satisfied than grade school or college

trained workers. Finally, in jobs having high pay but demanding perform-

ance in a variety of complex tasks, a direct relationship between job

satisfaction and level of education occurred. The researchers' conclu-

sion was that more organizational "inducements" such as pay, variety

and complexity of task were required to obtain job satisfaction for more

educated employees.2

 

1U. S. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (Wa§hington, D.C.: GBvernment Print-

ing Office, 1974), p. 11.

2John W. Seybolt, “Work Satisfaction as a Function of the Person-

Environment Interaction," Organizational Behavior and Human Performance

17 (1976), p. 67.

 



57

Theories explaining linkages between job satisfaction and educa-

tion have emphasized the role of increasing employee expectations:l

As one researcher notes:

While level of education may just be as or more indicative

of social status, cultural background and personal needs

as it is of ability or intelligence, it is clear from previous

research that it leads to higher individual expectations.

If the job and work organization do not meet the expectations

of the highly educated individual, the results of the present

study imply that the individuals will be less satisfied than

the individual with lower education in a similar job. However,

the individual with lower education and therefore lower expec-

tations will be satisfied when his lower expectations are met

and will be less satisfied than the more highly educated

individual in a job which offers more inducements than he

expects.2

Because of this relationship, the researcher predicted and found

that more organizational inducements (including pay, job variety, task

complexity, etc.) are required to satisfy well-educated workers.

In addition to changes in the level of job satisfaction, it has

also been hypothesized that level of education may determine the source

of job satisfaction for particular employees. While the authors of the

Labor Department study found that there was little overall difference

in levels of job satisfaction, they did find differences in the factors

that led to job satisfaction among highly educated and less educated

workers. Better educated workers were found to be more concerned with

 

1It has been found that the higher the education, the higher the

worker expectations. See N. C. Morse, Satisfaction in the White Collar
 

Job (Ann Arbor, Mich.: University of Michigan Press, 1953); H. M.

VETlmer and J. A. Kinney, "Age, Education and Job Satisfaction,"

Personnel 32 (1955), pp. 38-43.

2Seybolt, pp. _c_ip., p. 67.



having challenging and interesting jobs. They also were less concerned

about relations with co-workers, pay, hours, physical working condi-

tions, fringe benefits and job security.1

One author suggested the theory that as educational level of the

employee increases, the source for his job satisfaction tends to move

from being external, i.e., relationship with colleagues, superiors and

level of pay, to one that is based upon internal sources of satisfaction,

i.e., a belief that he is in control of his work environment and that

he is performing job tasks effectively.2

Education has become an issue in policing due to the impact of

federal policies appearing to demand increased education among recruits

and the willingness to fund preservice and inservice training and educa-

tion programs.3 It has been estimated that by the mid-1980's, most

 

1U. S. Department of Labor, pp, p13,, p. 18.

2Griffin, Dunbar and McGill, pp, cit., pp. 79-80.

3In 1967, the President's Commission on Law Enforcement and Admin-

istration of Justice Task Force on the Police wrote: "The quality of

police service will not significantly improve until higher educational

requirements are established for its personnel,"FL 126. The Commission

also recommended that "the ultimate aim of all police departments should

be that all personnel with general enforcement powers have baccalaureate

degrees," p. 279. The following year, Congress created the Law Enforce-

ment Assistance Administration which administers the Law Enforcement

Education Program (LEEP) providing financial aid to students pursuing

criminal justice degrees. In 1969, LEEP provided $6.5 million in aca-

demic assistance to- 20,000 students. By 1973, that figure reached

$40 million for 95,000 persons. Figures supplied in Norman L. Weiner,

"The Effect of Education on Police Attitudes," Journal of Criminal

Justice 2 (1974), pp. 317-328.
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major law enforcement agencies will raise their level of education to

between two and four years of college.1

There is considerable debate in the police literature over the

effects of education upon police officer attitudes and behavior.2

As level of education increases, one trend has been definitely

established: officers are more likely to leave police service.3

 

1Griffin, Dunbar, and McGill, pp. p_i_t_., p. 82.

2See 8. Cohen and J. M. Chaiken, Police Background Characteristics

and Performance (Lexington, Ma.: 0. C. Heath, 1973); D. P. Geary,

“College Educated Cops--Three Years Later," The Police Chief 37 (August,

1970), pp. 59-62; Janet Henkin, "Cops in College: Observations on

Teaching Criminology to Police," Paper presented at Second Inter-

American Congress of Criminology, 1972; Bernard Locke and A. B. Smith,

"Police Who Go to College," Ambivalent Force: Perspectives on the

Police, Arthur Niederhoffer and A. S. Blumberg (Eds.) (Ginn and Co.,

1970), pp. 144-147; Charles B. Saunders, Upgradin the American Police

(Washington, D. C.: The Brookings Institution, 1 70); and A. B. Smith,

8. Locke and Abe Fenster, "Authoritarianism in Policemen who are College

Graduates and Non-College Police," Journal of Criminology, L.C. & P.S.

61 (1970), pp. 313-315. The full range of changes in policemen's atti-

tudes, behaviors, and expectations are far beyond the scope of this

study. It is sufficient to note that there appears to be a significant

body of literature that suggests that attitudinal changes do occur in

the attitudes of policemen exposed to college education. The degree and

type of such changes and the effects upon officer performance has,

however, been severely questioned. See especially, A. C. Germann,

"Changing the Police-~The Impossible Dream," Journal of Criminology,

L.C. & P.S. 62 (1971), pp. 446-452; A. F. Dalley, “UniVersity vs. Non-

University Graduated Policemen: A Study of Police Attitudes, Journal

of Police Science and Administration 3 (1975), pp. 458-468; and Norman

L. Weiner, "The Effect of Education on Police Attitudes," Journal of

Criminal Justice 2 (1974), pp. 317-328.

 

 

 

 

 

 

 

3Nelson A. Watson, Retention Survey (unpublished report to the

International Association of Chiefs of Police, 1968).
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Watson and Sterling stated that while the great majority of officers

studied had not thought about leaving the department, there was a dif-

ference in the rates associated with the level of education. The

higher the education, the larger the percentage that had thought about

leaving police work.1

The inference that this tendency is related to differences in job

satisfaction is obvious and has been developed in the literature. The

hypothesis is usually that because of frustrations in being unable to

rapidly advance in the paramilitary police organization and being faced

with an extremely regimented hierarchy, highly educated police officers

tend to become more frustrated with their work and leave police serv-

ices.2 Several authors have stated that the relatively steep hierarch-

ical structure tended to interact with increasing levels of education

to produce an increase in job dissatisfaction.3

Preiss and Ehrlich in their study of the Michigan State Police

noted that in the competition for promotion, some of the most talented

individuals were often the most dissatisfied and impatient with their

rate of progress in the department. An extreme form of dealing with

such dissatisfaction was resignation. The authors found that a large

number of those resigning went into other police protective service jobs

 

1

21h support of the frustration hypothesis, Niederhoffer, pp, pip.,

observed that officers with college education have greater observed

levels of cynicism than high school educated police officers.

3

Watson and Sterling, pp, p13,, p. 74.

Griffin, Dunbar and MtGill, pp, p13,, p. 82.



61

with more opportunity for advancement and that the resignees appeared

to have disportortionately higher educational backgrounds.1

Because of the changed needs of more educated police officers,

one author concluded after an examination of the personnel records of

5,000 police officers that had resigned, that police departments do not

meet these officers' needs. She theorized that as more college educated

officers enter police departments (and various affirmative action pro-

grams further restrict promotional opportunities for the majority of

police officers), opportunities for promotion will actually decrease.

The problems of dissatisfaction of the more educated officers were

therefore considered to become even more acute in the future.2

However, in one survey interview measuring job satisfaction, re-

sponses of police officers showed no significant difference in levels

of satisfaction based on education of the officer. The author's conclu-

sion was that since job satisfaction remained the same across all edu-

cational levels, more attractive alternative job opportunities caused

the higher turnover rate among the more highly educated.3 This tends

to refute the inference that level of education corresponds with

increased job satisfaction.

 

1Preiss and Ehrlich, pp, p15,, p. 87.

2Ruth Levy, "Summary of Report on Retrospective Study of 5,000

Peace Officer Personnel Records," Police Yearbook (Washington, D.C.:

International Association of Chiefs of Police, 1966).

3

 

Griffin, Dunbar and McGill, pp, pip,, p. 81.
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Class Origins
 

It has long been known that the level of job satisfaction and

factors influencing satisfaction of a worker are closely related to his

occupation.1 Studies have consistently shown that among the various

occupational categories, professional-technical workers, managers,

officials and proprietors register the highest levels of job satisfac-

tion. In 1974, the Department of Labor's Research Monograph reached

the conclusion that the workers occupation was the single most important

factor in determining the level of job satisfaction for a particular

group. They cited data from the 1972-73 Quality of Employment Survey

to prove this fact.

Table 6. Mean Job Satisfaction in 1973 by Occupational Characteristics

 

 

 

Overall

Occupational Group Satisfaction

Professional, technical (n = 323) +25

Managers, officials, and proprietors (n = 319) +19

Sales (n - 112) +11

Craftsmen and foremen (n = 270) + 8

Service workers, except private household (n - 238) -ll

Clerical (n = 364) -14

Operatives (n = 379) -35

Nonfarm laborers (n = 72) -42

 

Mean = -2

Standard Deviation = 84

 

Source: U. S. Department of Labor, Job Satisfaction: Is There a Trend?

(Washington, D.C.: Government Printing Office, 1974), p. 56.

 

 

1Most research that has examined class origins and the effects on

attitudes observe major differences in personality traits and behavior.

See especially Seymour Martin Lipset, Political Man
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While the high standard deviation indicates that this particular

tabular data should be approached with caution, this does definitely

indicate a trend.

In addition to differences in level of job satisfaction, it has

been observed that two groups have different salient factors in obtain-

ing job satisfaction. The most conspicuous difference between the work-

ing and middle class groups is in the general job factors that are

rated as being most important. For white collar workers, it is the

challenge of the career while for blue collar workers it centers upon

material benefits, relations with co-workers and comfort on the job.

In Table 7, on the following page, it may be seen that in terms of abso-

lute percentages, blue collar workers assigned higher importance than

white collar workers to all aspects of a job, save challenge.1

Naturally, it is difficult conceptually to relate job satisfaction of

an individual \Nifli those of his parents. Therefore, the foregoing is

only tentative evidence of attitudes toward occupations that may be

transmitted to the children. Moreover, it has been hypothesized that

individuals from a working class background may initially have lower job

aspirations than those employees from more affluent families.2 The

level of initial aspiration may, of course, effect resulting job satis-

faction. In addition, the hypothesis might be advanced that a working

 

1u. s. Department of Labor, pp. _c_i_t., citing "1969-7O Survey of

Working Conditions", p. 16.

2Herbert H. Human, "The Value Systems of Different Classes,"

The Stud of Societ , Peter I. Rose (Ed.) (New York: Random House, Inc.,

1967). PP. 371-393.
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Table 7. Selected Data from 1969-1970 Survey of Working Conditions

Showing Percentage of Workers Rating Job Facets as

"Very Important" to Them

 

 

 

 

 

All White Collar Blue Collar

Workers Workers Workers

Job Facets Studied (n=1500) (n=730) (n=685)‘

Financial Rewards

The pay is good 64.2 57.4 72.5

The job security is good 62.5 54.2 71.5

Fringe benefits are good 50.6 39.7 62.4

Challen e

The work is interesting 73.0 78.5 68.2

Has an opportunity to develop 63.3 69.4 57.2

special abilities

Relations with Co-workers

Co-woFkErs are friendly and 63.4 60.9 70.0

helpful

Given a lot of chances to make 44.0 39.3 48.6

friends

Comfort

Has enough time to get job done 54.4 47.7 60.3

Hours are good 50.8 41.0 61.6

Physical surroundings are . 40.2 32.3 47.8

pleasant

Not asked to do excessive 23.0 15.7 29.5

amounts of work

 

Source: U. S. Department of Labor, Job Satisfaction: Is There a Trend?

Manpower Research Monograph No. 30 (WaShington, D.C.: Government Print-

ing Office, 1974), p. 18.
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class background may equip a person to cope with impersonal hierarchical

organizations likely to be encountered on the job. Both of these fac-

tors may tend to offset the somewhat greater tendency of a worker with

working-class origins to have parents that are disaffected.

The author is not aware of studies specifically linking job

satisfaction with the class origin of the worker. Due to well-known

problems of defining class origin, insuring questionnaire reliability,

and other difficulties of generating data, such studies may be seen

to be very difficult to execute.

Several studies have examined socioeconomic origins of police

officers. These studies have reached disparate conclusions as to the

percentage originating from the "working class", "blue collar" or

"lower classes". One early study stated that the majority of police

officers was recruited from working class families where fathers did

manual work.1

Similar findings were reported in two major studies of New York

City police officers. John H. McNamara stated that,

... it is clear that the recruits are not drawn from families

in the "higher skill" segments of the population ... the

recruits further tend not to be from the more educated seg—

ments of the population.2

 

1William A. Westley, Violence and the Police: A Sociological

Study of Law, Custom and Morality (Cambridge, Mass.: MIT Press, l970),

p. 76.

2John H. McNamara, "Uncertainties in Police Work: The Relevance

of Police Recruits' Backgrounds and Training," The Police, David J.

Bordau (Ed.) (New York: John Wiley & Sons, Inc., 1967), pp. 193-194.
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Niederhoffer, in his study of men entering the New York City Police

Department for a fifteen year period, found that 60.5% of the officers'

fathers held jobs below the middle class.

Other research studying different police departments has reached

somewhat different conclusions. Using a somewhat arbitrary white collar/

blue collar division of father's occupation, Preiss and Ehrlich found

that 46% of the Michigan State Police came from white collar backgrounds

versus 54% of blue collar origins. Furthermore, they found this figure

to be extremely stable across generations. A comparison of the father's

occupation of current recruits with that of older officers and those

recently retired resulting in at least a twenty year recruitment differ-

ence found no significant difference in class origins.1

Similarly, Watson and Sterling in a national study found that the

majority of police recruit respondents (51%) stated that their fathers

held jobs at the "middle class" level or better.2

Sterling, in his national study of police officers, also reported

that the majority of police officers had fathers employed at the

 

1Preiss and Ehrlich, pp, cit., p. 12. In fact, there was a

slight tendency toward increased—Blue collar recruitment and away from

entrepreneurial origins. However, this was merely felt to reflect

general societal trends and not change in recruitment base.

2Nelson A. Watson and James W. Sterling, Police and Their Opinions

(Washington, D.C.: International Association of Chiefs of Police,

1969). Middle class included occupations in the categories of craftsmen

and foremen, clerical and sales, proprietors and managers, professionals

and non-professionals. The remaining categories (farmers, protective

services, operatives, non-domestic service workers, and laborers) were

defined as working class or lower middle class.
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middle class level or above. However, he stated that even in this
 

middle class category, approximately one-half of the fathers had not

completed high school. They held jobs primarily as craftsmen and

foremen. No particular conclusion was reached as to the effect this had

on police officer behavior or attitude formation. Sterling also found

that prior jobs of the police recruits generally included jobs below

the level of craftsmen and foremen; recruitment from military service,

and recruitment from clerical occupations.1

Sterling's findings indicate the possibility of major differences

in definitions among the studies. He classified foremen and craftsmen

as being "middle class", albeit lower middle class. Other researchers

might very well classify these occupations in terms of "blue collar'I or

"working class”. In addition, Sterling noted that the immediate past

jobs of the police recruits were primarily working class occupations.

If another study utilized the immediate prior job to determine "class

origins" results would be far different than if parental occupation is

the measuring device.

Since the results reached by these studies tend to indicate per-

sistent differences in reported class origins of police recruits, two

possible explanations are presented. First, there are obvious differ-

ences depending on the department being studied and the time of the

study. This might well account for part of the variance found,

particularly when large urban police departments are compared with

 

1Sterling, pp, p13,, pp. 36-40.
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statewide police forces. However, this is unlikely to account for all

the differences.

Another explanation of the observed variance is that the terms

"middle class", "white collar", "blue collar", "working class", and

"lower class" are not consistently used in the research. Income levels

and occupation may often be difficult to categorize and respondents may

not fully comprehend or reliably report class origins. Definitional

problems make studies on class origins of some police officers difficult

to apply to other departments.

8. Leadership Style and Job Satisfaction
 

There is abundant literature suggesting that supervisory style

affects the level of job satisfaction of workers. After extensive sur-

vey analysis, one researcher stated that it was nearly certain that

style of supervision greatly affected job satisfaction independent from

the effect of other variables.1 Another study using factor analysis

suggested that supervisory treatment of employees appeared to contribute

more to the employee's level of job satisfaction than either working

conditions or the reward system of the agency.2 Reviewing the general

 

1Charles N. Weaver, "Relationships Among Pay, Race, Sex, Occupa-

tional Prestige, Supervision, Work Autonomy and Job Satisfaction in a

National Sample," Personnel Psychology 30 (1977), pp. 437-443.

2wiibur J. Aiken, Stanley J. Smith and Donald J. Lollar, "Leader-

ship Behavior and Job Satisfaction in State Rehabilitation Agencies,"

Personnel Ps cholo 25 (Spring, 1972), pp. 65-73. See also Raymond L.

Hilgert, "Satisfaction and Dissatisfaction in a Plant Setting,"

Personnel Administration 34 (July-August, 1971), pp. 21-27 where good

supervision was liSted most important, and good wages was ranked least

important.
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supervision literature, Tifft noted that most studies suggested that

lower level supervisors, such as sergeants in the police context, had

a significant impact upon the morale and attitudes of operative

employees.1

One author studying the Oakland Police Department reached the con-

clusion that the most critical person in the process of obtaining the

police officer's commitment to policing was the sergeant. He found that

by and large, no one except the sergeant was responsible for evaluating

the officer's conduct and emotional reactions to his job.

From the patrolmen's point of view, the critical persons in the

process of moral replenishment were their sergeants. On a daily

basis, patrolmen's actions and understandings were invisible to

the rest of the department. Among their superior officers, only

their sergeants had the opportunity to appreciatezthe moral and

intellectual development of individual patrolmen.

Muir believed this was true since the sergeant was given the responsi-

bility for explaining proper forms of conflict resolution, compliance

with departmental policy and obtaining personal satisfaction from the

job. Muir believed that ideally, the sergeant would allow officers to

grow from their work experiences.

A patrol sergeant was also obliged to deal with his men's under-

standings of themselves, their department, their city, and human

suffering. He had to learn how to help men divulge their pre-

suppositions about human nature, about society, and about the

appropriate place of coercion in that society thereby permitting

 

1Larry L. Tifft, "Control Systems, Social Bases of Power and Power

Exercise in Police Organizations," Journal of Police Science and Admin-

istration 3, No. 1 (1975), pp. 66-76.

2J. William Ker Muir, Police: Streetcorner Politicians (Chicago:

The University of Chicago Press, T977), p. 264.
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them to examine their presuppositions in light of the happenings

around them. He had to learn how to let his men gain confidence

in their understandings by permitting them to make experimental

applications of their assumptions and then encouraging them to

analyze the discrepancies between prediction and outcome. He had

to appreciate the importance of concepts for an individual's

learning, recognizing that experience was a great teacher, and

that the groupings into which individual experiences were cata-

logued were important. He had to learn how to permit personal

experiences to be reconstructed in a variety of perspectives,

through discussion so that a policeman could see what could have

happened but did not. In this sense, a sergeant was a teacher of

sociology.1

Muir also found that the police sergeant was required in effect to

educate his subordinates in departmental communications (Standard Oper-

ating Procedures, technology, and argot). Finally, the sergeant had the

responsibility to teach his subordinates criminal and civil law necessary

for their functioning on patrol.

Such relationships have not always been found in every job context.

One study noted the impact of leadership style upon overall attitudes of

subordinates and discovered that strong correlations were present in

some work environments while absent in others. The conclusion was that

if the employees performed routine task demands, only a small relation-

ship existed. In initially finding that there was little relationship

between supervisory style and employee behavior, it was stated that

such a relationship existed, but only between the management style of

the employee's direct supervisor. Further, this depended considerably

upon the work environment and job tasks. For example, in the sample in

which the work was characterized by greater variability and task demands,

relationships between supervisory style and positive employee attitudes

 

1Ibid., p. 255.
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and behavior were significantly stronger. This particular study dis-

cussed police departments and reached the conclusion that the police

role embraced both sustained routine task demands and on other occasions,

greatly varied tasks.1

The situational approach of examining leadership appears to be

the most appropriate for this research. This view states that leader-

ship behavior may only be understood by examining the context where

such behavior occurs. Thus, the structure, organizational goals, and

job roles of the total organization should be examined.2 An early study

concluded that the impact of leadership style was to a great extent

Situational and behavior in one situation might not hold true in another.3

In support of this, Schriescheim noted that explanations of levels of

satisfaction expressed by an individual or group presupposes knowing the

work environment where these variables act and interact. In reviewing

leadership literature, he believed that the studies strongly emphasized

the need to examine large numbers of possible moderators effecting the

relationship between leadership behavior and subordinate satisfaction

and performance.4 Therefore, research must be limited to specific groups

 

1Ramon J. Aldag and Arthur P. Brief, "Relationships Between

Leader Behavior Variability Indices and Subordinate Responses,"

Personnel Psychology 30 (1977), p. 419.

2Jim L. Munro, Administrative Behavior and Police Organization

(Cincinnati, Ohio: The W. H. Ahderson Company, 1974).

3E. A. Fleishman, "The Description of Supervisory Behavior,"

Journal of Applied Psychology 37 (1953), pp. 1-6.

4C. A. Schriescheim and C. J. Murphy, "Relationships Between

Leader Behavior and Subordinate Satisfaction and Performance: Test of

Some Situational Moderators," Journal of Applied Psyphology 61, No. 5

(1976). p. 534.
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of employees. Generalizations between occupational settings must be

made at a high degree of abstraction and be tentative in nature.1

Most studies do not adopt a situational approach when examining

the impact of various factors upon the level of job satisfaction.

Instead, frequently after the limitation of the data has been cursorily

acknowledged, conclusions are reached which span different occupations.

Therefore, while these studies are instructive in pointing out possible

tendencies, they must not be regarded as being determinative of rela-

tionships to be found in police departments. For that reason, litera-

ture examining police departments will be discussed under each topic.

For purposes of organization, literature on the effects of leader-

ship style upon level of job satisfaction may be divided into six

factors, each of which has been the subject of much comment:

a) The democratic or authoritarian style of the supervisor;

b) The task versus human relations orientation of the supervisor;

c) The supervisor's power to give and his actual use of reward

and punishment;

d) The technical competence of the supervisor;

e) Unusual characteristics of the work environment; and

f) Characteristics of the subordinate.

a) The democratic or authoritarian style of the supervisor has

been examined by several authors. Much of existing research holds that

a democratic supervisory style, e.g., one which actively sought to

involve subordinates in decision-making, was positively related to job

 

1Guy Roustang, "Why Study Working Conditions via Job Satisfaction?

A Plea for Direct Analysis,“ International Labour Organization (1977),

p. 283.
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satisfaction.1 This appears to have been based primarily on older stud-

ies wherein it was found that while a democratic leadership style was

somewhat more effective, this was dependent upon subordinates.2 Vroom's

conclusion was that democratic leadership was Significantly more effec-

tive with subordinates who were themselves low in authoritarianism and

high in the need for independence as defined by standardized measures.

Vroom's study, however, has not been replicated in subsequent research.3

While the police literature has not examined the total variety of

relations between supervisory style and job satisfaction, it does pro-

vide some insight. First, it has long been noted in police literature

that most supervisors do not behave in a democratic participatory model.

Instead, behavior throughout the police department from the highest

ranks downward, may be characterized as primarily authoritarian, using

a paramilitary model.4 As noted earlier in most situations, democratic

 

1Svresh Srivastva, Paul F. Salipante, Jr., Thomas a. Cummings,

William W. Notz, John D. Bigelow, and James W. Waters, Job Satisfaction

and Productivity: An Evaluation of Polipy Related Research on Productiv-

ity, Industrial Organization and Job Satisfaction: Policy Development

and Implementation (Cleveland, Ohio: Case Western University, 1975),

p. xvi. See also, Paul F. Weinmont, "What Supervisors and Subordinates

Expect of Each Other," Personnel Journal 50 (March, 1971), pp. 204-208.

2V. H. Vroom, "Some Personality Determinants of the Effects of

Participation," Journal of Abnormal and Social Ppychology 59 (1959),

pp. 322-327.

3H. Tosi, "A Reexamination of Personality as a Determinant of the

Effect of Participation," Personnel Ppychology 23, No. 1 (1970), pp.

91-99; Weed, pp, p15,, p. 59)

 

 

4Arthur Niederhoffer, Behind the Shield (New York: Doubleday,

1967); William A. Westley, Violence and the Police (Cambridge, Mass.:

MIT Press, 1970). Carlson et El}, however, did find that there were

differences in management style between police departments. His study

showed that command personnel in raditional police departments were
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leadership style is correlated with higher levels of job satisfaction.

However, this is situational being partially dependent upon subordinate

personality traits and attitudes. Specifically, where subordinates are

authoritarian, this relationship is not present. Most police literature

suggests that police officers themselves are somewhat cynical and

authoritarian. However, there are some studies that suggest these atti-

tudes are created by their experiences.1 Therefore, it is unclear

whether the authoritarian style of a supervisor in a police setting

should be expected to negatively correlate with subordinate job satis-

faction as would be expected with most other occupations. There is a

positive correlation.

 

significantly more authoritarian than in innovative departments.

See H. Carlson, R. E. Thayer and A. C. Germann, "Social Attitudes and

Personality Differences Among Members of Two Kinds of Police Departments

(Innovative vs. Traditional) and Students," Journal of Criminal Law,

Criminology and Police Science 62 (1971), pp. 564-567; Joel Lefkowitz,

"Psychological Attributes of Policemen: A Review of Research and

Opinion," Journal of Social Issues 3, No. 1 (1975), p. 12.

1Specific-any, Niederhoffer, pp. cit., believed that: 1) newly

appointed cadets are less cynical t an Th5 average patrolman; 2) college

trained patrolmen, who may have higher expectations of future job

advancement or "acceptable tasks" are more cynical than less educated

patrolmen; 3) command officials with the same years on the force, back-

ground, etc., are less cynical in their outlook than patrolmen; and

4) the degree of cynicism increases in proportion to length of service,

but eventually levels off between the fifth and tenth year of service.

Westley. pp, £13., p. xvii, noted that when police were placed under

extraordinary strains they compensated by becoming more brutal. Jerome

Skolnick, "A Sketch of the Policeman's Working Personality,"

The Ambivalent Force, Niederhoffer and Abrahamson (Eds.), p. 45 notes

that officers attempt to exert their authority in response to stress or

fear of danger.
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b) The second factor examined in the literature is that of the

orientation of the supervisor on a "task" versus "human relations"

dimension. At the risk of oversimplifying a complex composite of atti-

tudes, task orientation is where the supervisor's focal concerns relate

to the completion of the job-task requirements via detailed supervision.

A human relations oriented supervisor basically believes that primary

emphasis should be placed upon keeping workers motivated. The expecta-

tion of the latter supervisor is that these motivated workers would

then perform at a high level. Other authors have identified this con-

cept in terms of the degree of consideration the supervisor displays

toward his subordinate. It is recognized that the two concepts,

while closely related, are not identical. Specifically, a supervisor

may be extremely task oriented, but may be higher in "consideration"

than a "human relations" supervisor. Thus, in using this dichotomy,

one must be aware that definitional differences exist and exclusive

reliance upon the data may not be justified. With these caveats in mind,

existing research indicates that as a general proposition, those super-

visors oriented towards the human relations approach have subordinates

that display somewhat higher levels of job satisfaction than those super-

visors with a task orientation.1

 

1V. H. Vroom, Work and Motivation (New York: John Wiley & Sons,

Inc., 1964), p. 112; R. S. Barrett, "Explorations in Job Satisfaction

and Performance Rating," Personnel Administration 27 (September-

December, 1964), pp. 14-17; and Bernard Berelson and Gary A. Steiner,

Human Behavior (New York: Harcourt, Brace and World, Inc., 1964),

P. 112.
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One comprehensive study of the relationship between subordinate

perceptions of immediate superior's behavior and their own level of job

satisfaction revealed the importance of this factor. Data revealed

that of Sixteen variables, the degree of perceived leader consideration

toward subordinates was significantly related to job satisfaction in

eleven of the sixteen measures.1

It has also been pointed out that a task and human relations

orientation are not necessarily contradictory. While according to some

literature most supervisors exhibit only one primary orientation,

occasionally a leader scores high on both human relations and task

orientation. In other words, the supervisor may care a great deal about

his subordinate's personal well-being (consideration) and may be cogni-

zant of the necessity of motivating his subordinates, while at the same

time be very high in orientation toward successfully completing assigned

tasks. Several studies have shown that these factors are not necessarily

inversely correlated or mutually exclusive.2

One study found that the leader high in both human relations and

task orientation is most popular among his subordinates. Second in

preference iS the leader high in human relations and low in task orien-

tation while the leader high in task orientation and low in human

 

1R. J. House, A. c. Filey and D. N. Gujarti, "Leadership Style,

Hierarchical Influence and the Satisfaction of Subordinate Role Expec-

tations: A Test of Likert's Influence Propositions," Journal of Applied

Psychology 55 (1971). pp. 422-432.

2

 

Weed, pp, p15,, p. 76.
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relations is liked least. This was found to be consistent throughout

task type. The research design was relatively sophisticated, measuring

not only the impact of human relations and task orientation, but also

the interplay with subordinate personality and certain task variables.

It is unfortunate that the correlation was made with "liking" the super-

visor as opposed to productivity or to employee job satisfaction.

Despite this limitation, the research is suggestive of correlations with

job satisfaction.1

Another study conducted by Fleishman and Harris may have reached

the same conclusion using different terminology. They reported that

supervisory consideration moderated the impact of initiating structure

by the supervisor and employee attitudes. Their conclusion was that

leadership structure is perceived by subordinates assupportive and

gnelpfu1_only_when the leader is highly considerate. However, such

structuring behavior is seen as restrictive and threatening when the

leader is low in consideration.2

This study has been replicated several times wherein conclusions

were refined and it was found that such relationships existed most

often with lower level employees but did not appear to effect that of

their high level job counterparts.3 These studies were therefore viewed

 

l

2E. A. Fleishman and E. F. Harris, “Patterns of Leadership Behav-

ior Related to Employee Grievances and Turnover,“ Personnel Psychology

15 (1962), pp. 43-56.

3House, Filey and Kerr, op, £15,; House, Higdor and Schultz,

22- 21’2-

lbish. p. 77.
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by one author as suggesting that consideration is only an important

moderator on the effect of supervisory structure in low level occupa-

tions.1 Contrary to the above repeated findings of House et al.,

Schriescheim found that consideration moderated subordinate reactions

to leader initiating structure for both higher level and lower level

occupations.2 This study can be used to support the conclusion of

Need et al. if one is willing to view consideration as highly corre-

lated with a human relations orientation and if initiating structure

may be regarded as measuring task orientation.

Most police departments using a paramilitary command network

stress supervision having a primary task orientation. As stated

earlier, for most occupations a human relations orientation is predic-

tive of somewhat higher levels of job satisfaction. In the job environ-

ment of police, this may not be true. Subordinate expectations of a

task oriented supervisor, may upon confronting a human relations style

of supervision, lead to job dissatisfaction or stress. Of course, a

more detailed analysis of "task" or "human relations'' orientation de-

pends upon the individual style of supervision being examined. The

police literature unfortunately appears not to contain any comprehensive

empirical analyses of the effect of such supervisory orientation upon

subordinate job satisfaction. Therefore, actual relationships must only

be hypothesized.

 

1Schriescheim,gp.g_i_t., p. 635.

21bid., p. 639.
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c) The next factor to be examined is the method which a supervisor

selects to reward and punish subordinates and the amount of authority

which he has to administer such sanctions. Much of the literature

reaches the somewhat obvious conclusion that a supervisor primarily

using punitive "reward" behavior is causally related to employee dis-

satisfaction with both supervisor and the overall job. The converse

also appears valid; leaders relying primarily on positive rewards,

especially those contingent upon performance, increase subordinate job

satisfaction.1

One study has cast some doubt upon the universality of these find-

ings. In a l97l study of financial managers, Reitz found as expected

that positive rewards such as merit pay increases, recognitions, or

advancement in the organization were significantly related to higher

levels of job satisfaction. It was also hypothesized that negative

rewards such as reprimands, dismissals and withholding of pay increases

would have a negative relationship with job satisfaction. However,

Reitz's data showed that such negative rewards were in actuality related

to higher job satisfaction.2

 

1Robert T. Keller and Andrew D. Szilagyi, "A Longitudinal Study

of Leader Reward Behavior, Subordinate Expectancies and Satisfaction,"

Personnel Psychology 3l (l978), p. l27.

2H. J. Reitz, "Managerial Attitudes and Perceived Contingencies

Between Performance and Organizational Response," Proceedings of the

3lst Annual Meeting of the Academy of Management (l97l), as cited in

Keller and Szilagyi, 99, 913,, p. 120.
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A possible explanation of this somewhat unexpected data may be

found in a l97l study of employees in a large hospital. This research

found that the use of positive leader awards, e.g., supervisors giving

pay increases and recognition to superior subordinates was positively

correlated with job satisfaction. However, the relationship between

punitive leader rewards and job satisfaction was moderated by organiza-

tional level and role ambiguity. For high level employees characterized

by high role ambiguity, the use of punitive rewards was related to high

job satisfaction. Reitz interpreted this data as suggestive that high

level employees perceive punitive leader reward behavior as instrumental

in the clarification of ambiguous job goals reducing stress and in-

creasing job satisfaction.1

An alternate theory is that subordinates perceive a supervisor's

use of either positive or negative sanctions as evidence of the super-

visor's ability to be decisive. One study found that perceived leader

decisiveness was very highly related to job satisfaction since job

satisfaction positively correlated with thirteen of sixteen adopted

measurements.2

As noted above, the general literature indicates a positive corre-

lation between the supervisor's reward power and job satisfaction.

 

1mid.

2R. J. House, A. C. Filey and D. N. Gujarti, "Leadership Style,

Hierarchical Influence and the Satisfaction of Subordinate Role Expecta-

tions: A Test of Likert's Influence Proposition," Journal of Applied

Psychology 55 (l97l), pp. 422-432.
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Under certain circumstances, the use of negative sanctions nay result

in increased job satisfaction. One study of police organizations by

Larry Tifft shows that immediate police supervisors have exceptionally

low power to delegate rewards.

Tifft studied the possession and exercise of power by police

sergeants. His review of supervisory literature suggested that lower

level supervisors were among the most important actors in the organiza-

tion, with high potential for influencing subordinate behavior and

morale.1 In addition, he noted that most police administrators saw

sergeants as the backbone of the organization.2 Tifft divided the

police department into five units: patrol, traffic, tactical force,

detective and vice. He found that the distribution of power in the

supervisory positions and the factors affecting the exercise of these

powers depended to a great deal on which unit was being studied.3

Despite the position of power held by sergeants in most areas of the

 

1However, see Sterling, 9E, cit., p. 163 who stated that although

police supervisors would assuma ly-BE the most important role recipro-

cals to police recruits, police subjects saw them as the most important

after field experience. Additionally, after field experience, the sub-

jects also saw their supervisors as less cooperative, fair, trusting,

good, strong, informed, active and important than they did at the start

of training. Of all the police groups, the subjects' perceptions of

their supervisors underwent the greatest number of changes in the

unfavorable direction.

2Larry L. Tifft, "Control Systems, Social Bases of Power and

Power Exercise in Police Organizations," Journal of Police Science and

Administration 3, No. l (l975), p. 123.

3mm, p. 71.

 

 



82

force, Tifft believed that patrol supervisors had very few and weak

bases of social power. Four reasons were cited. First, the nature of

the work being supervised made close supervision impossible.

Performance by officers frequently could not be closely regulated since

such policing has no central work place.

Second, many necessary patrol decisions must be made immediately,

precluding most supervisory assistance. While the sergeant may respond

to major crime scenes, ensure the completion of correct reports by

police officers, and randomly evaluate individual performance, the

sergeant is not in a position to provide direct assistance to line

officers. In fact, there may not even be a single recognized method of

coping with particular patrol problems. The lack of clear policy for

handling many incidents prevents a supervisor from communicating a

"correct" way of resolving many problems confronted by their subordi-

nates.1

Third, Tifft characterized the relationship between sergeant and

patrolmen by a great deal of impermanence. The sergeant had few oppor—

tunities to know his patrolmen because the former were distributed in

shifts and the sergeants and patrolmen were rotated on the basis of dif-

ferent scheduling systems.2

Finally, Tifft noted that the patrol sergeant had little ability

to grant either positive or negative sanctions. Organizational rewards

 

Ibid., p. 72.
l

ZIbi
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including assignments to desirable beats, shift and partner changes

and promotional opportunities were either distributed by higher level

supervisors or were so heavily routinized as to be difficult for the

sergeants to influence. While the sergeant on patrol had some coercise

control (the ability to reconmend punishments) and some legitimate power

by virtue of his position, he therefore had little reward power. Due

to these organizational factors, Tifft concluded that the sergeant in

the police patrol context may not have much effective control in influ-

encing subordinate performance. Unfortunately, Tifft's study, while

very comprehensive in the areas examined, did not seek to analyze impact

of sergeants upon subordinate job satisfaction.

It should be noted, however, the findings of the lack of power of

patrol sergeants has been disputed. Muir found that patrol sergeants

had a very high degree of power in certain areas. These may be summar-

ized as follows:

l. Intra-departmental transfers. In the department studied by

Muir, every "rookie" was initially assigned relatively low status assign-

ments, predominantly in the patrol sector. Evaluations from their

sergeants determined when and where the officer could subsequently

transfer. Muir viewed younger officers as being "dependent" on pleasing

the sergeant to escape from low status positions to a more permanent

assignment. Informally, the officers referred to the Sergeant's

power over intra-departmental transfers as constituting the "slave

market".1

 

1Muir, 92, £13,, p. 237.
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2. Sergeants were found capable of influencing working conditions

to the extent that officers would select particular assignments to be

with a particular sergeant. The power of the sergeants in that depart-

ment may have been closely related to the sergeant's capability of man-

power allocation.1

3. Sergeants in the department were given sole responsibility for

making the annual evaluation of their squad. It was noted that these

evaluations were critical to the officers maintaining their interdepart-

mental mobility. Since a negative evaluation would strongly jeopardize

how the officer would be viewed by potential "buyers" (other sergeants

looking for transfers into their squads).2

Fourth, it was noted by Muir that sergeants displayed markedly

different ideas of what constitutes good policing. Some exphasized com-

pliance with departmental rules and regulations; others were concerned

with the development of a "sixth sense" emphasizing instinctual knowledge

of potentially dangerous situations and still others were concerned with

the quality of investigative efforts. It was believed that the ser-

geant's conception of the patrol role was of primary importance in deter-

mining long term attitudes and conduct of squad members.3

Finally, contrary to Tifft, Muir believed the sergeant had great

powers to allocate punishment and rewards to his officers.

 

Ibid., p. 238.
1

21pm., p. 283.

3
Ibi ., p. 239.
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But the patrol sergeant had at his disposal far more than threats

with which to influence his men. He had a monopoly of rewards.

He had resources which he effectively bartered in exchange for

submission. He had the respectability and the proximity to give

a pat on the back. He had the organizational know-how to help an

officer frame a letter asking the administration for special con-

sideration: the timing of his vacation, the taking of an extra

day off, exoneration in any special inquiry, getting permission to

take a second job on the outside to earn additional income. The

sergeant had knowledge of especially dangerous circumstances in

the district. He had a sophisticated knowledge of the penal law

that cut through conundrums. He assisted in particularly risky or

delicate street encounters which had begun gradually to slip out

of control. He could show the officer a repertoire of personal

techniques which made work with the public easier. He could "take

the heat" from above; that is, he could serve as an advocate for

any man whose conduct was being criticized by the public or the

administration. He provided explanations of baffling events: the

arrangement of the social classes, the predominance of certain

political forces, the processes and purposes of the police depart-

ment.

"In short, a sergeant could enrich his men in every conceivable

It is interesting that while Tifft sees central administrators in

a department as having primary power over patrol officers, Muir sees the

situation as demonstrating relatively little effective control by the

administration.

Finally, the sergeants exercised sovereignty within the department

because they met so little resistance when they did so.... The

administration, however, had virtually no control over which

officers were promoted to sergeant, or, for that matter, over

which sergeants were promoted to lieutenant. Such promotions were

tightly controlled by civil service: there was a written examina-

tion on topics set publicly. Nor did the administration have free-

dom to punish sergeants in the Patrol Division ... Sergeants who

wanted to be in the Patrol Division were in short supply. A ser-

geant, content to stay in Patrol, enjoyed the invulnerability of

the dispossessed and the detached: having no hopes, he exposed no

hostages. Furthermore, there was the democratic ethos of decen-

tralized administration: the conventional wisdom in the most

thoughtful police circles was that the more discretion and respons-

ible judgment that could be delegated to a patrol sergeant, the

 

1Ibid.. pp. 238-240.
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more active and useful a man he was likely to be. Largely this

belief grew from necessity. For all practical purposes it was

impossible for a superior to supervise a patrol sergeant's activ-

ity. Formal evaluations of patrol sergeants were attempted, but

the lieutenants and the captains doing them had nowhere near

enough information to do more than the most perfunctory job.

Trust was given to patrol sergeants because there was little

alternative.

Obviously, there are profound differences in the power of patrol ser-

geants as studied by Tifft and those studied by Muir. At least some

inference may be drawn that the organizational structure of their respec-

tive departments may influence the extent and use of power by sergeants.

d) The fourth characteristic of the supervisor which may affect

subordinate job satisfaction is the perceived technical competence of

the supervisor, e.g., whether the employee estimates that the super-

visor possesses the necessary skills for effective job performance. One

study made the expected observation that an employee's job satisfaction

depends partially upon the extent of the employee respect of technical

skills.2 However, this research has been questioned by a study com-

pleted by House, Filey and Gujarti who found that the leader's technical

competence was significantly related in only two of sixteen measurements

of job satisfaction.3

 

1Ibid.

2Michael J. Misshauk, "Supervisory Skills and Employee Satisfac-

tion," Personnel Administration 34 (July-August, 197l), pp. 29-33.

3House, Filey and Gujarti, 9p. 93'}. pp. 422-432.
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Tifft's study of the patrol division of a metropolitan police

force suggests that patrol sergeants would not be perceived as being

competent by subordinates. This is partially due to the supervisor's

inability to provide direct assistance and their lack of power to act

decisively. There is also some evidence suggesting that such percep-

tions may be justified. In most departments, police are promoted to

the rank of sergeant largely on the basis of seniority, test scores and

an evaluation of their patrol performance. Seniority obviously is not

related to ability and test scores often may not adequately predict

future performance. Moreover, functions of a patrol supervisor sub-

stantially differ from the officer's preceding work. Little training

is given on these new functions and in fact, there is no necessary corre-

lation between the quality of performance in the two distinct job cate-

gories. Therefore, while the change of a sergeant's role might be

expected to correspond with appropriate behavior changes, this is not

necessarily true. It is possible and perhaps to be expected that if

there is no training for the supervisor's job, changes in behavior would

not be likely to correspond with the requirements of the new position.

By this, it is meant that certain unacceptable behavior traits in a

supervisor will continue despite changing roles.

9) One application of situational principles suggests that the

relationship between leadership style and subordinate job attitudes must

partially depend upon the interaction of the leader's behavior with the

characteristics of the employment setting and of the subordinates.

The first category, that of the employment environment, includes a

number of factors which nay influence the actual relationship between
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the leadership styles and subordinate job satisfaction. Renumeration,

fringe benefits, physical environment, characteristics of the work

group, external reputation, and use of available technology may all

impact upon the relationship between leadership styles and job satis-

faction.1

While there are obviously many characteristics of a job setting

which may affect the relationship between leadership style and job

satisfaction, one of primary relevance when studying police organiza-

tions is job stress. The relationship is that in conditions of stress,

most employees are more satisfied with an authoritarian leadership,

perhaps because it is tension-reducing not to be responsible for

decision making.2

Schriescheim also found that the effect of job stress upon the

subordinates' reaction to leadership behavior was very significant.

He concluded that "leadership structure", and authoritarian style of

management, significantly reduced subordinate performance as measured

from evaluations by unit heads and job satisfaction under low stress

conditions while slightly increasing both under high stress.3

 

1S. E. Weed, T. R. Mitchell, and W. Moffitt, "Leadership Style,

Subordinate Personality and Task Type of Predictors of Performance and

Satisfaction with Supervision," Journal of Applied Psychology 6l, No. l

l976 , p. 58.

2David C. Korlen, "Situational Determinants of Leadership Struc-

ture," Journal of Conflict Resolution (September, 1962), pp. 222-235.

3

 

 

Schriescheim, 92, 915,, p. 639.
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These results appear to be in agreement with earlier studies that sug-

gested stressful work conditions require somewhat higher leadership

structure than otherwise necessary for promotion of employee job satis-

faction.1 This is important for this study since most studies have

concluded that the police role is among the most stressful of the major

occupations.

f) Finally, in addition to characteristics of the supervisor and

the work environment, it is also necessary to understand that relation-

ships between supervisory style and job satisfaction may be greatly

effected by the characteristics and innate attitudes of the employees

themselves. Whyte noted that in the past,

We have tended to think of effective supervision as being a

product of a relationship between a good leader and a group on

the assumption that the group of subordinates was a constant.

In fact, variations in the effectiveness of supervision may be

as much due to inherent differentiations in the group itself

as to the leadership or supervisor's practices exemplified by

the supervisor.

Studying employee characteristics may therefore be very important since

it is the overall relationship that determines both the leadership style

and the employee reaction. Research indicates that this interaction is

dynamic in both dimensions. While it is beyond the scope of this study

to examine personality characteristics of police, it is advisable to

recognize the existence of some literature (although contested) regarding

 

1Korlen, pp, pip,

2Whyte, "Small Groups in Large Organizations," Social Psychology

at the Crossroads, Rohrer and Sharif (Eds.) (l95l), pp. 303-304, as

cited in Tifft, pp. c_i_t_.
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the "police personality" and studies that have catalogued express

police attitudes. While no studies examined related subordinate atti-

tudes and personality characteristics such as authoritarianism or

cynicism to preferred styles of leadership this may be a fruitful area

for additional research.

C. Employee Attitudes
 

In addition to differences in job satisfaction based upon varia-

tions in individual characteristics and in style of supervision, there

is also the strong possibility that differences in job satisfaction may

be related to the individual work attitudes of the officers. Because

of this, literature has been examined that discussed the impact of the

following employee attitudes on job satisfaction. These include:

1) the perceived degree of community support for the occupation and the

officer's esteem; 2) the degree to which the employee perceives that

the job allows him to use individual talents; 3) the degree of aliena-

tion from the job; and 4) his satisfaction with life in general. It is

beyond the scope of this literature review to provide a detailed review

of the literature connecting various attitudes to job satisfaction.

One caveat is in order before examining these factors. These

attitudes are admittedly closely related to overall feelings of job

satisfaction. Both occupational prestige and job utilization of a

worker's talents have long been regarded as important determinants of

job satisfaction. While this is acknowledged, it is also true that

these are merely parts of the overall concept and thus should not be
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regarded as synonymous with job satisfaction. By measuring‘the effect

of several related attitudes, it may be possible to better understand

how the level of job satisfaction is determined.

Job satisfaction research has consistently shown that the status

of a worker's occupation has a strong relationship with his satisfac-

tion.1 While such a relationship does exist, intervening factors may

lead to unwarranted conclusions. Specifically, when occupational

prestige increases, changes in the nature of the job, greater cohesion

in the work group and a greater ego gratification from the increased

challenge and variety of work are also likely. Vroom and other

researchers have noted that occupational prestige does in fact influ-

ence a number of empirically related but conceptually different job ‘

attitudes such as higher pay, freedom on the job and the degree of

tedious effort required.2 Meltzer and Salter concluded that these

intervening variables must be considered (or controlled) if the rela-

tionship between job satisfaction and perceived occupational prestige

is to be adequately studied.3

 

1Carroll,_p, p13,, p. 16; F. Herzberg, B. Mausner, R. 0. Peterson

and D. F. Capwell, Job Attitudes: Review of Research and Opinion

(Pittsburgh: Psychological Service of Pittsburgh, T957); R. L. Kahn,

"The Meaning of Work: Interpretations and Proposals for Measurement,"

A. Capwell and P. E. Converse (Eds.), The Human Meaning of Social Change

 

 

(New York: Russell Sage Foundation, l972); and Vroom, pp, pip,

ZVroom, pp. m” pp. 129-130.

3Leo Meltzer and James Salter, "Organizational Structure and the

Performance and Job Satisfaction of Physiologists," American Socio-

logical Review 27 (June, l962), p. 360 as cited in Caroll, pp, p11,,

p. l6.
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For example, one study found a direct relationship between occu-

pational prestige and job satisfaction, however, when regression analy-

sis was used and the effect of other variables was controlled, the

relationship was no longer significant.1

From this literature, it may be concluded that the relationship

between self-esteem and overall job satisfaction is still unclear.

However, the meager research examined is suggestive of the proposition

that observed relationships may largely be due to extraneous factors.

Therefore, the best vehicle for studying the actual relationship should

be one in which the occupational setting (and job role) are controlled.

The result would then allow matching the variance among the employees

of both occupational and self-esteem/job satisfaction to determine if

any relationship remains.

Within the police setting several studies have examined police

perceptions of community respect (occupational prestige) and police self-

esteem. Most authors conclude that the average police officer does not

believe he has an acceptable public image.2

One of the most extensive studies of police perceptions was con-

ducted for the National Advisory Commission on Civil Disorders by

 

1Charles N. Weaver, "Relationships Among Pay, Race, Sex, Occupa-

tional Prestige, Supervision, Work Autonomy and Job Satisfaction in a

National Sample," Personnel Psychology 30 (l977), p. 442.
 

2See Niederhoffer, pp, p13,; John Van Maanen, "Police Socializai

tion," Administrative Science Quarterly (l975), p. 26; David H. Bayley

and HarOld Mendelsohn, Minorities and the Police (New York: The Free

Press, 1969).
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P. Rossi et al. Interviews were held with 437 policemen located in

fifteen American cities. Fifty-four percent were dissatisfied with the

respect received from the citizens of their precincts. Thirty percent

indicated they felt the average citizen regarded the police with con—

tempt. Adolescents and young adults were noted as having the most

1 The importance of whether the officer obtainsnegative attitudes.

public recognition is unclear. It has been suggested that such recogni-

tion has become the primary goal of police officers and even exceeds

the importance of more tangible benefits such as advancement within the

police organization. Preiss and Ehrlich in their study of the Michigan

State Police stated that organizational advancement was becoming rela-

tively less significant compared to public recognition and in fact

might be relegated to obtaining such recognition.2 Because low occupa-

tional prestige is regarded as being negatively correlated with job

satisfaction, this should tend to negatively effect police officer job

satisfaction.

There appears to be some debate over the degree of police self-

esteem. One theory appears to tacitly rely upon the theory that self-

attitudes are derived primarily from perceptions of community beliefs.

It is assumed that police self-esteem is not high, partially because of

officer acceptance of public stereotypes and the low occupational status

 

1Rpport of the National Advisory Commission on Civil Disorders

(Washington, D.C.: Government Printing Office, 1968).

zPreiss and Ehrlich, pp. g9, p. 9l.
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of policing prevalent in the community.1 Other researchers have found

that most officers perceive their job as being of the utmost importance

and are therefore extremely proud of their occupation and job role.2

One study using a semantic differential scale was administered to

492 state and city police to discover how the police perceive themselves

and their roles. Their findings were that the respondents evaluated

themselves and their occupation very highly. The authors concluded that

the data implied a very positive self image and favorable disposition

toward the police.3

While the research remains somewhat inconclusive, it would appear

to support the overall proposition that most officers have contradictory

perceptions of their occupation. On the one hand, they perceive polic-

ing as having relatively low status in the community. On the other hand,

most studies show that there is also a strong belief that the occupation

is indeed very valuable. The impact of "dissonance" between prestige in

the community and internally derived self-esteem might be examined in

future research to determine if this effects police behavior or person-

ality. Possible impact includes a "garrison mentality", the tight knit

 

1American Civil Liberties Union, "Police Power and Citizens'

Rights," p. 16.

2Alan F. Arcuri, "Police Pride-Self Esteem: Indication of Future

Occupational Changes," Journal of Police Science and Administration

(December, 1976), p. 44l.

3D. H. Chang and C. H. Zastrow, "Police Evaluative Perceptions of

Themselves, the General Public and Selected Occupational Groups,"

Journal of Criminal Justice (April, l976), pp. l7-32.
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police subculture and hostility toward minorities, certain occupations

and the public at large. In this study, the concern rests with the

measurement of the officer's perceptions of community prestige and self-

esteem. This could then be correlated with overall job satisfaction.

A second attitudinal factor appearing to be related to job satis-

faction is the degree to which an employee perceives that the job pro-

vides physical or mental challenge and/or outlets for creative ability.

Maslow's pioneering work examined "need hierarchies" and hypothesized

that as lower order needs such as security, etc., became fulfilled,

higher order needs (self-actualization, etc.) would ascend in import-

ance.1

There has, of course, been volumes published that deal with the

question of whether such need hierarchies exist,2 and if existing,

remain constant in all organizational settings3 and among individuals

 

1A. H. Maslow, "A Theory of Human Motivation," ngphological

Review 50 (July, 1943). pp. 370-396.

 

2See especially, Erich Prien, Gerald Barrett and Byron Svetlik,

"The Prediction of Job Performance," Personnel Administration 30

(March-April, 1967), pp. 40-43; Richard Centers and Daphne E. Bugental,

"Intrinsic and Extrinsic Job Motivations Among Different Segments of

the Working Population," Journal of Applied Psychology 50 (June, 1966),

pp. 193-l97; and Dilip K. Lahiri and’Sureh Srivastva, "Determinants of

Satisfaction in Middle Management Personnel," Journal of Applied

Psychology 51 June, 1967), pp. 254-265.

 

 

 

 

3A number of studies have shown that self-realization needs appear

to contribute to job satisfaction regardless of occupational settings.

See Arthur N. Turner and Amelia L. Miclette, "Sources of Satisfaction in

Repetitive Work," Occupational Psycholpgy 36 (October, 1962), p. 220, in

Carroll, pp, cit., p. 14 assembly workers; S. H. Peres, pp, cit., p. 26

engineers; H.—GEist, "Work Satisfaction and Scores on a Picture Inven-

tory," Journal of Applied ngchology 47 (December, 1963), pp. 369-373;

Prien, Barrett and Svetlik, pp, p13,, p. 42.
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with varying personality needs.1 Therefore, although Maslow's need

hierarchy has been questioned, there is little doubt that for many

employees, perceptions of the job's degree of autonomy and psychological

challenge constitute an important determinant of the worker's level of

job satisfaction.

The literature studying police has noted the importance of the

officer having a job role enabling him to fulfill such needs. It has

been suggested that while in the past job security has been highest in

the police "need hierarchy", as conditions in the police organization

have improved, the primary unfulfilled needs have advanced to that

psychic area related to fulfillment of self-actualization and ego needs.2

Not all authors agree that police officer's security needs have

been met. Van Maanen states that police officers represent an interest-

ing occupational exception to Maslow's need hierarchy theory. He notes

that Maslow's "security needs" represented an amalgam of both physio-

logical and psychological needs. Van Maanen concedes that officer's

physiological needs such as pay and job security are very well satisfied.

However, psychological security cannot be achieved since danger and

unpredictability of daily events are characteristics intrinsic to the

occupation. From this, Van Maanen questions the applicability of

 

1Morechai Eran, "Relationship Between Self-Perceived Personality

Traits and Job Attitudes in Middle Management," Journal of Applied Psy-

chology 50 (October, 1966), pp. 424-430 and S. Box and S. Cotgrove,

Scientific Identity and Role Strain," British Journal of Sociolpgy_l7

(March, 1966), pp. 20-28.

2M. Reiser, "Some Organizational Stresses on Policemen," Journal

of Police Science Administration 2 (June, 1974), p.

 

 

 



97

Maslow's theory to the specific situational job characteristics of

police on patrol.1 While this is an interesting observation, there is

the possibility that individuals gravitating toward police work may

be self-selected to include a higher proportion than in the working

public of those individuals viewing danger as a positive aspect of a

job. If this is the case, then "unfulfillment" of physical security

needs would not be a "blockage" preventing the ascendancy of higher

level needs, but would merely provide the vehicle for satisfaction of

these needs.

Supporting the conclusion that "higher level" need fulfillment

is important to police officers, mere job security and "liveable"

wages have been said to no longer be sufficient to keep younger officers

satisfied. The conclusion has been advanced that since the survival and

security needs were met, police officers were most satisfied when they

perceived themselves to be included in the decision-making process.2

Van Maanen did find evidence to support this theory. When study-

ing factors attracting police recruits to the profession, he found that

security and salary of police were overrated as job placement motivators.

Instead, the major factor in job choice appeared to be the expectation

of "meaningful" work.3 While the concept of meaningful work to a police

 

1Van Maanen, pp, p13,, p. 26.

2Reiser, pp. _c_j_i_:_., p. 157.

3John Van Maanen, "Observations on the Making of Policemen,‘l

Human Organizations 32 (Winter, 1973), p. 509.
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recruit might be different than for those applicants who are highly

trained and prepared to enter a different career, it is likely to

include some similar factors such as control over the working environ-

ment and a degree to be closely related to the level of overall satis-

faction with the job. A number of studies have found that although

levels of alienation and job dissatisfaction were not identical, the

1 Such linkages had severaltwo did appear to be closely related.

components. Identification of the worker within the organizations

products or goals has been found to be related to job satisfaction.2

Similarly, dissatisfaction has been found to be closely related to the

lack of integration and the lack of identification with the management

of the organization.3

73 A third relationship has been found between the degree of work

group cohesiveness and the degree to which members of the work group are

satisfied with their job. Members of groups found to be highly cohesive

are more satisfied with their employment than those from "low cohesion"

groups. One study found this was particularly true with low skilled

 

1Locke, pp. Qt,

2Turner and Miclette, pp, pip, assembly workers; A. J. Butler and

Raymond Cochrane, "An Examination of Some Elements of the Personality of

Police Officers and Their Implications,“ Journal of Police Science and

Administration 5, No. 4 (l978), PP. 441-450 manufacturing; Salinas,

pp, pii,, non-academic employees at a university.

3Leo W. Gruenfeld and Felician F. Foltman, "Relationship Among

Supervisors' Integration, Satisfaction and Acceptance of a Technological

Change," Journal of Applied Psychology 51 (February, 1967), pp. 74-77.
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employees although there was still a degree of relationship in highly

skilled groups:I

A number of studies have examined aspects of alienation among

police officers. One study expressly found that alienation among police

was quite high.2 Denyer stated that the contemporary American police

officer was the classic prototype of the alienated laborer. His basis

is that most officers recognize that they have little control over the

means for production and distribution of law enforcement activities.

The means of production including decisions with regard to criminally

deviant behavior, organizational structure and deployment, personnel

advancement, etc. are in the hands of authorities in political systems

who tend to be largely unresponsive to police officers. Because of

this, Denyer finds alienation high.3 He believes the result of such

alienation to be the failure of the occupational role to meet personal

needs. Denyer does not, however, specifically relate police alienation

to job satisfaction. However, as stated earlier, police officers as a

group tend to have rather high group solidarity and work group cohesion.

At the individual level, differences in the degee of cohesion may, of

course, be found. Similarly, there is a rather high commitment to cer-

tain of the goals of policing and a recognition that the "product"

produced by the police department is essential to society.

 

1Adams and Slocum, pp, pii,, pp. 37-43.

zJiram, pp. _c1_t., p. 151.

3Tom Denyer, "The Policeman as Alienated Laborer," Journal of

Police Science and Administration 3, No. 3 (September, 1975), pp. 251-

252.
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The police setting would therefore appear to present an interest-

ing case where the degree of officer alienation would be predicted to

vary considerably due to differential impact of the counteracting forces

listed above. It is in this environment where the impact of alienation

may best be studied since it is likely that similarly situated officers

will display different attitudes.
A

IX/Z/f'f} A fourth attitude that may affect worker job satisfaction is
I.

/

whether the worker is satisfied with his life apart from his occupation.

It has been suggested that there is a close relationship between job

satisfaction and satisfaction with life in general. The rationale

appears to be that a person unhappy with life may expand this to job

dissatisfaction.1 Another study reached similar conclusions suggesting

that an employee's general morale or job satisfaction is determined to

a large extent by environmental factors and personal characteristics.2

This conclusion has, however, been contested. One study by

Handyside and Speak questioned whether general life satisfaction was

related to job satisfaction. Their study indicated that the two were

separate and independent.3 A second study, also by Handyside found that

 

1G. H. Graham, "Job Satisfaction," Personnel Journal 45 (October,

1966), pp. 544-547.

2B. Svetlik, E. Prien and G. Barrett, "Relationship Between Job

Difficulty, Employees Attitude Toward His Job and Supervisory Ratings

of the Employee Effectiveness," Journal of Applied Psychology 48

(October, 1964), p. 322.

3John D. Handyside and Mary Speak, "Job Satisfaction: Myths and

Realities," British Journal of Industrial Relations 2 (March, 1964),

pp. 57-65.
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job satisfaction was not closely related to overall satisfaction with

life.‘ Finally, a study by Thorpe and Campbell indicated that job

satisfaction and satisfaction with non-job activities did not appear to

influence each other. The authors did, however, suggest that a more

complex interaction may be occurring. Specifically, they hypothesized

that certain non-job activities might give a degree of substitute satis-

faction value which would make up for a particular omission in the

worker's actual vocation. The non-job environment would thus, to some

degree, have the potential for cushioning failings of the work environ-

ment.2

Summar

In summary, a review of both general organizational literature and

the literature studying police officer attitudes and behavior suggests

the following conclusions.

1) The general organization literature contains many excellent

studies that examine factors which may influence job satisfaction.

However, most of the studies examined do not present the full range of

alternative explanations for the levels of job satisfaction. Instead,

they tend to focus on one factor: the individual worker attributes;

 

1John D. Handyside, "Satisfactions and Aspirations," Occupational

Psychology 35 (October, 1961), p. 227.

2Robert P. Thorpe and David P. Campbell, "Expressed Interests and

Worker Satisfaction," Personnel and Guidance Journal 44 (November, 1965),

pp.1238—243.
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supervision; and other organizational parameters; and/or certain other

salient attitudes of the worker. Studies which correlate all of these

factors and attempt to analyze what are the most important in a particu-

lar environment are rare.

2) Attempts to make conclusions that cross occupations and work

environments may be misleading. Relationships between job satisfaction

and the various "causative" factors tend to be extremely complex and

not-linear. Furthermore, the effect of moderating variables unique to

certain occupations and work environments make studies geared to that

milieu essential.

3) There are many excellent studies that have examined various

aspects of police attitudes and behavior. Several studies have, in

fact, examined factors which impact upon officer morale and job satis-

faction. However, no study has been found which devotes itself to an

overall examination to the more important factors which may effect job

satisfaction. This study will seek to combine the insights derived

from the organization literature with the wealth of background informa-

tion found in studies of the police to arrive at a study showing factors

leading to officer job satisfaction in several police departments.



CHAPTER IV

METHODOLOGY

Hypotheses
 

Having described the problem being studied and the literature

on job satisfaction and attitude development among police officers, it

is the intention of this chapter to present the hypotheses and describe

the methodology of the research conducted for this study. The chapter

starts with a description of the hypotheses, the determination by which

sites were selected and individuals picked, the development of the

research instrument and the statistical techniques employed. Finally,

the various operational decisions and methods of analysis pursued will

be covered.

A number of hypotheses will be tested in this project.

Hypothesis I: The level ofpjob satisfaction will be related

to certain background characteristics of the

officer.

 

 

Subhypotheses of Hypothesis 1:

l. Level of job satisfaction is associated with an officer's

race;

2. Level of job satisfaction is associated with an officer's

sex;

3. Level of job satisfaction is associated with an officer's

marital status;

103
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4. Level of job satisfaction is associated with whether an

officer's spouse is employed;

5. Level of job satisfaction is associated with an officer's

level of education;

6. Level of job satisfaction will increase with an officer's

age; and

7. Level of job satisfaction will increase with an officer's

years on the force.

Officer background is being studied since literature suggests

that variations on attitudinal development exist due to certain develop-

mental experiences or innate characteristics of the officer. It is

difficult at this point to determine precisely what factors will sig-

nificantly determine the level of job satisfaction. Relevant back-

ground characteristics often interact with the work environment of the

department making firm predictions difficult at this time. The follow-

ing analysis is therefore extremely tentative in nature.

The first subhypothesis is that job satisfaction is associated

with whether an officer is black or white. The direction of this

association is difficult to predict since it is subjected to two factors

which counterbalance each other. First, black officers are in the

minority and thus would probably not be as accepted in the department's

social structure. Alternately, affirmative action programs have

resulted in policies that are favorable to minority job advancement.

One department being studied, Detroit, is currently in the midst of a

bitter political and legal struggle between the predominantly white

police officers' association and the police department policy regarding

the affirmative action advancement program. However, black officers
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have often bitterly complained to the author about social and other

forms of discrimination in the department which still exist.

The officer's sex is being studied since the literature is sug-

gestive that level of job satisfaction may be closely related to

minority status in differential treatment among workers. It has been

shown that while aggregate levels of job satisfaction remain the same

between the sexes in different occupations, one sex may have higher

levels of job satisfaction than another in a particular occupation (see

Literature Section). It is difficult at this time to determine whether

females on a police force will have higher job satisfaction than equiva-

lent males. 0n the one hand they are clearly a minority in the depart-

ment and hence may be subject to traditional minority discontent.

On the other hand, efforts made to recruit more women and promotional

possibilities may be better than for males on the department. The

counteracting affect of these opposing tendencies is unclear.

The third subhypothesis states that job satisfaction is associated

with an officer's marital status. Literature on job satisfaction has

suggested that married people tend to have greater levels of job satis-

faction, apparently because they are capable of displacing frustrations

and obtaining support from their spouse. However, the police organiza-

tion may be unique in that officers very often do not wish to discuss

occurrences on the job due to increased spousal anxiety. Therefore, no

reasonable basis for a prediction exists at this time.

A fourth subhypothesis is that job satisfaction is associated with

spousal employment. The rationale for inclusion of this variable is
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that if a spouse is working, several outcomes may occur. The spouse

nay be more used to stress on the job and may be more able to empathize

with the police officer. Alternately, a spouse may instead have more

difficulty coping with a patrol officer's rotating shifts when the

working person is also tied to a fixed schedule. This, coupled with

the stresses of her own employment, may adversely effect married life.

It is possible that this might in turn effect the officer's job satis-

faction. It may, of course, be possible to control for the type of

spousal employment, however, this would require a greater sample than in

the present study.

The fifth subhypothesis is that job satisfaction is related to

the education of an officer. More educated officers are likely to find

that the job is less stimulating than their education would make them

qualified to perform. As such, education might be regarded as a

"dissatisfier". There is however, no direct evidence showing this to

be true across all occupations. Instead, the relation between level of

education and job satisfaction depends to a great extent upon utiliza-

tion of talents in the particular job setting (see Chapter III,

"Education"). Existing literature (as more fully described in Chapter

III, "Education"), indicates that college educated officers do indeed

have a higher turnover rate. This higher turnover rate may be related

to job satisfaction or, alternately, to greater opportunities outside

of the department.

As indicated in the literature, a higher turnover rate may not

indicate greater dissatisfaction but merely greater availability of

alternative job opportunities for more educated officers.
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The sixth hypothesis is that level of job satisfaction will be

positively correlated with the age of the individual officer. As dis-

cussed more fully in the Literature Section (Chapter IV, "Age”), it has

consistently been found that workers become more satisfied as they be-

come older, at least after a certain training period of short duration.

The reasons for this finding are discussed in the literature section.

The only problem with presenting this directional hypothesis in this

type of research is that confirmation of the hypothesis may only be

tentative. To do an adequate analysis of job satisfaction as it relates

to age, a longitudinal study tracing the careers of all officers orig-

inally tested would be necessary. By only studying the officers in the

department, there is the possibility that the sample at older age levels

will be self-selected, e.g., dissatisfied officers may have left the

department leaving only those workers that were initially more satisfied

with the department's operations. To eliminate this rival hypothesis,

subsequent testing of the same officers would need to be undertaken.

The final subhypothesis is that years on the police force will be

positively correlated with job satisfaction. An exhaustive examination

of the literature as reviewed in Chapter III shows that typically most

individuals have steadily higher levels of job satisfaction throughout

their career. Exceptions are minimal and relate to the "break-in" in

the last several years on the force when such patterns may be reversed.

Naturally, the same qualification explicated with the previous hypothe-

sis may exist with years on the force. Dissatisfied officers may have

left at a disproportionate rate, thus skewing the sample.
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All of these subhypotheses will be tested through questions asked

in the questionnaire designed for this study. Analysis will be taken

via correlations with the derived indices of job satisfaction which

will also be asked of all tested officers.

Hypothesis II. The level of job satisfaction is associated

with an officer'spperception of his working

conditiOns.

 

 

This hypothesis is broken into seven subhypotheses that will be

tested.

1. Level of job satisfaction will increase with an officer's

perceptions of the adequacy of benefits;

2. Level of job satisfaction will increase with an officer's

perceptions of the social value and prestige of the occupa-

tion;

3. Level of job satisfaction is associated with an officer's

perception of job stress;

4. Level of job satisfaction will decrease with an officer's

perception of adverse impact upon family relations;

5. Level of job satisfaction will increase with an officer's

perceptions of the job's ability to advance personal ful-

fillment goals;

6. Level of job satisfaction will increase with an officer's

perceptions of ability to advance in the job; and

7. Level of job satisfaction will increase with an officer's

perceptions of the quality of supervision.

The first subhypothesis, that job satisfaction will increase with

the adequacy of the benefit package has been amply discussed in existing

literature. The major question appears to be how significant money and

other compensation is upon the level of job satisfaction after a certain

minimum level is reached. Thus, while it is hypothesized that percep-

tions on adequacy of benefits will have a positive predictive value in
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determining job satisfaction, it is unclear how strong this factor will

be or if statistical significance will be found.

The second subhypothesis is that job satisfaction will increase

with an officer's perceptions of the social value and prestige of the

occupation. Officers have chronically complained of failure to receive

citizen support. Often they come in contact with those groups most

dissatisfied with the role of the police. As such, community hostility

may make a police officer feel that the job is unappreciated and/or

unneeded. It is believed that such perceptions would be predictive of

dissatisfaction with an officer's employment.

The third subhypothesis is that perceptions of job stress are

associated with the level of job satisfaction. Job stress has been

linked to officer cynicism and police brutality in some of the police

literature. As such it is logical to study this variable to determine

if it has an impact on job satisfaction.

The fourth subhypothesis is that level of job satisfaction will

decrease with an officer's perception of adverse impact upon family

relations. An individual's employment and family life are among the

most important elements of his life. As is discussed more fully in

Chapter 111 ("Family Life“) an officer who is "dissatisfied" with family

life is more likely to have negative attitudes towards employment. In

this subhypothesis we are testing the theory that dissatisfaction with

family life may correlate with dissatisfaction at work. While it would

not be known which would be the causative factor, it will be determined

if the two factors correlateiwith each other.
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The fifth subhypothesis is that the officer's level of job satis-

faction will increase with perceptions concerning the impact of the job

upon the ability to attain a certain degree of job autonomy and to

utilize the officer's particular skills and capabilities. This shall

be defined as the ability of the officer to attain "self-fulfillment"

goals. This subhypothesis is based upon extensive literature in the

job satisfaction field. Maslow and other authors that have a conceptual

model incorporating a need hierarchy (see Chapter III) have maintained

that after minimum levels of financial incentives, job security and

personal safety are reached, a major factor in the determination of job

satisfaction becomes whether the job allows the individual to "express

interests" and utilize individual potential. As such it is predicted

that such perceptions will have a positive association with levels of

job satisfaction.

The sixth subhypothesis is that the officer's level of job satis-

faction will be positively related to the degree with which the officer

perceives that the job allows a chance for advancement. The theory

for advancing this subhypothesis is similar to the preceding one.

The attainment of adequate levels of other job factors may lead to

increased saliency of the goal of advancement within the work organiza-

tion.

The final subhypothesis is that job satisfaction will be corre-

lated with an officer's perceptions of a supervisor's quality and type

of management style. This is to be distinguished only with the sub-

ordinate's perceptions. This hypothesis has been advanced since some

literature has suggested that perceptions of supervisory behavior are
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major factors affecting employee job satisfaction. Such literature,

especially in the so-called "human relations" school has consistently

emphasized the role of the supervisor in the formation of the employee

attitudes toward the job and his role in the work organization.

In testing these subhypotheses a questionnaire format will be

used. Direct questions designed to elicit the attitudes of the officer

will be asked.

Hypothesis III. The level of job satisfaction is associated

with ihe sergeantisistyle of superviSion as

determined by management attitudes expressed

by the sergeant.

 

 

 

 

In contrast to the second hypothesis which measured perceptions

of the subordinate officer about his environment, this hypothesis seeks

to determine the impact of standardized factors in the area of supervi-

sion specifically. It is believed that a standardized basis is needed

to compare supervisors' conduct since different officer's perceptions

of the same supervisory individual or management style may vary enor-

mously. Type of supervision has been chosen as a standardized factor

since much of the literature states that type of supervision is important

to level of job satisfaction and enough research has been conducted in

the field of supervisory styles to be able to catalogue different styles

on the basis of standardized scales.

Hypothesis IV. The level of job satisfaction will be more

posiiively correlated with those factors that

are self-selected as being important to an

officeF‘s’individuai goals rather than those

viewed_py the ofiicer asibeing less important.
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This proposition is based on the theory that not every officer

will view every facet of the job environment as being equally important.

For some, the amount of monetary compensation would be the most impor-

tant factor. For others, the amount of pay may exceed the money neces-

sary to carry out an officer's customary life style. As such percep-

tions concerning the adequacy of pay may not be that significant to

that particular officer. This research will attempt to test whether it

is worthwhile to ask an officer to self-select those items of most impor-

tance to him. It is possible that despite an officer's statements of

relative importance, in actuality scores on any particular issue will

not be any more influential in determining level of job satisfaction

than any other. This would indicate that the fourth hypothesis is not

correct and that in the future, such questions should be omitted.

Site Selection
 

In determining who would be studied in the course of the research,

several decisions had to be made. First, the selection of the depart-

ments whose officers would form the pool from which the sample might be

drawn and second, a selection of a sample from the chosen departments.

The initial decision was to pick several large cities, specifically

Detroit, Michigan, and later Oakland, California. The decision to use

large departments was made for several reasons. First, such departments

are not as likely to be dominated by the personality of one particular

supervisor. Instead, supervisory styles might be expected to differ

within a department. Second, large departments face unique problems
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and are of some significance. In other words, even if studies made of

such departments have no or limited external validity, they may be

worthwhile in that they deal with departments having large budgets and

allocations.

Detroit was chosen primarily as it is the author's home city, is

of significance in being a major midwestern city, and because an under-

standing of the department is important to the author's teaching

duties.1

While analysis will be made of differences in the response of

officers from each of the two departments, no empirically based attempt

will be made to explain such differences. A valid attempt to do so

would require an exhaustive analysis of all possible organizational

variables including size of the department, politics within the city and

the department, racial percentage of the city and the department, crime

rates and types of crimes, organizational structure of the departments,

strikes of municipal employees and/or union activities, "morale" in the

department, etc. This would be far beyond the scope of this research.

 

1There are certain similarities between Detroit and Oakland. Both

cities have a fairly high percentage of blacks (Detroit, 43.6%; Oakland,

34.5). They each have sizeable percentages of individuals below the

federally determined poverty level (Detroit, 11.3% of the total popula-

tion and 18.7% of the black population; Oakland, 12.2% of the total

population and 21.8% of the black population). Crime rates for the

cities are comparatively high.
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Departmental Characteristics
 

The Oakland and Detroit police departments are large urban police

departments. Detroit's force, serving a population of over 1,200,000

totaled 6,313 sworn officers and civilians. The Oakland Police Depart-

ment policing 330,000 people totaled 1,031 sworn officers and civilians.

(See Table 8 below.)

Table 8. Total Police Department Personnel

 

 

  

  

 

Sworn Officers Civilians

Total Total Male female Male *Female

Employment Full-time N % N % N % N %

Detroit 6,313 5,001 79 702 11 234 37 376 6

Oakland 1.031 639 62 17 2 157 15 208 20

 

Source: Facts as reported by the FBI Uniform Crime Reports, October 31,

1977. Release date of report, October 18, 1978.

The above table demonstrates differential patterns for use of

civilians and women. The Oakland Police Department has made far more

use of civilian employees than the Detroit Police Department. Over 36%

. of its total full-time work force are civilians while the equivalent

figure for Detroit is only 10.3%. However, the Detroit Police Department

has far more female sworn officers than in Oakland, equaling 12.3% of

the total sworn officers compared to only 2.6% of Oakland's sworn offi-

cers. Both police departments have also made efforts to increase minor-

ity representation in the police force. The Detroit Police Department
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has been acting under a court order to alleviate problems of prior dis-

crimination. The judge in this case found that the Detroit Police

Department had been practicing discrimination in hiring and promoting

policies. As a result, the Detroit Police Department, with the strong

encouragement of the city administration has attempted to generate new

applications from minority applicants. The Department also voluntarily

began a program in which one out of every two new promotions to the rank

of sergeant is given to minority officers. Similar efforts have been

made in Detroit to hire female officers without, however, the necessity

of a court impetus.

Table 9. Detroit Police Department, August, 1978

 

 

 
 

 

 

 

White Black Others

Rank Male *Female Male Female Male Female Totals

Chief of Police 1 1

Executive Deputy

Chief l 1

Deputy Chief 4 2 6

Commander 13* 9 l 23

Inspector 35 2 22 2 1 62

Lieutenant 150 8 41 5 204

Sergeant 779 23 138 8 3 951

Police Officer 2,414 219 1,239 491 44 11 4,418

Totals 3,396 252 1,452 506 49 11 5,666

(60%) (4.4%) (25.6%) (9%) (.9%) (.2%) (100%)

 

*-

Includes one Deputy Director of Police Personnel.
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Table 10. Changing Ethnicity of the Detroit Police Department*

 

 

 

Positions Percentage

of Sworn Number of Minorities in

Year Officers Minorities Sworn Complement

1974 5,422 1,016 18.7

1975 5,447 1,222 22.4

1976 5,050 1,182 23.4

1977 5,799 1,966 33.9

1978 5,666 2,018 35.6

(as of Nov. 1)

 

*Donald Gray, Affirmative Action Officer, Detroit Police Department,

November, 1978.

In 1974 the department's affirmative action program was challenged

in federal district court on the basis that it constituted "reverse dis-

crimination" (Detroit Police Officers Association v. Coleman A. Young,

Mayor, City of Detroit, Civil Action 74-71838). Federal District Court

Judge Frederick Kaess on February 27, 1978 ruled that unlawful reverse

discrimination in fact results from this policy. He found that the

Detroit Police Department's affirmative action program promoting black

sergeants did deny "Equal Protection" to white officers. While he con-

ceded that the goal of equal opportunity was "laudable", he stated that

it would not be permissible if it was achieved by use of a racial quota

running counter to the constitutional mandate of the fourteenth amend-

ment. This decision was immediately appealed by the City of Detroit to

the Sixth Circuit Court of Appeals where as of this writing the matter
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will be decided on appeal. Both sides have indicated that they will

appeal an adverse decision to the United States Supreme Court.

Interviews with police command officials, sergeants and officers

have indicated that there is a great deal of tension and bitterness

over the issue of affirmative action. Based upon extensive contacts

with both black and white officers, the author has come to believe that

such policies may be a dominant source of social cleavage among the

police force with black officers supporting the city's position and not

voluntarily socializing with white officers. Further, these percep-

tions appear to mirror the racial split in the greater Detroit community.

The police department and its role in Detroit have been highly politicized.

The first election of then state representative Coleman Young as mayor

in 1973 was contested by John Nichols, then the Chief of Police in

Detroit. The election was largely focused upon the issue of the use of

STRESS, the police department's controversial decoy unit, ability to

control crime and youth violence, and charges of racial discrimination

within the Detroit Police Department. The election was extremely close

(51%-49%) with the vast majority of electors voting on racial lines.

The Oakland Police Department has also been actively pursuing an

affirmative action program without quite as much vocal dissension as in

Detroit. The Oakland City Council officially adopted affirmative action

politics in 1969. In that year a case had been presented before the

United States District Court, Penn v. Stumpf, Civil Action C-69-239-OJC,
 

where it was alleged that the membership of the Oakland Police Depart-

ment had minority representation disparate with the city's population.
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A consent decree was agreed upon in which the Oakland Police Department

stipulated to three separate conditions.

1. For every minority person who leaves the police department,

another minority would be hired.

2. For all new hired other than those covered under number one,

the percentage of minority persons hired shall at least equal

the current percentage of minorities in the population of the

city of Oakland. Furthermore, these minorities would be made

up of adequate representations of each ethnic group, e.g.,

blacks, hispanics and orientals.

3. No quotas would be used.1

The following tables (Tables 10 and 11) show that the Oakland

Police Department has been somewhat successful in obtaining increasing

numbers of minorities, at least in its lower ranks. As might be

expected of a departnent that is still rapidly increasing in its minor-

ity representation, most of its minorities are concentrated in the lower

ranking positions. The extremely rapid increase in minority representa-

tion may be seen in Table 11, on the following page.

 

1Training Bulletin, City of Oakland Police Services, Affirmative

Action Bulletin, Index Number: VIII-A.3. Publication Date 2/33/76.
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Table 11. Oakland Police Department, 1978

 

 

White Black Spanish Others Total

 

 

Chief l 1

Deputy Chiefs

Captains

Lieutenants 21 l l 23

Sergeants 117 8 l 2 128

Policewomen 2 2

Police Officer, female 3 10 3 2 18

Police Officer, male 296 100 40 29 465

Total 450 119 44 34 647

 

Table 12. Changing Ethnicity of the Oakland Police Department

 

 

 

 

1969-1978

Positions Percentage in

of Sworn Sworn Complement

Year Officers White Minority

1969 682 92.8 7.2

1972 707 87.7 12.3

1975 699 75.25 24.75

1978 647 59.6 30.4

 

Source: Training Bulletin, City of Oakland Police Services and Oakland

Police Department Personnel Office, August, 1978.
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Research Instrument
 

Having discussed the samples and the hypotheses to be tested,

there will not be an in-depth examination of the research instruments

to be used. The initial decision was to use a multi-instrument approach

to generate empirical data. The four instruments used are: l) a ques-

tionnaire developed for this study; 2) a standardized Management Style

Diagnostic Test; 3) in-depth interviews of selected personnel; and

4) field observations.

The first and primary instrument is a questionnaire developed by

the author for the purpose of surveying job satisfaction among patrol

officers. The advantage of such a questionnaire centers upon the abil-

ity to ask the same questions of all participants. This generates

responses that may be quickly coded and converted to empirical data.

Hence, it is the most practical instrument for developing overall per-

spectives on attitudinal structure of many different individuals.

The questionnaire format must, however, be realized to have some

major limitations. These include the following:

1. Information received from a questionnaire is, of course,

limited by the questions asked of the participants. If, for some reason,

the questions do not address the salient factors, results may be incom-

plete at best, and very possibly misleading.

2. Responses to questionnaires also may not be accurate for a

variety of reasons. Researchers are familiar with the phenomenon of

questionnaire fatigue. Participants such as officers in a police depart-

ment are often forced to undertake large amounts of paperwork and quite
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often participate (unwillingly) on various research projects. As a

result, they may not take the effort to answer the questions carefully

or may deliberately distort responses.

3. Participants may fear that answers to written questionnaires

will somehow not remain confidential and result in adverse impact upon

their careers. There is, therefore, pressure to not fully express

negative attitudes resulting in inaccurate responses.

4. The fact that the officer questionnaire is designed for this

particular project does, of course, have the advantage of it being con-

structed to achieve the specific objectives of this research. However,

a research instrument such as a questionnaire developed for a unique

project often results in questions that may not be artfully phrased and

may be misleading or cause misunderstanding among participants thus

lowering the level of internal validity.

5. A further danger of this type of questionnaire is that it might

produce data that is of very limited external validity having little

relevance outside of the present context.

This study uses a questionnaire as the primary method of obtaining

data from patrol officers. This decision was reached since the instru-

ment, as acknowledged above, does not result in excessive agency time

demands for administration to a large group of respondents. In light

of the necessity for large numbers of responses to obtain a valid sample

(and to have sufficient data to consider each of the background varia-

bles) it was, of course, necessary to have a number of officers studied.

Finally, the data sought is primarily empirical in nature to enable the

researcher to develop correlations between background factors and/or
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attitudes toward aspects of the job level of job satisfaction.

Non-quantitative data would not have allowed the same correlational

analyses as other data.

For the final form of the questionnaire presented to the officers

studied see Appendix B. An initial section is concerned with the back-

ground of the officer and requested his age, race, marital status, reli-

gion, years of policing, spousal employment, preservice and in-service

education and sex. After such background information, the following

substantive areas were covered.1 In each of the substantive areas, the

officer was asked to rate the importance of a high level of satisfaction

in the job characteristics being studied. This was undertaken to allow

the research instrument to have sufficient flexibility to enable respond-

ents to express whether particular areas were of primary or of little

importance. Thus, as discussed earlier, it is unclear if such self-

selection of the importance of particular job components is important in

the determination of overall job satisfaction. The decision was,

however, made to include such questions in the research instrument.

The six substantive areas to be separately discussed include per-

ceived adequacy of benefits, social value and prestige of the job,

quality of supervision, amount of excessive job stress, effect upon
  

family relations, and self-fulfillment. All of these concepts have, at

various times, been considered to be associated with the overall concept

of job satisfaction (see Chapter III).

 

1In Appendix C, the substantive areas are grouped together. When

actually administered, these questions (apart from initial background

material) were rearranged randomly.
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The adequaoy of benefits was measured as follows. A question was
 

asked with regard to satisfaction with present salaried benefits; a

second required the officer to compare his deserved salary with the

salaries received by other civil service employees.

The second substantive area, social value and prestige, required
 

three questions designed to obtain measurements of three separate

beliefs: recognition of the value of police services by the community,

prestige within city government, and individual status of the police

officer.

The third substantive area, quality_of supervision, required some-
 

what more questions. These included questions to determine satisfaction

with l) the immediate supervisor, 2) the lieutenant, 3) quality of

leadership in the department as a whole, 4) recognition of individual

efforts, 5) the ability to participate in supervisory decisions, and

6) the amount of observation on the part of supervisors.

The fourth substantive area, job stress, included several differ-
 

ent concepts. "Pressure", referring to the difficulty in performing the

various tasks, was considered to be a component. A second factor was

the degree of danger characteristic of the job. Since the impact of

perceived danger might be viewed differently, this was asked as a rela-

tive concept, forcing the officer to compare the amount of danger with

those of other public safety professionals. The third concept measured

as a part of "job stress" was the perceived amount of desired variety

provided by the tasks performed. It has been recognized that boredom

on partrol and the inability to obtain sufficient stimuli may be one of
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the most stressful features of policing.1 Finally, a fourth concept of

job stress included an officer's perceptions that the job might prevent

the individual from expressing his feelings or emotions.

The fifth substantive area, family relations, dealt with the con-
 

cept that there is a certain degree of interaction between satisfaction

with family life and job satisfaction. This category appeared to

require five questions concerning overall satisfaction with family life,

the affect of the police job upon family life, excessive worry on the

part of spouses and/or other close relatives about the officer's safety,

the degree to which the officer's work was of greater importance than

the officer's family and the extent to which the job caused the officer

to neglect family.

The sixth concept, self-fulfillment, by definition varies among

different individuals studied.2 It was decided to focus upon questions

designed to determine the perceived degree of freedom, the feeling of

accomplishment from work performed, and the extent to which an officer

felt that a job allowed him to use his judgment and particular capabili-

ties.

The seventh area, gbility for advancement in a job organization,

is concerned with the interest of the officer in obtaining equitable

 

1Rubin, pp. Qt.

2Promotional possibilities were isolated from general "self-

actualization" as a result of comnents received from officers tested in

San Diego as a part of the pretest. These officers suggested that in

fact, the potential for promotion was of primary importance in their own

determination of job satisfaction. (See question VII (d) of the ques-

tionnaire in Appendix C.)
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consideration for promotions. This required at least two questions,

one dealing with the possibility of the officer being transferred in the

department; and secondly, the officer's perception of whether those

promoted were selected from among those who did the best work. Upon

reflection, it would have been more appropriate to add a third question

ascertaining whether the officer felt satisfied with his possibilities

for being promoted within a department as opposed to or in addition to

being "transferred".

In order to obtain the patrol officers' impressions of their imme-

diate supervisor's style of supervision, four questions were asked.

These asked the patrol officer to analyze how the supervisor would per-

form when faced with four different duties: backing up patrol officers

in domestic disturbance calls, responding to traffic supervision and

accident investigations, assisting with crimes in progress, and monitor-

ing the patrol officer's preventive patrol. These four questions were

suggested by the author's dissertation advisors as a means for obtaining

some information regarding an officer's perceptions of the style of

supervision of his immediate supervisor without asking an unwieldy number

of questions. Naturally a supervisor's response is partially dependent

upon which officer is handling the call. This may therefore limit con-

clusions reached from the data. The facts of interest from this data

would be the degree to which subordinates agree on the management style

of their imnediate supervisor.
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Questionnaire Pretest
 

In January, 1978, the author having already received approval of

the dissertation concept, conducted a pre-test of the questionnaire

among approximately one hundred officers in the San Diego Police Depart-

ment. This process revealed that the questionnaire, as was first

devised, contained some questions that did not appear to be appropriate.

In addition, questions were later added concerning the importance of the

job satisfaction factors to an individual. Previously, attempts were

only made to ascertain the adequacy of the factors.

Pretest respondents were also asked three separate questions in

addition to the questionnaire:

a) "Were there any questions that you did not understand?

If so what numbers? "
 

b) "In light of the purpose of the study, did you find any

questions offensive?

If so, what numbers? "
 

c) "Are there any questions that were not asked that you think

would be helpful in analyzing satisfaction of police

officers?

If so, please write these down."

Several officers in the pretest stated that they considered pro-

motional opportunities were the most important factor in their job.

Because of these officers' comments, several questions were added form-

ing a basis of a seventh substantive area, opportunities for advance-

ment, thereby justifying its limited inclusion apart from the category

of "Self-Fulfillment".
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The next research instrument used was the Management Style Diag-

nostic Test developed by Organizational Tests, Inc. (displayed in

Appendix D). The authors purport this to be an objective, standardized

test by which management styles of supervisory personnel in many differ-

ent occupations may be typologized. The authors claim that this instru-

ment has been validated by tests administered to 15,000 managers in a

variety of occupational settings. The test's developers made the deter-

mination that every manager, to be successful, must possess three traits:

l) "task orientation", being the extent to which a manager directs his

subordinates' efforts toward goal attainment characterized by careful

planning, organizing and controlling; 2) "relationships orientation",

being the extent to which a manager has personal job relationships char-

acterized by mutual trust, respect for subordinates' ideas, and consider-

ation of their feelings; and 3) "effectiveness", being the extent to

which a manager achieves the specific output requirements of his posi-

tion. This may best be displayed by the three dimensional diagram

pictured as Figure l on the next page. According to the authors of the

MSDT, eight separate management styles1 arise.

l. The Deserter. The Deserter is a manager possessing low task
 

and relationship orientations and who does not achieve the immediate

output expectations of the position.

 

1The management styles are denominated as described by the authors

of the Management Style Diagnostic Test. The characterization of a

manager as a "Deserter", is of course, a somewhat picturesque phrase and

not wholly appropriate given that the authors conclude that on the aver-

age, one eighth of all managers fit each typology. The choice of terms,

therefore, appears unnecessarily value laden. Despite this, the same

terminology is used for the sake of convenience and for those readers

familiar with the nomenclature.
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2. The Autocrat. This is a manager who has a high orientation,
 

but little relationship or effectiveness orientation. The Autocrat is

seen as having no confidence in others, as being unpleasant, and as

being interested only in the immediate job.

3. The Missionary. The Missionary is a manager with a high rela-
 

tionship orientation but low task orientation. This individual does

not tend to achieve output requirements for his position. The Mission-

ary is seen as being primarily interested in harmony, but not in

achieving the goals of the job.

4. The Compromiser. The Compromiser is a manager who has a high
 

task orientation and a high relationship orientation but who fails to

stress the immediate output requirements of the position. This manager

is seen as being a poor decision-maker and as one who allows various

pressures of the situation to be of too much influence. There is a

tendency to minimize immediate pressures and problems rather than maxi-

mize long-term production problems.

The preceding four styles of management are regarded as being

somewhat less effective because the managers so described tend to lack

some of the essential characteristics of successful managers, e.g., not

having the proper amount of ability to relate to co-workers and sub-

ordinates, and/or not being properly motivated with the goals of the

organization, and/or not being attuned to production of the specific

tasks assigned to them.

The authors of the MSDT found that the four additional styles of

management tended to result in more effective leadership:
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5. The Bureaucrat. This is a manager who uses a low task orienta-
 

tion and a low relationship orientation in a situation where such

behavior is appropriate. The Bureaucrat is seen as being primarily

interested in rules and procedures for their own sake and is perceived

as wanting to maintain control of the situation by use of such devices.

Others usually see this individual as being very conscientious.

6. Benevolent Autocrat. This is the term for a manager having
 

high task orientation and low relationship orientation in a situation

where such behavior is appropriate. This manager is seen as having

goals and achieving them without creating undue resentment.

7. The Developer. This manager has a high relationship orienta-
 

tion and a low task orientation in a situation where such behavior is

appropriate. The Developer is seen as having implicit trust in people

and as being primarily concerned with them as individuals.

8. The Executive. This is a manager who uses a high task orienta-
 

tion and a high relationship orientation in a situation where such

behavior is appropriate and who is therefore more effective. The

Executive is seen as a good motivator who sets high standards and treats

everyone somewhat differently and is perceived as preferring team manage-

ment and input from subordinates.

The central tenet of the authors of the Management Style Diagnostic

Test is that the four more effective styles (styles 5 through 8) may be

equally effective depending upon the situation in which they are used.

Some managerial jobs are said to require that different styles be used

at different times, whereas other jobs tend to demand only one or two

styles consistently. Therefore, a particular executive's traits must be
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matched with the demands of the job. This test measures the style of

management customarily used by any particular manager.

The advantage of this type of validated test is that a researcher

may be fairly confident that the test in fact measures the frequency

of particular supervisory traits and the style of management used by a

particular supervisor. The usefulness of this instrument is also

strengthened by the fact that validation has been undertaken with many

different occupations.

The disadvantages of using such an instrument are very similar to

those of a general questionnaire:

1) Respondent fatigue is likely to be fairly great given that the

typical respondent would not understand the meaning of the questions

being asked nor their signifidance in determining his particular manage-

ment style.

2) The foregoing would be compounded by the use of some fairly

nonnative words describing the management characteristics of particular

supervisors. For example, one can be fairly certain that no supervisor

would wish to be labeled a "Deserter", "Compromiser", "Autocrat", or

"Missionary". If a particular supervisor realizes that his answers on

these questions may so brand him, it is very possible that answers will

significantly change.

3) Assurance that this particular test has been validated through-

out many occupations, while of some comfort, is not decisive on the

question of the validity of the study for the extremely specialized area

of police supervision. Many of the factors that make police organiza-

tions unique, including a paramilitary structure combined with high
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officer autonomy on the street, make organizational comparisons diffi-

cult at best.1

Given these rather serious limitations, the use of such a manage-

ment style diagnostic test must be carefully limited and subject to

safeguards. In this study, before any test was administered to a

supervisor, the author made certain to as great an extent as possible

that the supervisor was motivated to want to learn his management style,

to better understand his own performance and to understand the reactions

of his subordinates. During this interview, confidentiality of

responses and the arbitrary nature of the designations of management

styles were emphasized. By the use of such a pre-instrument interview,

it was hoped that problems of participant fatigue and apprehension over

confidentiality would be greatly lessened. The admitted problem of

validity in the specialized area of police administration was somewhat

lessened by the author's corroboratory comments about the sergeant's

supervisory style written immediately after the interview. This is, of

course, a non-empirical measurement; however, it does serve as a partial

check.

Interviews
 

The third research instrument used was an interview. Interviews

in general are used for better understanding of a particular respondent's

 

1The author contacted the testing company promoting the MSDT and

found that no validation has been done with police departments as of

this time.
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attitudes. This is the only major research instrument outside of field

research allowing a certain amount of serendipity, e.g., finding

results that were not anticipated in the original research design. For

this reason, it is very often used when a number of formal and informal

factors may cause observed results. Because an interview shows some-

what more concern for a person's attitudes than a questionnaire, it is

also used as a method of motivating the respondent, thus minimizing the

probability of inaccurate or incomplete answers in subsequent research

instruments.

Limitations of such an approach include the following:

1. There is a heavy time commitment required of both the

researcher and the agency involved. As such, it is "costly".

2. Another important weakness is that individuals who are being

studied may distort information to impress the interviewer or have

similar interactional patterns leading to inaccurate responses.

3. Another limitation is that use of an interview format, even

if highly structured, still leads to data that is difficult to empirical-

ly compare.

4. The final constraint is that very often interviewer bias and/or

distortion can occur.

5. The meaning derived by the interviewer is based on perceptions

of the interviewer, rather than perceptions of the individuals being

studied.

For these foregoing reasons, it is extremely important to only use

interviews where the researcher has a clear preconception of what type

of data is likely to be received, is highly trained to obtain accurate
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answers from the respondent, is aware of his own biases and despite

such attitudes, receives and correctly records responses.1

For these limiting reasons, interviews were used solely to obtain

less structured data on the attitudes of police supervisors, and as a

method of interesting such personnel in the research. This latter

function must be emphasized since it may have made a critical differ-

ence in the acceptance of the questionnaire on the part of subordinate

officers.

Field Observation
 

The fourth technique used was that of the field observation. The

uses of such an approach primarily center upon the ability of a research-

er to obtaininrdepuiinteraction with a few of the respondents. This,

in turn, allows a researcher to obtain a more adequate understanding of

the information operations of the person being studied. Frequently,

individuals may be unaware or repressing behavior that may be of signifi-

cant interest to an observer. Therefore, this is perhaps the best

method for obtaining an in-depth understanding of the role of the organi-

zation being studied and of the individuals with whom one interacts.

 

1For a more comprehensive analysis of the uses of such data, see

Jean M. Converse and Howard Schuman, Conversations at Random: Survey

Research as Interviewers See It. New York: John Wiley and Sons, Inc.

(1974); Lewis Anthony Dexter, Elite and Specialized Interviewing,

Evanston: Northwestern University Press (1970); StepheniATiRichardson,

Barbara Snell and David Klein, Interviewing: Its Forms and Functions.

New York: Basic Books, Inc. (1965).
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A successful researcher may also increase rapport with the subject, as

he is not likely to be viewed as a threatening figure. Thus, the

problem of acceptance of the research by the respondents may be further

minimized.

Despite the benefits of field observation, it is somewhat limited

as a technique for generation or large scale empirical data.

1. By definition, it provides the least structured method of

collecting data since the researcher should not actively intervene in

the performance of the respondent's duties.

2. For the same reason, the data gathered is not readily replic-

able.

3. This method takes the most time of the agency and the

researcher.

4. The researcher is limited by the activities actually occurring

in the particular day's shift for that particular officer. As such,

external validity of observations does not come readily. To avoid

generalizing from a possibly atypical situation, the observer has to

repeat many days of observation to obtain a representative sampling.

5. Observations cannot be used to study attitudes, beliefs, or

values.

6. The observer will often not know what behavior is significant.

7. The presence of an observer may affect behavior.

8. It is well-known that conducting a valid field study requires

extensive skill and training in gathering such data. The researcher has

to be conscious of obtaining data without appearing to do so. If the
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respondents are cognizant that the observer's mission is to obtain data,

the interaction may be altered affecting the results reported.

As a result of these limitations, the author used field observa-

tions and field notes in a very limited capacity. Approximately three

16 hour days (two shifts per day) were spent in each of the two police

departments riding with different patrol cars in each shift. As a

result, performance was viewed for six shift days in each department.

This provided some information regarding the informal opinions of the

officers and some much needed information regarding structure and opera-

tion of the department. In addition, the fact that the author conducted

such field studies appeared to increase acceptance of the research on

the part of other officers subsequently given the questionnaire. The

author used this method to illuminate primary data received from

questionnaires. In order to make more extensive use of interview data,

much more extensive preparation would be needed to determine what infor-

mation to extract prior to each shift, training in the conducting of

such participant observations should have been undertaken and a much

more extensive time commitment would have been needed to enable the

researcher to obtain a representative sampling of officers in many dif-

ferent situations. Therefore, it must be stressed that this method is

used in this study solely in a limited capacity to supplement the prim-

ary data collection efforts, the administration of a questionnaire and

the Management Style Diagnostic Test.
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Operationalization
 

The major research effort is to determine the association of some

specific factors with job satisfaction. Major variables tested include

background variables, job attitudes and style of supervision. Before

an analysis is made correlating job satisfaction with each of these

factors, it is necessary to select an appropriate sample to be tested

and to operationally define job satisfaction, the primary dependent

variable. With regard to groups studied, separate tests will be run

for each of the different sample groups. These groups constitute:

1) Detroit police officers; 2) Oakland police officers; and 3) all

officers tested from both Detroit and Oakland.

Obtaining a satisfactory operative definition of job satisfaction

is, as might be expected, somewhat more difficult. As noted in Chapter

I, the problem of defining job satisfaction is compounded by the fact

that authorities studying the concept have found it to be somewhat

ambiguous with no theoretical definition obtaining complete acceptance.

As the author expressed when defining job satisfaction, an adequate

understanding of job satisfaction is at least partially dependent upon

the attitudes, desires, and expectations of individual employees.

These problems with the theoretical definition suggest that it would be

equally inappropriate to advance an operative measure of job satisfac-

tion. Four separate operative definitions of job satisfaction are

therefore proposed and will be separately tested. They include the

following.
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1. Job satisfaction will be defined as the product of the seven

factors discussed earlier perceived sufficiency of: monetary considera-

tions and benefits, social prestige, job stress, supervisory style,

impact upon family life, self-fulfillment and ability for advancement.

The mean of each index will then be weighted equally. The strength of

this measurement is that it allows the researcher to weigh each of the

proposed factors equally. As noted in the discussion of the question-

naire, concepts required the researcher to ask considerably more ques-

tions than for other categories. As a result, merely totalling raw

scores on the questionnaire would unduly emphasize the former.

To define job satisfaction on the basis of the mean score of an

individual, six questions were designed to elicit overall attitudes

toward the job.

1. "How satisfied are you with the sort of work you are doing?"

2. "Would you advise a friend to join this department?"

3. "How often have you considered leaving police work?"

4. "Are you more or less satisfied than when you first started

the job?"

5. "Are you satisfied with the department as it now stands?"

6. "If benefits were approximately the same, would you prefer

to stay in this department or would you rather join another

department of similar size?"

The following two measures of job satisfaction were advanced

because of the author's belief that individual employees should be

allowed to specify which factors are deemed to be most salient. Since

both measures had varying strengths, they were each used for initial

analysis.
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3. The first method of weighting officer preferences in determin-

ing job satisfaction is to only count the two most important factors

that the officer has selected in a question designed to elicit such

information. One of the questions in the questionnaire asked the

officer to specify the relative importance of these seven concepts in
 

numerical order (see Appendix B, question 45):

“Of the following items concerning job characteristics, please

rank them in order of importance to you:

Adequacy of benefits

Community prestige

Quality of supervision

Stress of job

Effect on family

Personal fulfillment

Ability for advancement

The strength of this measurement is that it avoids the statistical prob-

lem of erroneously crediting the ordinal concept of the relative

importance of particular factors with numerical characteristics, e.g.,

equal interval spacing between the most important and "second" most

important factors. Instead, it relies solely upon the two factors

identified as the most important. The weakness of this method is that

it only gives data on the two factors considered most important by the

officer. If there are factors that are nearly as significant they

should, of course, be included to some degree in job satisfaction meas-

urements. This type of measurement would, however, forbid utilization

of data.

4. The second method of weighting relative importance of the

factors comprising attitudes relating to job satisfaction is to count

only those categories that an officer has weighed as being the
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"most important" or a "fairly important" aspect of the job. To obtain

such data, officers were asked questions in each area designed to find

out the intrinsic degree of importance of a particular job facet. An

example of such a question is as follows:

"How important do you consider it to be to have a job that

people outside your organization appreciate?"

1. It is the most important aspect of any job.

2. It is a fairly important aspect of a job.

3. It is not too important.

4. Other things are much more important.

Only those categories that an officer suggests are "most important"

or "fairly important" will be considered with no attempt at differentia-

tion between these two responses. This method also minimizes the

problem of converting this type of ordinal data to a numeric measure-

ment. It also provides somewhat more data than number three since it

allows the officer to select more than one job factor that is important

in determining job satisfaction. Of necessity, it does not extract all

data of relative importance since it does not differentiate between

"most important" and "fairly important". It also will eliminate some

officers who will uniformly have attached a low importance to all

factors and will, therefore, provide a smaller sample size.

Indppendent Variables
 

Having determined the subject to be studied in the samples upon

which such study will be conducted, it is incumbent to list the independ-

ent variables upon which correlations will be found. This may be divided

into three different categories. First, background variables include
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most of the salient features of the individual patrol officers being

age, sex, marital status, race, religion, years on the force, years of

education, and type of education.

The second are the seven subgroups of attitudes toward the job.

These include perceived sufficiency of monetary consideration and bene-

fits from the job, perceived sufficiency of social prestige, amount of

excessive job stress, attitudes toward supervisory style, degree of

adverse impact upon family life, self-fulfillment and ability for

advancement permitted on the job.

The third independent variable relates to the style of supervision

of the immediate supervisor of the patrol officer. As noted earlier,

extensive use is being made of the Management Style Diagnostic Test by

Organizational Tests, Ltd. This test has attempted to quantify various

aspects of a supervisor's management style. Degrees of relationship

orientation, task orientation and effectiveness are combined to create

a matrix of eight separate management styles. Four of these styles are

in turn grouped as "effective" management styles (Executive, Bureaucrat,

Benevolent Autocrat, and Developer) while four styles are viewed as

being somewhat less effective (Deserter, Autocrat, Missionary, and

Compromiser).

Method of Analysis
 

The mode of analysis for all of the research relating job satis-

faction to other variables shall be consistent. Initially, both back-

ground variables and subgroups of attitudes toward jobs will be
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separately tested in multiple regression analysis combining only the

variables of that category. Naturally, tests will be made with all

three samples: Detroit, Oakland and the combined sample using all five

measures of job satisfaction. The use of multiple regression analysis

will also instruct the computer to provide various indices as to the

frequency of the variables being studied, the degree of intercorrelation

and the amount of variance explained. The third type of analysis to be

undertaken is in analyzing the prospective style of supervision.

Multiple regression analysis is not as useful since the first and second

measurement of style of supervision are more in the nature of descrip-

tions, not numeric or ordinal data. As such, correlations are the only

logical method of analysis that might be used with numbers one and two.

Correlations will therefore be undertaken with all of the measures of

job satisfaction in all three samples. Degree of relationship orienta-

tion, task orientation and of effectiveness will be tested on the basis

of multiple discriminate analysis since this ordinal data may be used

in such form.

Finally, an overall use of multiple regression analysis will be

conducted analyzing the combined effect of all background variables,

attitudes toward the job and style of supervision upon job satisfaction.

It is recognized that style of supervision has not generated data that

is usually used with multiple regression analysis, e.g., measurement of

separate styles of supervision is more in the nature of descriptive, not

numerical, data. Similarly, most of the other measurements are more of

an ordinal nature even if expressed in numeric terms. Despite the
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distortion introduced by “shoehorning'l this statistical technique into

the data available, it is proposed to do so to obtain some data which

will analyze overall impact of all the factors. If a review of data

shows that this is not an appropriate use of multiple regression analy-

sis, separate runs shall be undertaken using only background variables

and the other attitudes toward the job while omitting style of supervi-

sion.



CHAPTER V

RESULTS

I. Introduction
 

This chapter will present the research findings obtained from

this study of the Detroit and Oakland police departments. Organization-

ally, it will consist of three major sections: 1) a description of

pertinent sample characteristics; 2) a descriptive examination of the

findings pertinent to the hypotheses presented in Chapter IV; and

3) a limited analytical examination through regressional analysis to

determine relative impact of these variables upon variance.

Several limitations upon the data should be stated at the onset.

First, this study is exploratory in nature. As stated earlier, while

there are a nunber of comprehensive job satisfaction studies, such

studies have not been attempted in police organizations. Therefore,

while this study presents a limited analysis of results, it must

primarily be regarded as being a tentative exploration of police job

attitudes.

Second, the primary research instrument, the questionnaire admin-

istered to patrol officers, has not been previously used. Therefbre,

it is difficult to precisely determine the response that would be

expected fOr "satisfied", "less satisfied" or "dissatisfied" officers.

144
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Because of this limitation, some interesting data will be presented

even if the author cannot be certain that the responses measure absolute

levels of job satisfaction.

II. Descriptive Analysis of SampJe Characteristics
 

A brief description of the patrol officer sample's background and

attitudinal characteristics will be presented prior to analyzing if

various hypotheses were supported by the data. The distribution of the

sample has been presented in three categories: 1) Detroit, containing

94 officers unless otherwise specified; 2) Oakland, containing 76

officers unless otherwise specified; and 3) the Detroit-Oakland sample

combined, containing 170 officers unless otherwise specified. These

background characteristics are displayed in Table 13.

A. Age Distribution
 

In the original questionnaire (see Appendix B, page ), age was

divided into eight categories (19 and under, 20-24 years, 25-29 years,

30—34 years, 35-39 years, 40-44 years, 45-49 years, and 50 and over).

Summary Table'k3shows that the sample interviewed varied from the ages

of 20 to 44.

One characteristic of this sample is that there are no officers

under the age of 20 or over the age of 44 (see Chapter VI, ipipp).

There are no officers under the age of 20 since neither Oakland nor

Detroit will admit officers to full duty status under 21 years of age.

Instead, such individuals are allowed to join pre-service para-

professional cadet programs. In addition, it is possible that most



Table 13. Sample Characteristics by Location

 

 

 

 

Detroit Oakland Combined

N % N % N %

Age

Under 20 O 0 O O O 0

20—24 11 11.7 6 7.9 17 10.0

25-29 39 41.5 28 36.8 67 39.4

30-34 30 31.9 34 44.7 64 37.6

35-39 9 9.6 7 9.2 16 9.4

40-44 5 5.3 1 1.3 6 3.5

Over 45 O O O O 0 O

921 “100.0 7'6 100.0170 00.0

Race

Black 33 35.1 18 23.7 51 30.0

Caucasian 59 62.8 46 60.5 105 61.8

Hispanic 2 2.1 6 7.9 8 4.7

Other* 0 O 6 7.9 6 3.5

90 100.0 76 10000 170 100.0

Marital Status

Single 24 25.5 11 14.5 35 20.6

Married 61 64.9 54 71.1 115 67.6

Divorced 9 9.6 11 14.5 20 11.8

94 10070 70 100.0170 .

Years in Policing

1-4 49 52.1 26 34.2 75 44.1

5-9 32 34.0 37 48.7 69 40.6

10-14 7 7.4 11 14,5 18 10 6

15 or more _p_ 6.4 2 2.6 8 4.7

94 100.0 76 100.0 170' 100.0

Spousal Employment

No 23 35.9 19 34.5 42 35.3

Part-time 7 10.9 10 18.2 17 14.3

Full-time 34 53.1 26 47.3 60 50.4

Not applicable 30 21 51

974 10070 76 100.0170 100.0

Pre-service Education Attainment

High School 30 31.9 10 13.2 40 23.5

Some college, no degree 42 44.7 22 28.9 64 37.6

AA Degree 22 22.4 33 43.4 55 32.4

2+ years college 0 O 11 14.5 11 6.5

974' 10070 7'6 100.0170 100.0

Inservice Education

None 49 56.3 29 41.4 78 49.7

Criminal Justice 29 33.3 28 40.0 57 36.3

Science 3 3.4 4 5.7 7 4.5

Liberal Arts 6 6.9 9 12.9 15 9.6

07' 10070 70 100.0157 100.0

Sex of Officers

Male 73 77.7 73 96.1 146 85.9

Female 21 22.3 3 3.9 24 14.1

9'4 100.0 70 100.0170 100.0

 

*

The word "other" was selected in lieu of naming all other potential

groups: Oriental, Amerind, etc. It is, however, assumed that "other"

primarily refers to Oriental officers. The author did distribute

questionnaires to Orientals in Oakland. Data shows only six people

selected “other", all six were from Oakland.
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older officers in these cities have been either promoted or are no

longer assigned to general patrol duties.

The majority of officers were between the age of 25-34: Detroit,

73.4% (69) and Oakland, 81.5% (62). Since selection was not based on

officer age, this result is probably reflective of the high proportion

of patrol officers in that age group. The distribution in Summary

Table 13 shows that of the two samples, those from Oakland had fewer

between the ages of 20-24 or over the age of 40 than those from Detroit.

B. Racial Distribution
 

Summary Table 13, shows that the sample has a high percentage of

minority officers with Caucasians representing only 61.8% (105) of the

combined sample, while black officers accounted for 35.1% (33) in

Detroit and 23.7% (18) in Oakland. This percentage would appear to be

less than the representation of white officers in comparable cities

(see Chapter VI, ipipp). These figures approximate (within 2%) the

racial composition of the department. Similarly, while the hispanic and

"other" categories are higher than the national average, both tend to

be fairly accurate reflections of minority representation in their

respective departments. This result may, in part, be explained by these

two department's affirmative action programs (see Chapter IV for more

detailed explanation).

C. Marital §tatus
 

As expected, the summary table shows that most officers are cur-

rently married. In addition, there were a rather high number of

divorced officers. It should be noted that the questionnaire probably
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underrepresented the latter since no differentiation was made between

individuals in their first marriage and those in a subsequent marriage.

Similarly, formal or informal separations would probably have indicated

that they were married.

0. Years in Policing
 

Consistent with the data showing that the sample consists largely

of officers between the ages of 24-35, 84.7% (162) have less than ten

years of active service and fewer than 5% (8) have fifteen or more

years of service. While the figures in Oakland and Detroit were similar,

there appeared to be a higher percentage of those with less than five

years of experience in Detroit, 52.1% (49) compared to 34.2% (26) in

Oakland. The lack of many officers with over ten years of experience

somewhat limits the amount of sample variance, at least regarding this

variable.

E. giousal Employment
 

Summary Table 13 indicates that the majority of married police

officers are not the sole family wage earners. Over half, 50.4% (60)

of the 119 officers responding to this question reported that their

spouse had full-time employment.1

The high rate of spousal employment may be reflective of continu-

ing social trends toward multiple wage earner families. It may also be

partially due to the sample being skewed toward younger officers that

 

1The percentage may be slightly higher since only 115 of the

officers reported that they were married.
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are presumably more in need of capital, having less accumulated funds

and being less likely to have children to occupy one's spouse.

F. Pre-service Education Attainment
 

Summary Table 13 indicates that the sample has more pre—service

education than many otherwise similar police departments (see Chapter VI,

‘ipipp). While both departments require officers to have at least a

high school degree, a rather high percentage of officers had completed

some college. This result may partially be a function of the relative

youth of these samples having had ready access to collegiate criminal

justice programs and partially because of recent encouragement of fur-

ther education by various programs administered by the Veterans Admin-

istration and by the Law Enforcement Assistance Administration, for

example L.E.E.P.

It should, however, be noted that there were marked differences

in preservice educational attainment between the samples. In Oakland,

only 13.2% (10) officers had just a high school degree compared to 31.9%

(30) in Detroit. Similarly, in Oakland, 57.9% (44) had at least an

associates degree compared to 23.4% (22) in Detroit. Finally, no

Detroit officers indicated that they had education beyond the level of

associates degree prior to entry.

G. Inservice Education
 

As Summary Table 13 indicates, over half of the 157 respondants,

50.3% (79) did participate in inservice educational programs. This

figure was higher in Oakland, 58.6% (41) compared to 43.6% (38) in

Detroit despite the fact that approximately 58% (44) of Oakland's
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officers already completed at least a pre-service associates degree.

This widened the initial pre-service disparity in educational attainment

reported at Number 6, ppppp.

As might be expected, most officers participating in inservice

education concentrated in criminal justice related programs with between

two-thirds and three-quarters in such a curriculum.

H. Sex of Officers
 

As expected, there were far more males, 85.9% (146) than females,

14.1% (24) in the combined sample. The female minority while adequately

reflecting proportions of the respective departments (see Chapter IV,

ppppp) appears higher (at least in Detroit) than similar police depart-

ments (see Chapter VI, ipipp). However, the overall sample conceals

major differences in the Detroit and Oakland samples: 22.3% (21) f0r

Detroit and 3.9% (3) for Oakland. This disparity is most likely the

result of Detroit's overall affirmative action program including the

hiring of many female recruits. Oakland's affirmative action program

and consent judgment to a discrimination case, see Chapter IV, pppp_,

has not yet produced equivalent results.

III. Descriptive Findings
 

A. Sample Attitudes and Their Relationship

to Background Characteristics

 

 

The police officers studied in Detroit and Oakland reveal consider-

able variance in expressed job attitudes. This section summarizes such

attitudes and descriptively discusses differences.
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It should be noted that expressed responses toward particular job

characteristics appear to reveal areas of job dissatisfaction, however,

as this is the first use of this instrument, several limitations must

be stressed. First, there is no "reference point" to determine what the

expressed attitudes of a "satisfied" or "dissatisfied" officer would be.

Because of this, expressed dissatisfaction may be a function of the

norms of the lower ranking police subculture in Detroit and in Oakland.

For example, the author has heard most officers complain at some point

about the insensitivity of departmental leaders. This may, of course,

be reflective of profound dissatisfaction with this aspect of the

department. It may, however, merely be a reflection of norms to come

plain about their superiors. This instrument, being tentative in nature,

would not test differences between expressed and actual job satisfaction

or dissatisfaction. Further, such norms may vary depending on the

department studied. It is conceivable that actual levels of job satis—

faction in Detroit and Oakland are similar even though differences in

expressed job satisfaction were observed. Cultural norms expressing

degrees of satisfaction in more or less emphatic terms might not really

be indicative of differences in actual values. This is one reason why

cross-departmental job satisfaction studies must be approached with

caution.

Second, because this particular instrument has not been used in

other employment settings, any effbrt to interpret the data as showing

a profound level of job satisfaction or dissatisfaction is suspect.

Such an instrument would need to be administered to different depart-

ments and (in modified form) to different occupational groups before
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absolute judgments might be realistically advanced.

In light of these limitations, the data presented must be viewed

primarily as an effort to find relative levels of expressed dissatis-

faction in the particular job situation. Such data use allows the

researcher to determine if any background or attitudinal trait was corre-

lated with particular levels of expressed satisfaction. In addition, it

allows the researcher to observe relative expressed dissatisfaction of

different aspects of the job. For example, the observation that

"dissatisfaction with opportunities for advancement" is more frequently

expressed than "dissatisfaction with self-fulfillment received from the

job" might be significant of itself. Finally, even if it is true that

it is the "norm" for officers to complain about particular job character-

istics, it is significant to study those suggestive areas (and the

groups) that do not follow predicted norms.

l. Perceptions of the adeguacy of benefits:

the Salary and Benefits Index

 

 

Patrol officers were asked two questions to determine if officers

believed their salary and benefits to be adequate:

a) How satisfied are you with your present salary and

benefits?

b) As compared with other civil service employees, how

would you rate your total compensation?

Responses demonstrate that most officers expressed some degree of dis-

satisfaction with benefits received. In responding to the first ques-

tion, only 12.4% (21) of the combined sample believed that their

benefits were "about right".
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Responses illustrate the tendency to have reported dissatisfaction

increase when officers compare adequacy of compensation to that of

other civil service employees. This may be significant since the city

administrators in both cities have attempted to maintain wage parity

among all protective service employees. To the extent that this is not

the case, police officers usually are compensated slightly higher than

equivalent fire department personnel, etc. This study suggests that

police officers as a group may not be satisfied with obtaining parity.

Therefore, this policy may not be resulting in increased employee job

satisfaction among patrol officers.

Table 14 is a derived table aggregating mean responses to the two

previously stated questions. Several comments about the use of these

derived indices are in order.

Table 14. Salary and Benefits Index

 

 

 
 
 

 

Detroit Oakland Combined

N % N % NA %

Very low 5 5.3 5 6 6 10 5 9

13 13.8 16 21 l 29 17 l

39 41.5 18 23 7 57 33 5

32 34.0 28 36 8 60 35 3

Very high '_5 5.3 _2_ ll 8 _ii_ 8 2

94 100 76 100 170 100

 

One initial comment about the Salary and Benefits Index will be

true of most of the artificially derived indices discussed hereafter.

There is a tendency toward a modal distribution, a high frequency of a
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"3" response and somewhat fewer "1" or "5" responses than for the indi-

vidual questions. This tendency toward more central responses occurs in

derived Likert scales since it is less frequent for an officer to

express consistent responses to all questions included in any particular

index. Hence, the "typical" pattern of responses to artificially

derived indices is modal in nature, more or less approaching a bell-

shaped curve.

A second comment about the index relates to the nature of the

Statistical Package for Social Sciences (SPSS), the computer program

used. To allow more comprehensive cross-tabular analysis, the number of

cells was decreased by rounding responses to the nearest full digit.

In an index composed of an even number of questions as in the Salary

and Benefits Index, there is the possibility of reported scores midway

between the full digits, e.g., 1.5, etc. Under SPSS, these responses

are rounded upward, e.g., 1.5 = 2.0. Therefore, there was a consistent

upward bias in those four indices composed of an even number of ques-

tions: "Salary and Benefits Index", "Advancement Index", "Supervision

Index", and "Stress Index".1 This probably did not greatly affect

subsequent cross tabular analysis. For purposes of such analysis, only

a three point scale was used being: low (1 and 2), medium (3) and high

(4 and 5). Only the rounding upward of "2.5" and "3.5" responses would

therefore have changed results and only for the four affected indices.

 

1The other four indices, including the most critical, the

"Overall Index" had an odd number of questions and were not so affected.
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Table 14 showing the Salary and Benefits Index demonstrates that

most officers expressed a fairly high degree of satisfaction with

tangible benefits. In fact, 43.5% (74) of the combined sample averaged

at least a 3.5 response.

The Salary and Benefits Index was cross-tabulated against the

various background characteristics of the patrol officers to determine

if any of the latter covaried. Significance was determined by ascertain—

ing whether the reported chi square or Kendall's Tau C was significant

at a .05 level of probability or less.

For descriptive purposes, cross-tabular analysis was undertaken

for all indices and background variables. Results of this analysis is

displayed in Appendix E.

Table 15, ipipp, is a summary table of reported cross-tabulations

between the Salary and Benefits Index and the various background vari-

ables.

The Salary and Benefits Index was found to be related to several

background characteristics. First, age of the officer was found to be

inversely correlated with the index. This relationship may at least

partially be explained by the fact that patrol officer salaries while

increasing with years of experience does not increase markedly unless

the officer moves to a different grade. In Oakland, the range for

patrol officers was from $16,680 to $19,140 (1978) and in Detroit from

$14,103 to $18,647 (1978). Thus, while there is a high entry level

salary, subsequent salary gradations are quite small, possibly confound-

ing expectations of progressively higher compensation.
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Second, satisfaction with salary and benefits appeared to be

related to the officer's race with black officers somewhat less satis-

fied than other groups.

Third, satisfaction with salary and benefits appeared to be

inversely related to years of policing of the officer, but only in

Oakland. This factor may be partially explained by the extremely low

salary differentiation between beginning officers ($16,680) and the

highest paid patrol officer ($19,140), a total difference of $2,460.

Dissatisfaction with such limited salary differentials is not surprising.

Finally, it is unclear the extent to which answers to these ques-

tions reflect real dissatisfaction with this job characteristic or

merely a normal expression of a desire for more compensation. Such

expressions of dissatisfaction may be supporting Preiss and Ehrlich's

observation that recent police recruits had increasing interest in

economic security and pay increments compared to past recruits. To dis-

cover if this demonstrated significant dissatisfaction with compensa-

tion, one would have to conduct additional research either in the form

of analysis of responses from other occupations or by analysis of

factors leading to work stoppages, high absenteeism, rapid turnover and

other factors that are related to job dissatisfaction.

2. Perceptions of the social value and

prestige of the occupation: iThe

Prestige Index

 

 

 

As was discussed more fully in Chapter III, it has long been a

truism that police officers do not believe that their services are

regarded adequately by society or the municipal government.
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The following questions were asked to determine satisfaction with occu-

pational prestige:

a) Do other people recognize the value to society of police

services?

b) How satisfied are you with the police department's prestige

within city government?

c) How satisfied are you with your status as a police officer

in the community?

d) How important do you consider it to be to have a job that

people outside your organization appreciate?

Results reported in Appendix D confirm that the sampled officers

did not believe their occupation received sufficient prestige in the

community and that there is concern on the part of many officers over

the department's prestige in city government.

It is also interesting that responses to these questions demon-

strate greater expressed dissatisfaction with the department's prestige

in city government than in the community.

The overall Prestige Index was constructed by obtaining the mean

responses to these questions. Table 16 indicates that expressed dissat-

isfaction with some aspects of police officer department status within

the conmunity and city government. As expected, Table 16 showed a

modal distribution with 46.5% (79) responding with mean scores rounding

to “3". The remaining officers were somewhat more likely to express

negative attitudes, 32.3% (55) rather than positive, 11.1% (36).

The Prestige Index was found to be highly correlated with a number

of background variables, indicating that expressed concerns over the

occupation's prestige and status varies markedly among different groups

of officers.
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Table 16. Level of Satisfaction with Status in the Community and City

Government: the Prestige Index

 

 

  
 

 

Degree of satis- Detroit Oakland Combined

faction N % N % N %

Very dissatisfied 6 6.4 7 9.2 13 7.6

19 30.9 13 17 l 42 24.7

31 44.7 37 48 7 79 46.5

15 16.0 16 21 l 31 18.2

Very satisfied 1 2.1 3 3 9 5 2.9

 

First, there was an inverse relationship with age of the officer,

but only in the Detroit sample. The statistically significant correla-

tion with the combined sample appeared to be largely the result of the

Detroit data since the Oakland sample did not show any significant

result. The reason for the finding's presence only in Detroit is

unclear. It may partially be the result of racial factors as white

officers tended to be older on average than their black counterparts.

The Prestige Index did appear to be related to the respondent's

race. As may be seen from the following three tables, significant

results were reported only in the Detroit and combined categories.

However, this may be due somewhat to the relatively large numbers of

Hispanic and Other (primarily Oriental) officers in the Oakland sample,

approximately 16%. Apart from these individuals constituting very

small cell groups for cross-tabular analysis, a pattern in Oakland

developed between Black and Caucasian officers. In common with their

Detroit counterparts, it appears that the Caucasian officers as a group‘

expressed more dissatisfaction with their prestige than do Black officers.
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The combined table shows that fully 42% (44) of the Caucasian officers

indicated low satisfaction compared to only 16% (8) of the Blacks.

Conversely, over 31% (16) of Black officers compared to 18% (19) of

white officers expressed a high score for the Prestige Index. The

fact that white officers tended to be markedly less satisfied with the

occupation's prestige than Blacks was an interesting result not pre-

dicted by any previous literature. Several explanations are possible.

First, in cities with a black population majority (and in Detroit the

city administration is largely black), the white officers may feel

somewhat socially alienated or isolated from the population. Second,

it is possible that the white officers were recruited from different

class origins than black recruits and may be less satisfied even with

the same "prestige". Finally, and perhaps most significantly, in both

the Detroit and Oakland departments, the performance of the primarily

white police force has been the subject of divisive political debate

largely on racial lines. In Detroit, Mayor Young was elected largely on

the promise of making the "white“ police force more "responsive" to the

needs of the black population. He ran against a white police commis-

sioner, John Nichols, who supported the existing police department.

It would not be surprising if white officers favoring Nichols would

interpret his defeat as a demonstration of low occupational prestige in

the city in general and city govennment in particular.

Third, in common with the trend observed when studying correla-

tions with the age of the officer, years in policing appears negatively

related to the Prestige Index.
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It is unclear whether there is any pattern developing in this

observation of the Detroit data. It appears that the primary reason

for the statistically significant differentiation is because of the

fact that only one officer with a spouse working part-time has indicated

low prestige. In a cell sample of such a low amount, no conclusion

should be drawn. Table 17, ppppp, shows that the Prestige Index is also

positively related to pre-service educational attainment but only in

Oakland. The reason for finding this to be true in only that sample is

unclear.

3. Perceptions of the quality of supervision:

the SuperVision Index
 

As first noted in Chapter III and more fully examined in Chapter

IV, the officer's attitudes toward their departmental supervision are

quite complex. As a result, six questions were asked of all partici-

pants.

a) How much recognition does your department give you for a

job well done?

b) How satisfied are you with the type of leadership you

receive from your immediate supervisor?

c) How satisfied are you with the type of leadership you

receive from your lieutenant?

d) How satisfied are you with the quality of leadership in

the department as a whole?

e) To what extent are you allowed to participate in super-

visory decisions that affect your job?

f) How closely do you feel you are observed in your work by

your supervisors?

9) How important do you consider it to be to have a job under

a good supervisor?
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Answers to these questions demonstrate several important attitud—

inal trends. First, there is confirmation of the literature suggesting

that considerable numbers of officers express dissatisfaction with

departmental leadership, see Chapter 111. Such dissatisfaction, of

course, varies depending on the department being sampled and on the

level of leadership being examined.

Second, expressed dissatisfaction increases when the officer

evaluated the leadership of higher level supervisors as opposed to

sergeants. Expressed dissatisfaction (columns 1 and 2) increased

dramatically from 25.3% (33) for sergeants; to 37% (63) for lieutenants;

and finally, 54.7% (93) for departmental leadership as a whole. At the

same time, percentages of officers that were satisfied with particular

levels of supervision (columns 4 and 5) drastically decreased when

evaluating higher levels of departmental management: 47.1% (80) for

sergeants; 35.2% (60) for lieutenants; and 21.2% (36) for departmental

leadership as a whole.

It is unclear how much weight should be assigned to these observed

tendencies. One might argue that this demonstrates acute dissatisfac-

tion with the departmental leadership amerliorated solely by personal

respect for immediate supervisors. Alternately, this may be a function

of the primary officers interaction with their sergeants and to a pro-

gressively less extent, with their lieutenants and the departmental

command structure.1

 

1For confirmation that such interaction patterns actually exist,

see discussion of Muir, Chapter III.
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If officers primarily interact with their sergeants and they are

relatively satisfied with these contacts, then the expressed dissatis-

faction with departmental leadership may be due solely to the tendency

to rate someone you know somewhat higher than the "faceless" high

command.

Data suggests that officers are satisfied with several aspects of

their supervisors' performance. For example, there is some evidence

confirming that patrol officers as a group are not dissatisfied with

their immediate supervisors. When asked to evaluate one of the primary

supervisory tasks, how the supervisor observed the officer's work, the

majority found that the amount and type of observation by their super-

visor (sergeant) was "about right".1

However, responses to the questions suggest that patrol officers

are dissatisfied with one specific trait of departmental command offi-

cials relating to departmental recognition of exceptional efforts by

the officers.

Table 18. "How much recognition does your department give you for a

job well done?"

 

 

  
 

 

Degree of Detroit Oakland Combined

recognition N % N % N %

None 23 24.5 20 26.3 43 25.3

34 36.2 33 43.4 67 39.4

27 28.7 16 21.1 43 25.3

8 8.5 5 6.6 13 7.6

Great deal 2 2.1 _g_ 2.6 4 2.4

94 100 76 100 '170 100

 

 

1See discussion of Muir's research (Chapter III) re fact that only

the sergeant in the police organization takes the time or expends the
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This table demonstrates that most of the officers do not believe

that they receive very much, if any, recognition for superior perform~

ance; 63.7% (110), in fact, believed that they received none or little

recognition. This suggests that there is a substantial failure of

communication between command officials and patrol officers. It has

been noted in Chapter III that individuals who do not receive positive

reinforcement (recognition of merit awards) for good performance very

often are hostile toward those that withheld such recognition. It is,

therefore, not altogether surprising that negative attitudes are

expressed toward departmental leadership. Similarly, officers appear to

be dissatisfied with the extent of their participation in relevant

supervisory decisions. Over half of the sample, 54.7% (93) believe that

they have none or little participation in making supervisory decisions

affecting their jobs. This perception (whether or not based upon actual

fact) may also explain part of the expressed dissatisfaction with

departmental leadership.1 When an employee believes he has little con-

trol over the work environment, there may be an increased discontent

toward those wielding power and perceived as refusing to share responsi-

bility.

Responses indicate that 51.2% (87) of all officers believe that

their job generates "very excessive" or "excessive" pressure to meet

 

effort to learn about their subordinate's characteristics, recognizes

superior performance, or attempts to influence subordinate development

within the department.

1Subsequent research might profitably test this possible correla-

tion. To do this, many questions would need to be asked focusing upon

the desired level of participation and the areas of dissatisfaction

with departmental leadership.
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work demands. This conclusion was uniform for both departments with

51% (48) in Detroit, 51.3% (39) in Oakland. Overall, less than 18%

(30) of the combined sample rated their job as having "little" or "very

little" stress.

In addition to asking this overall question regarding perceived

stress or pressures generated by job demands, three additional dimen-

sions of stress were included: variety provided by the job, perceived

degree of inhibition of emotional expression, and the perceived danger

of the occupation compared to other public safety jobs.

Table 19. "Overall, how much variety do you consider your job as a

police officer provide?"*

 

 

   

 

Degree of Detroit Oakland Combined

Satisfaction N % N % N %

Very dissatisfied 11 11.7 7 9.2 18 10.6

Somewhat dissatisfied 29 30.9 29 38.2 58 34.1

About right 54 57.4 40 52.6 94 55.3

 

*

The questionnaire asked the officer to rate the amount of variety pro-

vided by the job. The amount of variety was given on a continuum from

"far too little" to "far too much". The answer indicating the highest

level of satisfaction was determined to be in the middle, a "3". For

purposes of calculating the Stress Index, data was rearranged and those

choosing a "3" on the questionnaire were given a "5" signifying approxi-

mately the right amount of variety. For purposes of the Stress Index,

those that chose "2" or "4" were given a code "3" indicating some

degree of dissatisfaction over the amount of variety. Those choosing a

"l" or a "5" were labeled "very dissatisfied" and given a "1".

In the area of job variety, most of the officers, 55.3% (94) con-

sider that their job provides approximately the right level of job

variety. Responses indicate that officers as an aggregate indicate that
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their job tends to frequently inhibit expression of emotions; 54.1%

(92) found such inhibition to occur "very often" or "often".

Finally, responses show that the officers overwhelmingly believe

that their jobs are somewhat more dangerous than other public safety

jobs (firefighters, corrections officers, etc.). Over 75% (128) stated

that their job was more dangerous, while only 7.7% (11) found it less so.

Table 20. Level of Satisfaction with Amount of Stress: The Stress

 

 

   

 

Index

Degree of stress Detroit Oakland‘ Combined

perceived N % N % N %

Very low 4 4.3 2 2.6 6 3 5

20 21.3 23 30.3 43 25 3

56 59.6 40 52.6 96 56 5

14 14.9 11 14.5 25 14 7

Very high 0 O O O O O

 

Table 20 reporting results of the Stress Index provides average

officer responses to the questions constituting the index. In common

with most of the other derived indices, the majority of officers

responded at an average level of a "3". There was, however, a high

percentage of officers, 28.8% (49) responding at an average level of

"l" or "2".

The Stress Index appears to be related to several background

variables, however, these background variables appear to be different

in Detroit and Oakland. First, the Stress Index appears to be related

to several background variables, however, these background variables
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appear to be different in Detroit and Oakland. First, the Stress Index

is related to race, but only in Oakland. Caucasian officers as a group

appear to have more officers expressing satisfaction with the level of

job stress.

Second, in Oakland, the Stress Index appeared to be inversely

correlated with years in policing although negative attitudes stabilized

for officers with five or more years experience.

In both departments, the Stress Index appeared to be inversely

correlated with the pre-service education of the respondents. Those

officers with less pre-service education appeared to be less satisfied

with the amount of stress from their job.

4. Perception of adverse impact upon family

relations: the Family Index

Five questions were asked requesting the officer to indicate how

he believed the job affected family life:

a) Would you say your relations with your family

are .
 

b) On balance, how do you think your job as a police officer

has affected your family life?

c) How much does your spouse or other close relative(s) worry

about your safety while you are on the job?

d) Would you say that, in practice, your work comes before

your family?

e) To what extent does your job cause you to neglect your

family?

f) How important do you consider it to be to have a job which

allows you to spend considerable time with your family?
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Over 61% (106) rated family relations "very satisfactory" or

"satisfactory". Only 21% (36) perceived their family relations to be

"very unsatisfactory" or "unsatisfactory".1 The patrol officers were

next asked how their job affected their family life. Responses revealed

that the majority of officers did not believe that their job markedly

affected family life. However, approximately 50% (84 out of 170) of the

sample believe their family is worried about their safety. This finding

reveals considerable potential for family tension.

Similarly, although the officers as a group do not believe their

work causes family neglect, far more indicated that their job did

affect time devoted to their family. Differences in responses between

questions may, of course, simply be related to differences in the per-

ceptions of the import of questions and/or the clarity of the question.

However, this may also be indicative that some officers are incapable

of admitting that their work may adversely affect family relations while

simultaneously refusing to deny its specific impact upon family life.

Table 22, the Family Relations Index, aggregates officer responses

to the questions in this index. Responses indicate high curtosis with

all but one officer averaging between two and four on the five point

scale.

 

1While this data shows that most officers have "satisfactory"

family lives, it may alternatively indicate an inability to negatively

answer an extremely personal question.
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Table 22. Level of Satisfaction with Family Relations: The Family

Relations Index

 

 

   

 

Degree of Detroit Oakland Combined

satisfaction N % N % N %

Very low 0 O O O O O

15 16.0 14 18.4 29 17.1

47 50.0 42 55.3 89 52.4

31 33.0 20 26.3 51 30.0

Very high 1 1 l O O l .6

 

As is graphically shown in Table 23, ppppp, no statistically sig-

nificant correlations were found between the Family Index and any of

the tested background variables. This result was somewhat surprising

since the literature suggests that many job attitudes may be influenced

by the officer's family life. This may indicate that while such corre—

lations may occur, they are not related to particular background char-

acteristics.

5. Perceptions of abiliiy to advance in the job:

the Advancement InHex
 

Patrol officers were asked two questions designed to determine how

satisfied they were with the prospects for job advancement:

a) How satisfied are you with your possibilities of being

transferred within the department?

b) Are people who get promoted in your organization likely

to be selected from among those who do the best work?

Responses reveal that most officers are dissatisfied with advance-

ment opportunities. One area of dissension was over fairness in the

promotion system with most reporting that promotions in the department
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were not primarily based upon ability. Findings also show significant

differences between Detroit and Oakland officers. In Detroit, 62.8%

(59) believed that it was "very unlikely" that a promotion would be

based upon ability compared to 34.2% (26) in Oakland. Conversely, only

a handful thought promotion based upon ability was "likely" or "very

likely", 6.4% (6) in Detroit and 15.8% (12) in Oakland.

In an effort to find more information regarding the phenomenon of

perceived unfairness of promotional opportunities, another question was

posed (but not inserted into the Advancement Index) asking the officer

to specify the factors that interfered with a more equitable promotion

policy.

In the Detroit sample, 43.6% (41) picked affirmative action as the

primary factor. If the category "other" is eliminated, fully 64% (41

out of 64) found this to be the primary factor disrupting promotion

based upon ability. In Oakland, 18.4% (14) of the sample and 45% (14

out of 31) of the sample selecting a specific cause found affirmative

action to be the primary factor. The high percentage in Oakland of

"other" responses, 59.2% (45), indicates that the officer malaise has

not yet become focussed upon any particular aspect of advancement and

there may indeed be none in Oakland.1

 

1In view of the high percentage of officers selecting the category

"other", especially in Oakland, it is suggested that several additional

responses be added. Suggestions are "racism", "tests unrelated to

merit" and "longevity in the department". The first category might well

be chosen by some minority officers; the second by those that resent

what are perceived to be irrelevant civil service examination and the

third by younger officers frustrated by seniority requirements.
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The second question contained in the Advancement Index asked the

respondent to evaluate the possibilities of lateral transfer in the

department. While responses to this question did not reveal the

extremely high expressions of dissatisfaction shown toward advancement

policies, it supports the conclusion that many officers may not be

content with intra-departmental mobility. Responses from Oakland show

somewhat more officers were very dissatisfied, 28.9% (22) compared to

19.1% (18). This difference was not very large and may, in any event,

be simply due to there being fewer transfer possibilities in a smaller

department.

Table 24. Level of Satisfaction with Opportunities for Advancement:

The Advancement Index

 

 

 

 

 

Degree of Detroit Oakland C nbi

satisfaction N % N % N %

Very low 13 13.8 10 13.2 23 13.5

37 39.4 26 34.2 63 37.1

35 37.2 26 34 2 61 35.9

9 9.6 13 17 l 22 12.9

Very high 0 O l 1.3 1 0.6

 

Table 24, The Advancement Index, aggregates responses to the two

preceding questions. This is the only derived index that shows a marked

skewness away from a modal pattern. Slightly over half of the overall

sample, 50.6% (89) expressed dissatisfaction while a meager 13.5% (23)

reported satisfied responses.

As shown in Table 25, pppp_, the Advancement Index is correlated

with several background variables. First, there was a negative



T
a
b
l
e

2
5
.

S
t
a
t
i
s
t
i
c
a
l

A
s
s
o
c
i
a
t
i
o
n

b
e
t
w
e
e
n

B
a
c
k
g
r
o
u
n
d

C
h
a
r
a
c
t
e
r
i
s
t
i
c
s

a
n
d

T
h
e

A
d
v
a
n
c
e
m
e
n
t

I
n
d
e
x

f
o
r

D
e
t
r
o
i
t
,

O
a
k
l
a
n
d
,

a
n
d

C
o
m
b
i
n
e
d

S
a
m
p
l
e
s

 

 

D
e
t
r
o
i
t
 

C
h
i
r

S
i
g
.

T
a
u

C

O
a
k
l
a
n
d
 

C
h
i
?

T
a
u

C
S
i
g
.

C
o
m
b
i
n
e
d
 

S
i
g
.

T
a
u

C

 A
g
e

R
a
c
e

M
a
r
i
t
a
l

S
t
a
t
u
s

Y
e
a
r
s

i
n

P
o
l
i
c
i
n
g

S
p
o
u
s
a
l

E
m
p
l
o
y
m
e
n
t

P
r
e
-
s
e
r
v
i
c
e

E
d
u
c
a
t
i
o
n

A
t
t
a
i
n
m
e
n
t

I
n
s
e
r
v
i
c
e

E
d
u
c
a
t
i
o
n

S
e
x

o
f

O
f
f
i
c
e
r
s

6
.
3
6

.
1
7

8
.
4
5

.
0
8

4
.
1
9

.
3
8

5
.
8
9

.
2
0

2
.
5
8

.
6
3

4
.
1
4

.
3
9

9
.
7
5

.
1
4

9
.
4
4

.
0
0
9
*

-
.
1
5

-
.
1
6

-
.
O
4

-
.
1
8

.
1
5

.
0
9
7

-
.
O
7

.
2
6

.
0
2
*

.
0
2
*

.
3
0

.
O
1
*

.
0
7

.
1
3

.
1
4

.
O
O

*

8
.
8
5

2
.
7
5

1
.
1
4

9
.
4
5

5
.
2
8

2
.
9
1

1
0
.
8
1

1
.
6
7

.
0
6

-
.
O
3

.
8
4

.
0
3

.
8
8

-
.
O
4

.
0
5
*

-
.
1
4

.
2
5

.
1
7

.
5
7

.
1
0

.
4
3

.
0
0
2

5
.
8
1

7
.
7
5

2
.
0
5

1
1
.
0
5

5
.
2
0

3
.

8
.
0
3

9
.
1
6

.
2
1

-
.
O
9

.
2
5

-
.
O

.
7
3

—
.
0
3

.
0
2
*

-
.
1
6

.
2
7

.
1
5

.
4
5

.
1
2

.
2
4

-
.
0
2

.
O
4
*

.
1
2

.
0
3
*

.
1
8

.
3
1

.
0
0
5
*

.
0
2
*

.
O
4
*

.
3
7

.
0
1
*

 *

S
i
g
n
i
f
i
c
a
n
t

a
t

t
h
e

.
0
5

l
e
v
e
l

o
r

g
r
e
a
t
e
r
.

\
l

0
"



 

176

correlation with the age of the respondant, but only for the Detroit

sample.

While the combined Detroit-Oakland sample also showed a statistic-

ally significant negative correlation, this appeared to be a residual

effect of the Detroit sample as there was no such finding from the

Oakland data. Years in policing also appeared to be negatively corre-

lated with the Advancement Index. This relationship was found in both

the Detroit and Oakland samples indicating that this phenomenon might

have more generalizable significance than mere age of the respondant.

The negative correlation between age (and years in policing) and

the Advancement Index may be partially explained by job position.

Officers that are older and/or who have greater seniority may have some

factors inhibiting advancement. This might be racial pursuant to

affirmative action programs, the result of bad evaluations, or due to

poor test taking. Regardless of reasons, these officers would appear

likely to express more frustration with advancement opportunities than

others. As noted earlier, salary differentials within grade, e.g.,

salary range, is extremely narrow, making dissatisfaction with advance-

ment opportunities likely to be quite important.

The Advancement Index also tended to be positively correlated with

increasing pre-service education although this did not reach statistical

significance in either the Detroit and Oakland samples separately.

The combined sample of 170 officers did show a statistically significant

finding demonstrating covariance between expressed satisfaction with

advancement and additional pre-service education.
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Finally, females in Detroit had a statistically significant higher

level of scores on the Advancement Index. No such relationship could

realistically be found in Oakland as there were only three female offi-

cers in that sample. It may be hypothesized that this reflects the

impact of affirmative action programs in Detroit. Policies have f0rced

the department to greatly increase advancement potential for women as,

until recently, there were only a handful of women supervisors largely

restricted to traditional "women's details".

6. Perceptions of the job's ability to advance

pprsonfii'iulfillment goals: The Self-

Fulfillment Index

To determine satisfaction with personal fulfillment goals, the

following questions were asked:

a) In your daily work, how free are you to make decisions

and act on them?

b) 00 you receive a feeling of accomplishment from the

work you are doing?

c) To what degree do you see your patrol duties as relying

on your own discretion and judgment?

d) How satisfied are you with the opportunities within the

department to improve your job skills?

e) Does your work make use of your particular capabilities?

Responses to these questions indicate that for most officers,

increased benefits are not the only factor that would prompt a desire

to obtain advancement. While 24.7% (42) of the officers in the combined

sample would not have desired a promotion without an increase in salary,

fully 61.2% (104) would be inclined to do so. Obviously, part of this

may be due to non-monetary benefits of advancement, e.g., a change to
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better duties and a more authoritative position. However, part may well

be a reflection of an officer's emotional commitment to seek advancement

with the structure of the police department.

Question "b" provides officer responses to a direct question of

whether the officer obtained any sense of accomplishment from his job.

Responses indicate that a plurality, 48.8% (83) give positive responses

(answering with a "4" or "5" on the five point Likert scale). Therefore,

there is tentative support for previous research which found that most

officers believe their work fulfills a necessary role.

Question "e" requested responses to the closely related question

of whether the job actually used the officer's capabilities. The table

showed a considerable percentage of officers expressing dissatisfaction,

32.7% (56) compared to 33.5% (57) satisfied. There is also considerable

variance between the samples with Detroit being 38.3% (36) negative,

27.7% (26) positive, compared to 26.4% (20) and 40.8% (31) in Oakland.

The reason for the tendency of Detroit officers to express more negative

attitudes is unknown.

Question "d" requests the officer to determine whether he believes

that his department provides officers with opportunities to improve

their job skills, presumably through provision for formal training,

seminar attendance or "job enrichment" programs. Responses indicate a

high level of dissatisfaction 48.8% (83) responding negatively compared

to 28.2% (38) positively. This negative response was one of the most

emphatic received to any question. While the format of the questionnaire

did not allow any follow-up to explain this response, the author's field

observations and discussions with patrol officers did attempt to obtain
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clarification. Most officers from both departments complained that

except for training in weaponry and self-defense, skills and an occa-

sional program funded by outside sources, the department only infre-

quently attempted to maintain or improve job skills or train them for

new techniques. It is interesting that the Detroit Police Department

does have access to the Criminal Justice Institute to provide inservice

education for its officers. This program, while helpful, may not be

available to all officers due to lack of sufficient funding.

Several questions sought responses to one aspect of self-fulfill-

ment, the ability to make and act upon decisions. Question "c" re-

quested the officers to evaluate the extent to which they have decision-

making autonomy. Most officers in the samples from both departments

believed that they were not significantly limited in their freedom to

make major decisions with approximately 80.6% or 137 officers selecting

"very frequently" or "frequently". Despite this, answers to two related

questions, "a" and "e" reveal that the officers do in fact perceive that

they are often inhibited from making and acting upon decisions.

Responses also indicate that many officers believe that job per-

f0rmance depends ppip_upon following departmental rules and regulations,

50% (85) and relying upon their own discretion and judgment, 71.2% (121).

However, considerably fewer officers express reliance upon departmental

rules and regulations than upon their own judgment and discretion.

Combining responses "a" and "c" suggest that many officers perceive

themselves inhibited from carrying out their jobs in the way they

believe is best by departmental rules and regulations.
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Table 26. Level of Satisfaction with Fulfillment Received from Job,the

Self-Fulfillmentlndex

 

 

   

 

Level of Detroit Oakland Combined

satisfaction N % N % N %

Very low 0 3.2 0 O O O

3 53.2 4 5.3 7 4.1

50 41.5 31 40.8 81 47.6

39 2.1 41 53.9 80 47.1

Very high 2 O O 2 1.2

 

Table 26, the Self-Fulfillment Index is a composite of Questions

a-e. Aggregating reported results from these questions has resulted in

tendencies toward two categories: "3", 47.6% (81) and "4", 47.1% (80).

This index was the most positively skewed of any reported.

Reporting results as a composite may, however, conceal some

difference between the two departments. In the Detroit sample, the

majority averaged "3", 53.2% (50) compared to 43.6% responding closer

to "4" or "5". In Oakland, the majority, 53.9% (41) averaged a "4".

The reasons for this disparity and its significance are unknown.

No significant differences were found between the Self- lfillment

Index and the various background characteristics. The meaning of the

failure to find any correlation with background variables is unclear.

Obviously, this does not indicate that no relationship might exist,

only that there was no relationship strong enough to be statistically

significant in this sample size.
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B. Attitudes Revealed by the Overall Job

Satisfaction Index and Its Relationship

t0Tthe JOD'SatTSTactTOn Indices

Overall job satisfaction is the primary focus of study for this

research. This concept was measured by the respondant's answers to

six questions clustered into three subject areas: expressed satisfac-

tion with the department, satisfaction with the work performed and

enthusiasm for the job.

a) How satisfied are you with the sort of work you are

doing?

b) Would you advise a friend to join this department?

c) How often have you considered leaving police work?

d) Are you satisfied with the department as it now stands?

e) If benefits were approximately the same, would you prefer

to stay in this department or would you rather join another

department of similar size?

Officers were first asked if they were satisfied with the work

performed and with the department as a whole. Previous research sum-

marized in Chapter 111 indicates that officers would be expected to be

somewhat more positive toward their job role than their department.

This did not appear to be the case. Responses Show there is more satis-

faction with the type of work being performed: 53.5% (91) positive and

14.1% (24) negative than satisfaction with the "current status" of the

police department 37.1% (63) positive and 36.5% (62) negative.

Responses to the questions varied considerably between Detroit and

Oakland. The Detroit sample had more dissatisfied workers, 18.1% (17)

than in Oakland, 9.2% (7), although percentages of satisfied workers

were similar. This relationship was reversed when dealing with
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satisfaction with the department; 28.7% (27) expressed dissatisfaction

in Detroit and 46.1% in Oakland while satisfied officers varied from

48.9% (46) in Detroit to 22.1% (17) in Oakland. These responses may

indicate that the Oakland officers are more motivated by the police

role than in Detroit while being less satisfied with their department.

This is possibly because greater satisfaction with the police role

leads to a greater desire to influence departmental policy. That

desire in turn would probably be frustrating in a paramilitary work

organization. But this is conjecture.

The following questions asked the respondant to determine how his

or her work experience has affected the level of enthusiasm of the

officer.

a) As compared with your feelings when you first started

out in the department, what is your present feeling

about your job?

b) What were your feelings when you first started out in

the job?

Responses demonstrate that the officers perceived initial high

levels of enthusiasm toward their work. Over 88.0% stated they had

"positive feelings" while only 4.1% recollect initial negative feelings.

Of course it Should be stressed that while an officer ppp_believes he

was enthusiastic as a rookie, does not mean he was actually enthusiastic

at the time.

Despite this limitation, responses indicate a significant slippage

from the perceived initial level of job enthusiasm; 58.8% (100) of the

officers reported declining enthusiasm compared to only 19.4% reporting

more positive feelings. Slipppage was more marked in Detroit 70.2% (66)
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than in Oakland 44.7% (34). This finding may be quite significant in

that it confirms other data generated in this study showing that overall

job satisfaction is inversely related (in this sample) to age and years

on the force. This result supports some research of police attitude

formation indicating that the officers rapidly become more cynical as

they leave the confines of the academy and become rookie officers.

This is markedly different than the findings of most of the occupational

studies cited in Chapter III where job satisfaction increases steadily

excepting a short break-in period of decreasing satisfaction.

The third component of overall job satisfaction is if the officer

has considered the merits of entry and exit from their own department

and policing in general. Since the officer was already employed in the

department, it was not considered to be fruitful to ask whether hecn'she

would like to "enter" the department. Instead, the officer was asked

to determine if he would advise a "friend" to enter the department or

another of similar size.

Somewhat surprisingly in view of negative comments toward its

leadership and the department “as it now stand", more officers in both

departments were positive toward staying in their own department.

These results, do however, disclose that a sizable minority would prefer

leaving the department for an "equivalent" department although again,

most expressed a favorable attitude toward their own department.1

 

1It is, of course, possible that some of the officers seemingly

expressing positive attitudes toward their department did so only be-

cause the wording of the question, "equivalent departments". This

might have been interpreted to mean the same type of department with

the same type of leadership. If this was the understood meaning, it

would not be rational to make a job change.
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These results are also significant in that they do not show a modal

pattern slightly positively skewed. Instead, attitudinal dispersion

in both departments shows a solid core of very disaffected officers.

Some of this may, of course, be due to the recognized tendencies to over-

glamorize a different job, e.g., the "grass is greener" syndrome. This

may, however, indicate a core group of dissatisfied officers.

A 40% plurality of the officers responding to the question, "How

often have you considered leaving police work?“ stated that they had not

often considered leaving police work. This response is fairly strong

evidence that these officers are by and large satisfied with their work

and with the department. However, the remaining 60% of the responses

were fairly uniformly distributed, indicative that many officers do

express Significant doubts about continuing in the occupation.

Table 28. Overall Level of Job Satisfaction, The Overall Index

 

 

   

 

Degree of Detroit Oakland Combined

satisfaction N % N % N %

Very low 0 O 4 5.3 4 2 4

18 19 1 13 17.1 31 18 2

50 53 2 22 28.9 72 42 4

24 25 5 32 42.1 56 32 9

Very high 2 2 l 5 6.6 7 4 l

 

The Overall Index combines officer responses to a number of ques-

tions discussed earlier. The derived index shows a modal distribution

somewhat positively skewed, 37% (63) positive, 20.6% (35) negative.

This composite, however, conceals some significant differences between
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Detroit and Oakland. The Oakland Sample was more dispersed (less

kurtosis) with only 28.9% (22) averaging a "3" compared to 52.3% (50)

in Detroit. Instead, more Oakland officers expressed satisfied atti-

tudes, 48.7% (37) compared to 27.6% (26) in Detroit.

C. Tabular Analysis of Relationship Between the

Overall JOBiSatiSTaction‘InHEX and Sélected

Background?Characteristics

 

 

 

The data presented Shows that overall job satisfaction measured

by scores on the Overall Job Satisfaction Index is related to a number

of background variables. Because background variables constitute cate-

gorical data, it would be inappropriate to attempt correlational analy-

sis. Instead, cross-tabulations were performed displaying the particu-

lar background characteristics against the Overall Job Satisfaction

Index. Chi Square and Kendall's Tau C figures were used to determine

Significance of a particular relationship. It should be stated that

finding a significant relatioship using cross-tabular analysis is

difficult for the size of this sample. Since the cells in cross-

tabular analysis are usually much smaller than the original sample size,

statistical significant findings are difficult. This is particularly

true when Detroit, initial n = 94, and Oakland, initial n = 76, are

measured separately. Therefore, in an effort to increase the possibil-

ity of significant findings, the scales were collapsed into low (1, 2),

medium (3), and high (4, 5). However, even with this data compression,

most tables had at least nine categories.
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1. Expressed level of job satisfaction is

associated’with an officer's race.
 

A relationship was found in Detroit between job satisfaction and

race. This relationship, significant at the .019 level of significance

shows that caucasian officers are substantially less satisfied than

black officers.

Table 29. Expressed Level of Job Satisfaction as Associated with

Officer's Race

 

 

   

 

 

Low Medium High

Race N % N % N %

Black 3 9.1 15 45.5 15 45.5

Caucasian 13 23.7 35 59.3 10 16.9

Hispanic 1 50.0 0 0.0 1 50.0

Chi Square = 14.46 Significance = .019

Kendall's Tau C = -.18 Significance = .00]

Based largely upon the data obtained in Detroit, this subhypothe-

sis would appear to be supported with white officers less satisfied

than blacks. The data in Oakland, while not of itself statistically

significant, also reports the same tendency, that whites are less

satisfied than black officers.

2. ipyel of job satisfaction is associated

wiih an officer's sex.
 

Cross-tabular analysis did not Show a significant relationship

between this background variable and overall job satisfaction.
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A key problem for this study may be that there were not enough

female officers (24) to develop a significant difference to compare to

male officers. There did, however, appear to be a Slight tendency for

females not to express low levels of satisfaction as frequently as

males, 12.5% (3) compared to 21.9% (32). However, given the small

female sample size, no statistically significant result may be reported.

Because of this, the subhypothesis may neither be confirmed nor denied

by the data.

3. Level of job satisfaction is associated

with an officer‘s marital status.

 

 

Tabular analysis of the Detroit and Oakland sample did not reveal

any significant relationship between single, married and divorced

officers.

Again, data suggests that a lack of significance may at least

partially be due to small sample size. There was a tendency of Single

officers to express more satisfaction than either those married or

divorced. If this is proven correct in subsequent research, then

generalizations from other occupational settings are not valid, e.g.,

in the police occupation being married may be negatively correlated with

job satisfaction. Such a finding would lend support to the theory that

work programs such as family reactions to lack of safety or continual

shift changes pp_in fact negatively affect overall job attitudes.

Because of the failure to obtain a large enough sample size, this

subhypothesis may neither be confirmed nor denied.



189

4. Level of job satisfaction is associated with

000ther an offiEer's spouseiis employed.

Tabular analysis of this subhypothesis did not reveal any signifi-

cant relationship.

This is partially due to the lack of consistent pattern of re-

sponses. It is also due to a relatively small sample size as only 119

officers responded. Therefore, this result lends no support to this

subhypothesis.

5. Level of job satisfaction increases with

an officeris age.
 

As discussed in detail in Chapter III, all other studies in other

occupational settings have shown a positive correlation between age and

overall job satisfaction. Despite this, cross-tabular analysis of

overall job satisfaction with officer age does Show a statistically

significant inverse relationship.

Table 30. Cross-tabulation of Overall Index with Age f0r Detroit-

Oakland

 

 

  
 

 

Low Medium High

Age N 4% N 47% N %

20-24 1 5.9 5 29.4 11 64.7

25—34 28 21.4 56 42.7 47 35.9

35-50 6 27.3 11 50.0 5 22.7

 

Chi Square = 8.06 Significance = .04
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Table 30, therefore, supports the hypothesis that expressed job

satisfaction is inversely correlated with job satisfaction and not

ppsitively correlated as originally hypothesized. The percentage of

satisfied officers declines from its peak, 64.7% (11) for age group

20-24 to an intermediate 35.9% (47) for age group 25-34 to the lowest

level 22.7% (5) for the age group 35-50.

The original subhypothesis must be rejected as the data presented

in Table 30 not only fails to support the original subhypothesis, but

instead demonstrates precisely the opposite relationship.

6. Level of jpb satisfaction will increase with

an officer's years on the force.

Since there was a significant inverse relationship between age

and level of job satisfaction reported on the preceding table, the

hypothesized relationship regarding years of policing and job satisfac-

tion was naturally suspect. Results confirmed the suspicion that a

significant negative relationship exists instead. Descriptive analysis

reveals a significant inverse relationship.

Table 31. Cross-tabulation of Overall Index with Years in Policing

for Detroit-Oakland

 

 

 
 

 

 

Low Medium High

Years Policing N 7 N 90' N 7

1-4 5 6.7 34 45.3 36 48.0

5-9 23 33.3 26 37.7 20 29.0

10 plus 7 26.9 12 46.2 7 26.9
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Table 31 while clearly evidencing the necessity to reject the

original hypothesis, does not show a consistent inverse pattern.

Instead, often the sharp drop from those officers with one to f0ur

years experience, reported results appear quite consistent. This may

perhaps be indicative of the period of "negative" socialization away

from support of the department is largely completed during the first

five years. Unfortunately, this sample did not have enough senior

officers to determine if this would hold true for larger samples.

7. Level of job satisfaction is associated with

an officer‘s leVEl of pre-service education.

 

Cross-tabular analysis of overall job satisfaction shows a slight

degree of positive correlation with pre-service education. This result

is based largely upon the Oakland data. In Detroit, no statistically

significant relationship was found, however, as shown in Table 32,

ipiyp, somewhat of a tendency exists for those officers with college

degrees, associates degree and above to be more satisfied.

Table 32. Cross-tabulation of Overall Index with Pre-service Education

for Detroit

 

 

 
 

 

 

 

Low Medium High

Education N % N % N %

High school

graduate 7 23.3 16 53.3 7 23.3

Some college 8 19.0 23 54.8 11 26.2

College degree 3 13.6 11 50.0 8 36.4

Chi Square = 1.52 Significance .82

Kendall's Tau C = .10 Significance .06
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Table 32 does show some difference between those officers with a

pre-service college degree but lends no support to a distinction between

high school graduates and those with some college but no degree. This

lends some yepy tentative support to the conclusion that in Detroit pre-

service education may, in fact, affect worker job attitudes and may make

them more satisfied. However, it must be emphasized that the relation-

ship, if it exists, is tenuous. The relationship in Oakland, however,

did appear to be evident and showed the same pattern.

Table 33. Cross-tabulation of Overall Index with Pre—service Education

f0r Oakland

 

 

   

 

 

Low Medium High

Education N % N % N %

High school

graduate 4 40.0 2 20.0 4 40.0

Some college 6 27.3 9 40.9 7 31.8

College degree 7 15.9 11 25.0 26 59.1

Chi Square = 6.47 Significance = .16

Kendall's Tau C = .20 Significance = .01

Since sample size increased and the direction of the relationship

was the same for both the Detroit and Oakland samples, the combined

Detroit-Oakland sample showed significance on both the Chi Square and

Kendall's Tau C measurements.

Based upon the combined sample, this subhypothesis is confirmed.

However, this data, in common with most other occupational studies,
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indicates that the relationship is largely situational and appears to

depend upon the employee's perceptions of the use of his degree.

0. Relationship Between Job Satisfaction and

Officer Perceptions of WErkihg Conditions

The data presented shows that overall job satisfaction measured

by scores on the Overall Job Satisfaction Index is very closely related

to the officer's perceptions toward his work environment. In Chapter

IV, _pppp, a number of indices were developed to measure job attitudes

of potential concern to an officer. Reported scores for these indices

were presented earlier in this Chapter (Section B).

In determining whether a particular index was significantly corre-

lated with the Overall Job Satisfaction Index, Pearson correlation co-

efficients were developed with three samples (Detroit, Oakland and

Detroit-Oakland combined) between each of the attitudinal indices and

the Overall Job Satisfaction Index.

Table 34. Correlation Between Overall Job Satisfaction Index and

Various Indices

 

 

 

Detroit Oakland Combined

Index r n r n r n

Salary and benefits .127 94 .254* 76 .201* 170

Prestige .362* 94 .534* 76 .459* 170

Stress .175 94 .249* 76 .206* 170

Family relations .274* 94 .226* 76 .235* 170

Self-fulfillment .118 94 .550* 76 .345* 170

Advancement .223* 94 .544* 76 .406* 170

Supervision .288* 94 .485* 76 .384* 170

 

*

Statistically significant at .05 or greater.
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A review of each of the subhypotheses presented demonstrates that

attitudes toward specific job components are significantly related to

overall job satisfaction.

1. Level of job satisfaction will increase with

an officerTS perceptions70f'the adegpapypof

benefits.

 

Data from the Oakland sample reveals a statistically significant

correlation, while the Detroit data does not Show these to be signifi-

cantly related. Correlations between the two indices is significant

only in the Oakland and combined samples. Therefore, the first

hypothesis is supported by this data, but only for the Oakland and

combined samples.

The Job Satisfaction Index for the Detroit sample appeared to

covary somewhat less than in Oakland. This trend was repeated in

virtually all of the derived indices and is probably due to the presence

of other strong attitude-shaping factors in Detroit. As has been demon-

strated earlier, the Detroit sample tended to be more sharply divided

by racial and age differences. It is possible that these factors have

therefore lessened the relative weight of other attitudinal factors in

Detroit.

2. Level of job satisfaction will increase with an

officer'sperceptions of the sociaiivaiue and

prestige of the occupetion.

 

 

Data presented in Table 34, ppppp, shows an exceptionally high

relationship between the Prestige Index and the Overall Job Satisfaction

Index. Therefore, the hypothesis that job satisfaction is correlated

with the officer's perceptions of the social value and prestige of the

occupation is supported. A statistically significant relationship was
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found in both Detroit and Oakland. Further, in Detroit this index had

the highest correlation with the Overall Job Satisfaction Index of any

of the derived indices.

3. Level of_job satisfaction is associated with

an officerTE'perceppion’Effjpb stress.

Table 34 demonstrates that a statistically significant covariation

is found between these indices in the Oakland and the combined samples.

The relationship in the Detroit sample, while possible, could not be

demonstrated at the .05 level of confidence. Thus, the data supports

this subhypothesis. While significant covariance could only be found in

the Oakland and combined samples, the Detroit data also suggested a

relationship. AS will be discussed more extensively in Chapter VI,

ipipp, the Stress Index is itself somewhat vaguely Operationalized.

It may therefore be difficult to interpret what this relationship indi-

cates (e.g., is it focussed upon perceptions of difficulty in complying

with work demands).

4. Level of jpb satisfaction will decrease with an

officer's perceptions of adverse impact on

family relations.

 

 

Table 34, ppppp, demonstrates that statistical Significance was

f0und in the Detroit, Oakland and combined samples. Therefore, the data

presented supports this subhypothesis and the two indices do appear

related. It is also noteworthy that this is the only derived index in

which there was higher covariance in Detroit than in Oakland. This

suggests that family attitudes may be a relatively more important factor

in Detroit.
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5. Level oi_job satisfaction will increase

with an Officer'spperceptions of’the

iOb's ability to advance personal

fulfillment goals.

 

 

 

 

 

Table 34, ppppp, shows that statistically Significant correla-

tion between the two indices was only found in the Oakland and combined

samples. While the relationship may exist in Detroit, it could not be

demonstrated at the .05 level of confidence. Thus, the data supports

this subhypothesis.

6. Level of_iob satisfaction will increase

With an officer'spperceptions of ability

to advance on thepjob.

 

 

 

Table 34, ppppp, shows that a statistically Significant correla-

tion between the two indices was found in both Oakland and Detroit.

Thus, this subhypothesis is supported. One interesting observation is

that the correlation in Oakland appeared to be far greater than in

Detroit. In fact, this has the highest correlation of any of the

derived indices. To some extent this is due to the presence of important

cleavages in Detroit accounting for a high percentage of variance.

It is, however, true that feelings regarding advancement in Oakland are

a more important predictor of job satisfaction than in Detroit. Perhaps

this may be due to greater concern over opportunities for advancement in

Oakland.

7. Level of job satisfaction will increase

with an officerrs perceptions of the

ppiélity of supervision.

 

 

 

Table 34, supra, shows that the indices are closely correlated in

both the Detroit and Oakland samples. Thus, the data presented supports
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this subhypothesis. This relationship confirms most of the literature

that has reported the extreme importance of supervisory style on job

satisfaction. Obviously, this research can only show covariance on the

limited topic of expressed supervisory styles and job satisfaction.

However, these expressions may be showing a relationship between the

underlying factors.

The results reported in Table 34 would seem to demonstrate con-

siderable support for Hypothesis II, e.g., that level of job satisfac-

tion is related to other selected job attitudes.

Two additional points should be noted. First, with the exceptions

of the Family Index, the Oakland sample showed higher correlations and

higher levels of significance in every category than the Detroit sample.

This demonstrates that while attitudinal factors are related to overall

job satisfaction in both departments, other factors appear to influence

attitudes in the Detroit sample and account for more variance than in

Oakland. Section IV of this chapter being a presentation of multiple

regression analysis, demonstrates that much of this is relative to the

higher level of importance of background variables in Detroit. The

second interesting observation is that there is no consistent pattern in

the relative importance of each of the major background factors with

particular factors appearing to be important situationally, not consis-

tently, in both departments.

E. Relationship Between the Overall Job

Satisfaction Index and The Management

Spyie of the Sergeant

 

 

 

Because of the problems discussed in Chapter IV, it was decided

that for purposes of this study, no cross-tabular analysis would be
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performed with the data at hand. Instead, an alternative methodology

was used to describe the impact of actual management style upon sub-

ordinate job satisfaction.

The Management Style Diagnostic Test based its management style

classification on the degree of presence of three particular managerial

traits: task orientation, relationship orientation and effectiveness

(see Chapter IV for further discussion). Unlike the scores on the

Management Style Diagnostic Test where there were multiple dominant or

supportive styles, each sergeant had only one score for each of the

three management traits. A correlation could then be drawn between

this score and the Job Satisfaction Index.

It was found that only one type of management trait, Task Orienta-

tion, had a statistically significant relationship with the Job Satis-

faction Index. Specifically, the combined sample revealed the following

correlations.

Table 35. Correlation Between Overall Job Satisfaction Index and

Specific Management Style Traits

 

 

 

Task

Overall Index Relationship Effectiveness Orientation

Pearson 5 -.0652 -.0846 .1900

Sample size 157 157 157

Significance .417 .292 .017*

 

*

The sample was not broken into Detroit and Oakland groups due to the

low number of sergeants responding to the test. There were only 20

sergeants taking the test and dividing these into groups of 9 and 11

supervisors would have made the generation of significant data even

more difficult.
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Table 35, ppppp, does Show a statistically significant relation-

ship between reported job satisfaction scores and management orientation

of their supervisors. This is important since it indicates that

"objective" characteristics of a patrol officer's sergeant has an affect

on job satisfaction of the subordinate.

Because of the inability to effectively measure the impact of

management styles upon subordinate job satisfaction, the third hypothe-

sis may neither be confirmed nor rejected by this research. The rela-

tionship between the Job Satisfaction Index and the management trait of

Task Orientation does, however, suggest this factor should be examined

in subsequent research to determine if the observed covariation holds

true. In addition, a larger scale test with a greater sample size

should be conducted to examine the patential impact of management styles

as an aggregate.

F. Relationship of the Job Satisfaction Index

with the Officers Perceptions of Working

Conditions Based Uppn Self-selection of

Importance of These Conditions

 

 

 

 

In determining whether this hypothesis is supported by this data,

it is helpful to display the officer responses concerning the relative

importance of the categories. As might be expected, there are consider-

able differences in the selection of officers of the most important

characteristics. Table 36 shows the dispersion of such responses.

Several characteristics may be noted when the first and second prefer-

ences and sixth and seventh preferences are combined (see Table 36, on

the following page).
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First, certain job factors are named as being important far more

frequently than other job characteristics. Table 36 shows that self-

fulfillment, affect on family, satisfaction with benefits, and satis-

faction with advancement opportunities appear to be the most important

job attributes selected by the Oakland and Detroit samples. The other

three categories, job prestige, quality of supervision and stress of

the job had very few respondents stating that the category was of

primary importance. Conversely, stating these three characteristics

received the vast majority of the "6" and “7" responses indicating

relatively little importance attached to this factor.

This result was somewhat surprising to the author since the

literature has indicated that perceived quality of supervision is one

of the primary determinants of job satisfaction. Its relatively low

rating may, however, be an indication that there is little controversy

or dissension over this job factor and hence it has not become salient.

The second factor revealed by the data is that those officers

selecting benefits as being the most or second most important job charac-

teristic appear to be less satisfied than those selecting affect on

family, self-fulfillment, or potential for advancement as the most

important job characteristic. Of the 57 officers choosing benefits as

being of primary importance, 31.6% (18) had low levels of job satisfac-

tion measured by a "1" or "2" response to the Job Satisfaction Index.

Only 22.8% (13) of these officers were "satisfied" measured by a "4"

or "5" on the same index. Those officers selecting self-fulfillment as

one of their major job characteristics appeared more satisfied with

only 18 of 117 respondents (15.4%) being dissatisfied compared to 51
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(43.6%) that were satisfied. Similarly, those selecting affect on

family had only 14 officers out of 53 (26.4%) expressing dissatisfaction

while 60.4% were dissatisfied. This distinction would appear to be

important given that some officers that selected benefits as being of

first or second importance have also probably selected "affect on family"

and "self-fulfillment" as the other factor of prime importance.

This overlap might therefore be expected to somewhat diminish the

reported differences.

In order to find if there was a closer correlation between those

attitudinal factors rated by the officer as being "more important" than

those self-selected as being "less important", the author computed

correlations between the Job Satisfaction Index and the particular job

characteristic index. The purpose was to determine if there was a

closer correlation with job characteristics of "first priority" compared

to those with lower priorities.

A review of Table 37, on the following page, shows that differ-

ences in the amount of correlation does not appear to be linearly

related to the degree of importance of the job characteristic. As a

general matter, it may be found that job characteristics that were

rated as being of first through third priority correlated to a far

higher degree than those ranked fourth through Sixth. However, job

characteristic seven did appear to be fairly closely correlated with

overall job satisfaction.

The following table indicates that self-selection of factors

constituting job satisfaction does not affect correlation with job

satisfaction. It is, however, possible that such a relationship may in
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Table 37. Overall Job Satisfaction: Correlations with Job Character-

istics by Ranked Importance

 

 

 

Job Characteristic Correlation Significance

l .14 .03

2 .11 .08

3 -.20 .004

4 -.27 .37

5 -.O6 .22

6 .03 .37

7 .12 .56

 

fact exist. If job characteristics 1 and 2 are combined into one cate-

gory, characteristics 3, 4, and 5 into a second group, and characteris-

tics 6 and 7 into a third category, correlations would change as follows.

Table 38. Overall Job Satisfaction: Correlations with Job Character-

istics by Ranked Importance

 

 

 

Characteristics Correlation

Prime Importance (l, 2) .12

Medium Importance (3-5) .097

Least Importance (6, 7) .07

 

The restructuring of the data does show a greater relationship

with those factors that are rated as being of prime importance rather

than those of medium or least importance. However, the differences are
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not large and as noted earlier, the table would conceal the anomaly of

the higher correlation with the seventh rated factor. Perhaps a better

explanation for this response is that some respondents who indicated

that a particular factor was of "least" importance did so improperly.

This may have been caused by a reaction to the factor, e.g., the

respondent being incapable of admissing that a particular factor was

important. Whether this explanation is true cannot, of course, be

determined at this time.

IV. Multiple Regression Analysis

In order to determine which of the variables were most predictive

of job satisfaction, multiple regression analysis was undertaken. The

score on the derived Overall Job Satisfaction Index was used as the

dependent variable in all cases.

In undertaking this analysis of the two types of variables, back-

ground (or demographic) and attitudinal, the following approach was

adopted. First, separate equations were constructed based on the seven

background variables alone for the Detroit and Oakland samples

separately. Then a second set of equations, again for both Detroit and

Oakland were constructed, based this time on the seven attitudinal

variables. Finally, a combined equation including both types of vari-

ables was created. In all equations, standardized beta coefficients

were employed. These have statistical properties which allow for direct

comparison of relative importance of individual variables.

Table 39 contains the results of the equation based solely on the

background variables (see Table 39, on the following page).
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Table 39. Standardized Linear Regression Coefficients and Associated

Statistics for Background Characteristics in Oakland and

 

 

 

Detroit

Oakland Detroit

Race -.12243 -.27464

Years Policing -.19774 -.21618

Sex .14212 .10973

Pre—service education .22583 .04626

Married, no work .10535 .11488

Married, yes works .03429 .07288

Single/Divorced .06031 .06643

Multiple R .41738 .45600

R Square .17420 .20794

Adjusted r square .08920 .14374

 

0f initial interest in Table 39 is the relatively small amount of

aggregate variation in overall job satisfaction accounted for by the

variables. In the Oakland sample, the adjusted r square value indicated

that these variables account for only 9% of job satisfaction variation.

In the Detroit sample, the proportion and variance accounted for is

slightly higher, 14 percent.

Although the variation in overall job satisfaction accounted for

in both subsamples is small and relatively similar, the manner in which

it is accounted for by the seven variables is somewhat different. In

Oakland, the coefficient associated with level of pre-service education

is the single most important determinant in overall job satisfaction.

Officers with more formal levels of education had higher levels of job

satisfaction. In Detroit, however, this was not true and the level of

formal education was the least important in accounting for overall job
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satisfaction. In fact, its coefficient value, .04626, indicates a

virtual absence of relationship between education and job satisfaction.

The reason for this difference is unclear. The author had

attempted to determine if these were markedly different work environ-

ments in the two departments for highly educated employees. However,

this did not appear to be true. An alternative explanation, as yet

untested, is that the higher overall levels of education in Oakland led

to a decreased sense of isolation (and perhaps higher self image) among

well-educated officers.

In the Detroit sample, the coefficient value associated with race,

-.27464, is the most important factor in accounting for level of overall

job satisfaction while in Oakland it ranks as 4th while the direction of

the relationship is the same with white officers having lower levels of

job satisfaction than black officers, there is a notable difference in

magnitude. This may indicate that race is approximately twice as

important in determining overall job satisfaction in Detroit as in

Oakland.

As discussed earlier, the reason for this unexpected difference

may well be the bitter divisiveness occasioned by the past history of

departmental discrimination and racial conflict in Detroit and the

department's aggressive affirmative action program in recent years.

In both samples, the coefficient value associated with years of

police service ranked second in importance in accounting for overall job

satisfaction. Moreover, both the magnitude and direction of the two

coefficients are similar, Detroit -.19714, Oakland, -.21818. In both

cities, officers with longer tenure had lower levels of job satisfaction
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than less experienced counterparts. This result confirms descriptive

findings stated earlier in this chapter, e.g., that tenure of service

appeared to have a strongly negative impact upon officer job satisfac-

tion. This result is also in accordance with most literature suggesting

that officers, as an aggregate, become less satisfied the longer their

tenure.

The coefficient associated with the variable sex, is the third

ranking variable in Oakland, -.l4212 and fourth in Detroit, .10973.

Although relatively similar in magnitude, they differ in direction. In

Oakland, female officers have slightly lower levels of job satisfaction

than their male counterparts while in Detroit the opposite is true.

The reason for this is unclear. It should be initially stated

that the Oakland sample with only 72 officers cannot be considered enough

to constitute an adequate representative sampling. However, if the dif-

ferential results were to be confirmed in subsequent studies, the reasons

may lie in different affirmative action programs. The Detroit affirma-

tive action program has included a strong effort to hire female officers

with 11% women in the department. Women in the department may therefore

feel somewhat more welcome by official departmental policy than in Oakland

(or at least less isolated). In Oakland, despite a sex discrimination

suit, there are only 2% women as sworn officers out of a 656 person

department. The relatively high numbers of women officers in Detroit

may indeed lessen the women's sense of alienation thereby increasing a

tendency f0r job satisfaction. The relatively low level of significance

of this factor in both departments does, however, indicate that is it

not especially significant in predicting job satisfaction.
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The three remaining background variables cluster about character-

istics of the marital status of the officer and employment status if

applicable of the spouse. These categories are as f01lows: married but

spouse not working, .11448, Detroit, .10535, Oakland; married with

spouse working, -.07288, Detroit, .03429, Oakland; and a combined cate-

gory of divorced or Single officers, .06643 Detroit, .06031 Oakland.

It is not believed that these variables are worth further study. They

contributed the least to overall job satisfaction in both samples as the

magnitude of the associated coefficients were quite low. In addition,

in Oakland married officers with non-working spouses had higher

levels of job satisfaction while in Detroit, the reverse was true.

However, in Detroit, officers with working spouses have slightly higher

levels of job satisfaction than in Oakland.

The finding from the multiple regression analysis of the back-

ground variables lead to a number of important conclusions. First, the

variables covered in this study do not appear to greatly contribute to

either prediction or explanation of job satisfaction in either sample.

In Oakland, only 8% and in Detroit, 14% of overall job satisfaction is

accounted for by such variables. Second, the manner in which job satis-

faction is accounted for by these background variables differs consider-

ably. In Oakland, the most important variable is pre-service education.

However, in Detroit, this is the least important variable in determining

overall job satisfaction. Conversely, the variable which contributes

the most to overall job satisfaction in Detroit is race. In Oakland,

race ranks as fourth in importance in accounting for overall satisfac-

tion. The failure to find consistent results between the samples
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emphasizes the situational nature of the determination of job satisfac-

tion. It is apparent that individual variables are not very significant

except for the interaction with characteristics of the job environment.

This observation leads to the conclusion that one of the most important

future undertakings must be to determine the job characteristics that

interact with these background variables.

Table 40, giving results of the multiple regression analysis of

the attitudinal variables, reveals several major differences between the

two cities. First, the adjusted r square value of the accounted vari-

ance of the seven attitudinal indices varies markedly between the two

cities with the value in the Oakland sample, .48275, approximately three

times that in Detroit, .17750. It therefore appears that such variables

are of much greater importance in Oakland than in Detroit. This may

largely be because of the greater impact of background variables such as

race in Detroit. Such data also supports the logical assumption that

the presence of divisive background factors including race may make

other attitudinal factors recede in importance.

Second, compared to the background variables, attitudinal factors

in both samples are of greater importance in determining overall job

satisfaction. In Oakland, attitudinal factors are roughly six times

more important than background while in Detroit they are only slightly

more important.

This indicates that while both hypotheses have been supported

(see discussion at "b" ppppp), associations between job satisfaction and

other expressed attitudes appear stronger than with background variables.
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Table 40. Standardized Linear Regression Coefficients and Associated

Statistics for Indices in Oakland and Detroit

 

 

 

Oakland ' Detroit

Money Index .08453 .07829

Prestige Index .26829 .29056

Stress Index .01658 .10624

Family Index .06817 .19414

Supervision Index .05992 .14560

Self-Fulfillment Index .30721 .02889

Advancement Index .28817 .03151

Multiple R .72872 .48929

R Square .53103 .23941

Adjusted R Square .48275 .17750

 

Third, there were differences between the cities in the importance

of the various factors. In Oakland, the two most important variables

accounting for the majority of variation were the fulfillment index and

the advancement index. Conversely, in Detroit, these were the least

important in determining overall job satisfaction. Similarly, in Oakland

a strong positive relationship existed between each of the two indices

and overall job satisfaction while in Detroit, no such relationship

existed. In Oakland, the coefficient values for the two variables were

.30721 (fulfillment) and .28817 (advancement) compared to .02889 and

.03151 respectively in Detroit.

For Detroit, the Prestige Index had the highest predictive value.

In Oakland, the Prestige Index was only the third most important vari-

able. However, in both subsamples, the magnitude of the coefficients

are very similar, .29056 in Detroit and .26829 for Oakland.
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For the remaining four coefficients, the most salient difference

between the two samples are between the Family Index variable and the

Supervisory Index variable. In both cases, the coefficients associated

with the Detroit sample are larger than for the Oakland sample. However,

the magnitude of the variance explained was relatively small.

For the two remaining coefficients, namely the Money Index vari-

able and the Stress Index variable, the coefficient values are relative-

ly identical and small, i.e., under .10.

These findings namely the divergent amount of variation accounted

for by the additional variables in each subsample as well as the manner

in which the variation is accounted for by the seven attitudinal vari-

ables, when coupled with the findings from the previous analysis of the

demographic variables present a very strong basis for arguing that the

issues of job satisfaction rather than being fixed or rooted in either

demographic or attitudinal factors is further influenced by the situa-

tion.

In order to be certain that the results and conclusion derived

from Tables 39 and 40 were not specious, it was decided that both sets

of variables Should be examined simultaneously with a multiple regres-

sion equation. Doing so would provide a check against interaction

effects between the two sets of variables, a condition which under the

foregoing individual analysis remained undiscernable. The results of

the analysis are contained in Table 41, on the following page.

Of initial interest is the relative Similarity between the ad-

justed R squared value in Table 41 and the sum of these values from

Tables 39 and 40. In the Oakland sample the sum of the adjusted
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Table 41. Strandardized Linear Regression Coefficients and Associated

Statistics for Background Characteristics and Indices in

Oakland and Detroit

 

 

 

Oakland Detroit

Race -.11432 -.21666

Years Policing -.15916 -.22209

Sex -.19461 .07370

Pre-service education .12300 -.01087

Married, no work -.02516 .01289

Married, yes works .07377 -.08839

Single/Divorced .10846 —.02300

Money Index .10669 .08011

Prestige Index .17789 .21204

Stress Index .03130 .15221

Family Index .05758 .19066

Supervision Index .04628 .18044

Self-Fulfillment Index .35482 -.02333

Advancement Index .29020 .06739

 

R squared value of the attitudinal and demographic variables contained

in Table 39 and Table 40 is .57195. For the combined simultaneous

analysis the value is .55124. While the combined value is .26264.

The results of their comparison are suggestive of an absence of signifi-

cant interaction between the two sets of variables.

Of additional interest is the relative similarity of the standard-

ized coefficients contained in Table 39 and 40 with those in Table 41.

As could be expected, the significance arrived with the individual co-

efficients, except for those arrived with coefficients with initial

values proximate to .00 remain unchanged. Comparisons of the coefficient

values per se from Tables 39 and 40 with Table 41 reveal no fluxuation

greater than .10 with the majority averaging .05 or less. Taken together
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the comparison of the results from Tables 39 and 40 with those from

Table 41 provide a relatively strong basis for believing that the two

sets of variables are functionally independent of one another and that

the condition derived from the results of Tables 39 and 40 are in line,

at least on this account.



CHAPTER VI

CONCLUSIONS AND IMPLICATIONS

I. Introduction
 

There are two types of implications to be drawn from the research

conducted as part of this dissertation. First, the author believes that

the results have utility in making future policy decisions. Second,

after conducting and analyzing the results of the research design, it is

concluded that future research efforts might be somewhat refocussed to

better fulfill the research purposes outlined.

This research may be of some significance in considering the

efforts to effect job-related attitudes of police officers. Before

such efforts are undertaken, however, several cautionary notes are in

order. First, inferences from the data are limited to a large extent

by the characteristics of the observed city and police department.

Despite this obvious limitation, to a certain extent there may be some

generalizability of the results. For example, one of the observations

is that tensions within the city appear to be reflected in expressed

officer attitudes. In Detroit, tensions resulting from the change of

political power from white to black officials have greatly increased

previously gradual changes in the attitudes, hierarchy and overall

composition of the police department. The impact of vast change may

214
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have contributed to the dramatic racial differences and accounted for

the uninterpreted result of blacks having higher levels of job satisfac-

tion.

Second, the police departments studied appear to reflect the

changing population of their cities served. Both the sanples and their

departments had high proportions of minorities, female officers and

number of officers with college education. External validity of the

reported results is, of course, somewhat limited in that it cannot be

totally predicted what affect changes in particular departmental or

city characteristics would have upon results reported. For example, a

department without the racial tensions prevalent in Detroit would not

be as likely to have major programs of affirmative action or if existant,

would probably not prove as disruptive. It is, therefbre, suggested

that the greatest amount of external validity would be with those

departments that are being confronted with similar changing environ-

ments, e.g., racial tensions, declining opportunities f0r the advance-

ment of strong unions, departmental antagonisms, etc. Any such com-

parisons and recommendations may most appropriately be made with similar

departments. Before detailed comparisons were undertaken, analysis of

differences and similar characteristics would need to be completed.

11. Policy implications
 

It appears from the research conducted that officers are satisfied

with many aspects of their employment. Dissatisfaction appears concen-

trated in several areas: opportunities for advancement and departmental
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leadership. Programs might be implemented to eliminate both of these

problems. One complaint shared by the majority of officers is that

there are only limited promotional supports. When a particular officer

is blocked from advancement because of no available promotional slots or

because of affirmative action restrictions, dissatisfaction increases.

This trend is exacerbated by the fact that salary ranges for both depart-

ments are extremely narrow. The only apparent method for receiving a

large increase in compensation is through strict advancement. Therefbre,

one method to increase job satisfaction might well be to increase the

salary range for police officers. This would enable officers with

greater seniority to obtain higher compensation. It would also make

prospects for promotion less important, at least in monetary terms.

An alternative or supplement to increased promotional opportunities

would be to have increased intra-departmental transfers and/or the use

of specialist positions the latter being more common in departments using

team policing. Such positions might make the older officer more likely

to become increasingly committed to a career in the department rather

than progressively more embittered.

Finally, although most officers appear satisfied with self-fulfill-

ment received from the job, it is very possible that even more satisfac-

tion might result through programs of job enrichment. The creation of

new job classifications, adoptions of team policing and more autonomy

for senior officers would probably have a positive impact upon patrol

officer job satisfaction. The costs of such programs and their practi-

cality in a paramilitary command structure have not however been esti-

mated.
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One of the key observations received from the study of the two

departments is that the policy initiatives and programs promulgated by

the police department appears to affect job satisfaction. Specifically,

it appears obvious that affirmative action programs favoring minorities

and women may tend to raise job satisfaction among these individuals

while lowering job satisfaction for white males. This at least is the

inference received from the data. In light of this, it appears that

such affirmative action programs should when implemented be aware and

attempt to cope with departmental strains these programs may engender.

III. Research Implications
 

A. Background Variables
 

The first research observation is that the questionnaire adminis-

tered should be reformulated, both as to respondent backgrounds and in

the development of the various attitudinal indices. Background charac-

teristics were somewhat unsatisfactory in that there were several

variables which were not precisely defined as possible. As a result,

data derived tended to be somewhat less precise than otherwise possible

thereby obscuring or falsely reporting relationships. The following

changes are suggested. fippi, where possible, all variables should be

put in a continuum instead of on a categorical basis. Included would

be age and years in policing. Due to problems with respondents insert-

ing the wrong figure for years in policing, it is suggested that the

latter be handled on the basis of having the officer state his first

year of policing. Second, the marital status category allowed responses
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only of “single", "married” and "divorced“. This nay have obscured a

fourth group, officers that have been divorced and remarried. Ipipp,

the race of the respondent should have included a designation for

oriental officers and possibly Amerinds. fpppip, education of the

officer was not requested as precisely as possible. Future research

might more profitably request the data on a continuum with "years of

schooling", 1st grade = l, bachelors degree = 16, etc.

In addition to these problems concerning the clarity of the back-

ground responses, it is suggested that future research eliminate several

categories. First, religion might be eliminated as there are too many

interfering factors, e.g., differential class background. Second,

inservice education might be eliminated as a separate category. Merely

requesting the officer to state the years in which he received particu-

lar degrees would give a coder the ability to determine the extent of

inservice education. The area of concentration of the officer would

not appear to be a useful category, especially since curricula of many

programs vary considerably even though denominated the same. Third,

"spousal employment" might be eliminated as it did not appear to be

related using either descriptive or analytical techniques to any atti-

tudinal characteristics studies.

The second reservation regarding background characteristics is

that the sample, while closely correlating to relevant characteristics

of patrol officers in their respective departments, did not constitute

a representative sample of patrol officers for many different depart-

ments. First, it had more minorities and was more educated than a

sample of patrol officers in most other departments. As this study was
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of the Detroit and Oakland police departments, representatives of the

sample to "average" departments was not considered crucial. In fact,

the author has recognized that conclusions reached must, to be accurate,

be situationally based. If, however, subsequent researchers decide to

commence a cross-departmental study of patrol officer attitudes, rele-

vant background characteristics will need to be controlled, or else the

study will have a low external validity. Such researchers would probably

need to impose a stratified random sample format or use a similar

technique to ensure representation of the sample.

The second concern is the relatively low incidence of age disper-

sions of the sample derived in the research. It was seen that age and

years in policing of officers tended to have a bearing on police atti-

tudes, not only on the job satisfaction index, but also in the other

derived indices. As this appears to be an important factor, it becomes

necessary to have a sample that has an adequate cross-section of differ-

ent ages. As noted in Chapter V, 84.7% (144) had less than ten years

of experience on the police force. In fact, over half of Detroit's

officers (52.1%) had less than five years experience. This prevented a

more intensive study of attitudinal differences based on age or years in

policing. If a future researcher wants to maintain the capability of

studying distinctions based on age or years in policing, it may be neces-

sary to have a stratified random sample to increase the number of

older, more experienced officers.

B. Composition of Indices
 

There are also suggested changes for the composition of attitud-

inal indices. While these tended to be highly correlated with job
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satisfaction as measured by the job satisfaction index, the author has

decided that they might profitably be reformulated in future studies.

Initially, it appeared that there were certain questions that were

either poorly worded or not suited to the distinctive attitudinal char-

acteristics. Specifically, those in the self-fulfillment index may

have unduly reflected the attitudes of the author by presupposing that

a certain answer revealed discontent. For example, the question was

asked, "To what degree do you see your patrol duties as relying on

departmental rules and regulations? While suggestive of a possible

overuse of rules and regulations, this could have been more clearly

stated by changing one word "Primarily" to "Excessively". Another

question asked, "If there would be no salary increase, would you want a

promotion within the department?" This sought to determine if the

officer had a commitment to seeking advancement within the department

apart from tangible rewards of advancement. However, it is possible

that other tangible benefits apart from salary (fringe benefits, more

desirable working conditions, etc.) might substitute for a salary

increase causing a respondent to give an affirmative answer even if he

would not accept a promotion without perceived increases for tangible

rewards. Similar instances of failure to insert a directional value

judgment might have led to results that might have been misinterpreted

as falsely reporting employee dissatisfaction.

A second problem with the indices is that several of the indices

might profitably be reformulated. Most of these were Specific, such as

adequacy of benefits, occupational prestige, quality of supervision,

impact on family relations, and advancement potential. However, two
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indices, the Stress Index and the Personal Fulfillment Index were per-

haps excessively broad. The Stress Index asked the officer to relate

perceived amounts of pressure to meet job demands, danger, variety, and

the tension from inhibition of emotions. All these may indeed cause

excessive stress. Therefore, these may be examined as a collective

unit. However, the responses received show a large amount of

internal variance in responses to these questions. Furthermore, while

responses indicate substantial numbers of dissatisfied officers with

any particular job characteristic, it is not clear that those dissatis-

fied with the danger of the job are the same as those expressing dissat-

isfaction with maintaining work demands. It is therefore believed that

future research should divide the Stress Index into discreet groupings

measuring more narrowly defined job characteristics.

The Personal Fulfillment Index had more problems since a number

of general attitudinal characteristics were being measured. One concern

was the perceived autonomy of the officer. Second, was a concern for

whether the job allowed the officer to improve job skills and use par-

ticular abilities. Third, several questions sought to determine if the

respondent was committed to the organization apart from monetary bene-

fits. While each of these discreet units are related to an overall

concept of "personal fulfillment" in the future, it might be useful to

break these down into three separate categories and expand the number

of questions for these indices. This would allow future research to

pinpoint precisely where there are significant areas of discontent and

be certain which particular unit has the strongest correlation with

overall job satisfaction.
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Finally, certain questions should have been added to develop a

more comprehensive portrayal of the respondent's work attitudes.

Specifically, certain areas such as perceived occupation danger and

departmental advancement opportunities should have been more clearly

focussed.

C. Style of Supervision
 

Results of this research suggest that potential use of the

Management Style Diagnostic Test for this type of study is limited.

First, it was clear to the author after extensive informal discussions

with the commanders in the Detroit precincts that although sergeants

theoretically were assigned to particular squads, in fact no permanent

squad system was in affect. Instead, squads rotated fairly frequently

and switched sergeants. Under the circumstances, correlating styles of

supervision of a particular sergeant lost much of its utility. Instead,

the entire aggregate of all of the sergeants assigned to a particular

squad would have to be used. This would greatly complicate the research

as it is probable that management styles would be different among the

different supervisors and it would be unusual to obtain compliance from

all of the unit's sergeants.

Second, as discussed in Chapter V, sergeants often had more than

one management style. Very often, one of these would be "effective"

while the other was "ineffective". Considering that management styles

appeared fairly uniformly dispersed and there were many sergeants with

multiple dominant management styles, a very large patrol officer sample

would need to be collected. A researcher seeking to study 200 or less
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respondents would probably not be able to derive significant results

even if there were any.

Third, using this system would probably lessen the number of

patrol respondents. If the supervisor's management style were not

sought, then the researchers, with the same effort, could take a far

larger sample with the same effort. The author in fact estimates that

approximately three quarters of time was spent meeting with sergeants

and administering the Management Style Diagnostic Test. Such efforts

were not successful since no substantive conclusion was reached due to

the failure to collect sufficient data. It is therefore suggested that

unless the researcher considers management style to be the primary

independent variable, such tests should not be administered. In short,

they are more useful for narrowly defined research rather than the

broad research project contemplated in this study.

Although the effort to determine objective styles of supervision

did not appear to have significant utility, attitudes toward supervision

may be a very important variable in determining officer job attitudes.

First, although the research did not allow a comprehensive analysis of

the impact of management styles upon police officer job satisfaction, it

did indicate that there was a statistically significant correlation

between the sergeant's task orientation and employee attitudes. This is

significant in that it does show that there is some influence of objec-

tive styles of management apart from the subjective perceptions of the

officer. Considering that the data was very limited due to problems of

sergeant deployment in Detroit, finding any type of correlations may sug-

gest that future research could very profitably examine sergeant behavior.
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In addition to objective styles of supervision, officer percep-

tions of their supervisor's behavior did appear to disclose significant

facts. First, there was a high correlation between the Supervisory

Index and the Overall Job Satisfaction Index. In Oakland, this corre-

lation was .485; in Detroit, .228 and combined sample, .384. This made

the Supervisory Index one of the highest correlations with the overall

index and may indicate that subjective perceptions of leadership style

do indeed play a part in determining employee work-related attitudes.

Third, research results show that sergeants were perceived as

being somewhat better administrators than higher departmental figures.

As noted in Chapter V, ppppp, no objective comparison with actual levels

of sergeant's supervisory style could be made. Therefore, there is no

method for determining whether the officer's aggregate perceptions of

sergeant's supervision was the result of materially better supervision

or merely the fact that increased interaction bred greater trust of

their immediate supervisor. Whatever the reason, Muir's findings of

police officer's support for the high ranking supervisor may be given

some support in that police officers tended to rate these supervisors

lower than their immediate supervisor. Again, it cannot be determined

if this was due to objective incompetence or less social contact.

D. Site Selection
 

The author realized that in Detroit job satisfaction attitudes

were determined largely by specific personnel problems. The Detroit

sample appeared to be racially polarized and informal conversations with

commanders convinced the author that affirmative action policies might
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be significantly affecting morale and scores on the Job Satisfaction

Index. From this it may be seen that the initial choice of cities

selected greatly affected the results received. The choice seemingly

presented to the researcher is whether to focus on a department with a

well-defined problem that might be predicted to affect employee job

satisfaction or whether research purposes would be better served by an

in-depth analysis of departments free of such crises. It would not, of

course, be enough merely to ascertain initially that the department did

not have major morale problems arising out of affirmative action or

other racial tensions. Similar divisive issues might well be presented

by particularly hostile union-departmental relations, large budgetary

cutbacks, politicization of the performance of the police department or

a combination of the above. The researcher should therefore initially

study the proposed departments in-depth to find if such problems are

likely to occur. If they are, useful research might well be generated

by a segment of the questionnaire being devoted to questions measuring

the impact of that particular factor.



BIBLIOGRAPHY



BIBLIOGRAPHY

Adams, Paul G. III and Slocum, John W., Jr. "Work Groups and Employee

Satisfaction," Personnel Administration 34 (March-April 1971):

37-43.

 

Ahern, J. J. Police in Trouble. New York: Hawthorne Books, Inc.

1972.

 

Aiken, Wilbur J., Smith, Stanley J., and Lollar, Donald J. "Leadership

Behavior and Job Satisfaction in State Rehabilitation Agencies.

Personnel Psychology 25 (Spring, 1972): 65-73.
 

Aldag, Ramon J. and Brief, Arthur P. "Relationships Between Leader

Behavior Variability Indices and Subordinate Responses.

Personnel Psychology 30 (1977): 419-426.
 

Aldag, R. J., Brief, A. P., and Wallden, R. A. "Some Correlates of

Policemen's Attitudes Toward Citizenry. Ppychol. Reperts 39/2

(1976):543-548.

 

Alderfer, Playton P. "An Organizational Syndrome." Administrative

Science Qparterly 12 (1967): 440-460.

 

 

Allen, G. R. "Sources of Job Satisfaction and Dissatisfaction,"

Banking 60 (December 1967): 64+.

American Civil Liberties Union. "Police Power and Citizens' Rights,"

p. 16.

Andrisani, Paul L. and Shapiro, Mitchell 8. "Women's Attitudes Toward

Their Jobs: Some Longitudinal Data on a National Sample,"

Personnel Psycholpgy 31 (l978):15-34.
 

Aram, John 0., Morgan, Cyril P. and Esbeck, Edward S. “Relation of

Collaborative Interpersonal Relationships to Individual Satisfac-

tion and Organizational Performance," Administrative Science

Quarterly 16 (September 1971): 289-296.

 

Arcum, Alan F. "Police Pride-Self Esteem: Introduction of Future

Occupational Changes," Journal of Police Science and Administration
 

(December 1976): 436-444.

226



227

Argyle, M. The Social Ppychology of Work. Hammandsworth, Middlesex,

England: Penguin, 1972.

 

Arvey, R. D. and Mussio, S. J. "Job Expectations and Valences of Job

Rewards for Culturally Disadvantaged and Advantaged Clerical

Employees," Journal of Applied Psychology 59 (1974): 230-232.
 

Atchison, T. J. and Lefferts, E. A. "The Prediction of Turnover Using

Herzberg's Job Satisfaction Technique," Personnel Psychology 25

(Spring 1972): 53-64.

Ayers, Richard M. "Case Studies of Police Strikes in Two Cities,"

Journal of Police Science and Administration (March 1977): 19-31.
 

Backman, Jerald G. "Faculty Satisfaction and the Dean's Influence,"

Journal oprpplied Psychology 52 (February 1968): 55-61.
 

Baird, L. S. "Relationship of Performance to Satisfaction in Stimula-

tory and Non-stimulatory Jobs," Journal of Applied Psychology

61(6) (1976): 721-727.

Balch, R. W. "The Police Personality: Fact or Fiction?" Journal of

Criminal Law, Criminology and Police Science 63 (1972): 106-119

Banton, Michael. The Policeman in the Community, New York: Basic

Books, Inc., 1964.

 

Barrett, R. S. "Explorations in Job Satisfaction and Performance

Rating," Personnel Administration 27 (September-December 1964):

14-17.

Bass, B. M. and Turner, J. N. "Ethnic Group Differences in Relationships

Among Criteria of Job Performance," Journal of Applied Psychology

57 (1975): 101-109.

Bayley, David H. and Mendelsohn, Harold. Minorities and the Police.

New York: The Free Press, 1969.

Beer, Michael. "Organizational Size and Job Satisfaction," Academy of

Management Journal 7 (March 1964): 34-44.

 

 

Behling, Orlando C. "The Meaning of Dissatisfaction with Factory Work,"

Management of Personnel Quarterly 3 (Summer 1964): ll-l6.

Behling, Orlando, Labovitz, George and Kosmo, Richard. "The Herzberg

Controversy: A Critical Reappraisal," Academy of Management

Journal 11 (March 1968): 99-108.

Behrend, H. "Voluntary Absence from Work," International Labor Review

79 (1959): 109-140.

 



228

Bennett, Richard R. and Greenstein, Theodore. "The Police Personality:

A Test of the Predispositional Model," Journal of Police Science

and Administration 3, no. 4 (December 1975): 439-445.
 

Berelson, Bernard and Steiner, Gary A. Human Behavior. New York:

Harcourt, Brace and World, Inc., 1964.

 

Berkey, George E. The Democratic Policeman. Boston: Beacon Press,

1969.

 

Bittner, E. "The Police on Skid Row: A Study of Peace Keeping,"

American Sociological Review 32 (October 1967).
 

Black, 0. J. and Reiss, A. J., Jr. "Patterns of Behavior in Police and

Citizen Transactions," President's Commission on Law Enforcement,

etc., Studies in Crime and Law Enforcement in Major Metropplitan

Areas 2 Field Surve S III. WaShington, D.C.: U. S. Government

Printing 0ff1ce, 1967.

Blauner, Robert. Work Satisfaction and Industrial Trends in Modern

Society. Berkley, Calif.: Institute of Industrial Relations,

University of California Reprint No. 151, 1960.
 

Bloom, R. and Barry, J. "Determinants of Work Attitudes Among Negroes,"

Journal oprpplied Ppycholpgy 51 (1967): 287-292.
 

Bowerman, C. E. and Campbell, E. Q. "Aspirations of Southern Youth:

A Look at Racial Comparisons," Transactions 2 (1965): 24.
 

Box, S. and Cotgrove, S. "Scientific Identity and Role Strain,"

British Journal of Sociology 17 (March 1966): 20-28.
 

Brayfield, A. H. and Crockett, W. H. "Employee Attitudes and Employee

Performance," _§ychological Bulletin 52 (1955): 396-424.
 

Broom, L. and Glenn, N. D. "Negro-White Differences in Reporting Atti-

tudes and Behavior," Sociology and Social Research 50 (1966):

187-200.

 

Bordua, David J. (Ed.). The Police: Six Sociological Essays.

New York: John Wiley and Sons, Inc., 1967.

Burke, R. J. Some Personality Differences Between Members of One Career

and Two Career Families. Journal of Marriage 38(3) (1976): 453-

459.

 

Burke, R. J. "Occupational Stresses and Job Satisfaction," Journal of

Social Epychology 100(2) (1976):235—244.

 

 



229

Burnham, David. “Police Violence: Changing Patters." In The Ambivalent

Force, edited by Niederhoffer and Abrahamson

 

Butler, A. J. P. and Cochrane, Raymond. "An Examination of Some Ele-

ments of the Personality of Police Officers and Their Implications,”

Journal of Police Science and Administration 5(4) (1978): 441-450.

Cameron, G. C. "Job Satisfaction of Employees in a Light Engineering

Firm: A Case Study," Personnel Practice Bulletin 26 (March 1970):

34-41.

 

Carlson, H. M. and Sutton, M. S. "Effects of Different Police Roles on

Attitudes and Values," Journal of Psychology 91 (September 1975):

57-64.

 

Carlson, H., Thayer, R. E. and Germann, A. C. "Social Attitudes and

Personality Differences Among Members of Two Kinds of Police

Departments (Innovative vs. Traditional) and Students," Journal of

Criminal Law, Criminology and Police Science 62 (1971): 564-567.

Carroll, Bonnie. Job Satisfaction: A Review of the Literature.

New York State School of Industrial and Labor Relations.

Ithaca, New York: Cornell University, 1973.

Cascio, W. F. and Valenzi, E. R. "Behaviorally Anchored Rating Scales:

Effects of Education and Job Experience of Raters and Ratees,"

Journal of Apined Psychology 62 (June 1977):278-282.

Centers, Richard and Bugental, Daphne E. "Intrinsic and Extrinsic Job

Motivations Among Different Segments of the Working Population,"

Journal of Applied Peychology 50 (June 1966): 193-197.

Champagne, Joseph E. and King, Donald C. "Job Satisfaction Factors

Among Underprivileged Workers," Personnel and Guidance Journal 45

(January 1967): 429-434.

 

Chang, 0. H. and Zastrow, C. H. "Police Evaluative Perceptions of

Themselves, the General Public and Selected Occupational Groups,“

Journal of Criminal Justice 4(1) (1976): 17-27.

Cherrington, David J., Reitz, Joseph and Scott, William E., Jr.

"Effects of Contingent and Noncontingent Reward on the Relation-

ship Between Satisfaction and Task Performance," Journal of

Applied Epychology 55 (December 1971): 531-536.

 



230

Chino, Ely. "The Chronology of Aspirations." In The Study of Society.

Peter 0. Rose (Ed.), pp. 393-404. New York: Random House, Inc.,

1967.

Chwast, J. "Value Conflicts in Law Enforcement,” Crime and Frequeney

XI (1965): 151.

Clark, John P. and Sykes, Richard E. "Some Determinants of Police

Organization and Practice in a Modern Industrial Democracy,"

Handbook of Criminology, Edited by Daniel Glaser, 1974.
 

"Comnunities Values and Conflict, 1967: A Conference Report," City of

New York Commission on Human Rights, 1967.

Constantine, Thomas A. "Higher Education for Police: Some Operational

Difficulties," Police Chief (June 1972): 18-20.
 

Converse, Jean M. and Schuman, Howard. Conversations at Random: Survey

Research as Interviewers See It. New York: ’John Wiley and Sons,

Inc., 1974.

 

Cruse, Daniel and Rubin. Determinants of Police Behavior: A Summary.

U. S. Dept. of Justice LEAAiiJUnE—l973).

 

Dalley, A. F. “University vs. Non-University Graduated Policemen:

A Study of Police Attitudes," Journal of Police Science and Admin-

istration 3 (1975): 458-468.

 

Denyer, Tom, Callender, Robert and Thompson, Dennis L. "The Policeman

as Alienated Laborer," Journal Police Science and Administration

3 no. 3 (September 1975): 251-258.

Detroit--Events. "Detroit Lays Off Nearly 1000 Officers as Result of

Deficit," Crime Control Digest 10, no. 27 (July 5, 1976): l.
 

Detroit--Events. "Detroit Pressing Job Resistency Issue on All City

Employees," Crime Control Digest 9, no. 44 (November 3, 1975): 10.
 

Detroit--Events. "Detroit Police Rally Expected on City's Controversial

Layoffs," Crime Control Digest 9 no. 19 (May 12, 1975): 10.
 

Dexter, Lewis Anthony. Elite and Specialized Interviewing, Evanston,

111.: Northwestern university Press, 1970.

 

Dodd, David. "Police Mentality and Behavior. In R. Hartogs (Ed.)

Violence: Causes and Solutions. New York: Dell, 1970, pp. 148-

6.

 



231

Dreger, R. M. and Milller, K. S. "Comparative Psychological Studies of

Negroes and Whites in the United States 1959-1965. Psyppological.

Bulletin Monograph Supplement, 1968, p. 70.

 

 

Dubin, R. and Chempoux, J. E. "Central Life Interests and Job Satisfac-

tion," Orgppizational Behavior and Human Performance 18, no. 2

(1977): 366-377:

 

Dunlap and Associates, Inc. "Police Traffic Services Personnel Perform-

ance Evaluation System," Final Report (June 76-June 77), p. 273.
 

Dunnette, Marvin, Campbell, John P., and Hakel, Milton 0. "Factors

Contributing to Job Satisfaction and Job Dissatisfaction in Six

Occupational Groups," Or anizational Behavior and Human Perform-

ance 2 (May 1967): 143-1 .

Emelander, E. P. "Emergent Leadership and Social Influence." In

Leadership_and Interpersonal Behavior, Luigi Petrullo and Bernard

M. Bass’iEds.). New York: H01t, Rinehart and Winston, Inc.,

1961, as cited in Applewhite, Orgpnizational Behavior, Englewood

Cliffs, N. J.: Prentice-Hall, Inc., 1965.

 

 

Eran, Mordechai. "Relationship Between Self-perceived Personality Traits

and Job Attitudes in Middle Management," Journal of Applied

ngchology 50 (October 1966): 424-430.
 

Ewen, Robert B. "Some Determinants of Job Satisfaction: A Study of the

Generality of Herzberg's Theory," Journal of Applied Psychology 48

(June 1964): 161-163.

 

Fenster, G. A. and Locke, B. "Neuroticism Among Policemen: An Examina-

tion of Police Personality," Journal of Apined Psychology 57

(1973): 358-359.

 

Fiedler, F. E. A Theory of Leadership Effectiveness. New York:

McGraw-Hi11,i1967l

Finckenauer, J. 0. "Some Factors in Police Discretion and Decision-

Making. Journal of Criminal Justice 4 no. 1 (1976): 29-46.

Fleishman, E. A. and Harris, E. F. "Patterns of Leadership Behavior

Related to Employee Grievances and Turnover," Personnel Psychology

15 (1962): 43-56.

 



232

Fleishman, E. A. Manual for the Supervisory Behavior Description.

Washington, D.C.: ManagementiResearEh Institute, 1972.

Fleishman, E. A. "The Description of Supervisory Behavior," Journal

of Applied Psychology 37 (1953): 1-6.
 

Form, William H., and James A. Geschwender. "Social Reference Basis of

Job Satisfaction: The Case of Manual Workers," American Socio-

logical Review 27 (April 1962): 228-237.

 

 

Fox, H. and Lefkowitz, J. "Differential Validity: Ethnic Group as a

Moderator in Predicting Job Performance," Personnel Psychology 27

(1974): 209-223.

Friend, Kenneth E. and Burns, Lawton R. "Sources of Variation in Job

Satisfaction: Job Size Effects in a Sample of the United States

Labor Force," Personnel Psychology 30 (1977): 589-605.
 

Galligher.iJ.F- "Explanations of Police Behavior: Critical Review and

Analysis," Sociological Quarterly 12 (Summer 1971), 308-318.
 

Gardiner, John A. Traffic and the Police, Variations in Law Enforcement

Policy. Cambridge, Mass.: Harvard University Press, 1969.

Gavin, J. F. and Ewen, R. B. "Racial Differences in Job Attitudes and

Performance: Some Theoretical Consieerations and Empirical Find-

ings," Personnel Psychology 27 (1974): 455-464.
 

Geist, H. "Work Satisfaction and Scores on a Picture Inventory,"

Journal of Applied Psychology 47 (December 1963): 369-373.
 

Germann, A. C. "Changing the Police--The Impossible Dream," Journal of

Criminal Law, Criminology and Police Science 62 (1971): 446-452.

 

 

Glenn, Norval D., Taylor, Patricia A. and Weaver, Charles N. "Age and

Job Satisfaction Among Males and Females: A Multivariate, Multi-

survey Study," J. Applied P§ychology 62 (April 1977): 189-193.
 

Goffman, E. Stigma: Notes on the Management of Spoiled Identity,

1963.

Graen, George B. "Motivator and Hygiene Dimensions for Research and

Development Engineers," Journal of Applied PsycholognyO (December

1966): 563-566.

Graham, G. H. "Job Satisfaction," Personnel Journal 45 (October 1966):

544-547.

 

Greenhaus, J. H. and Gavin, J. F. "The Relationships Between Expectan-

cies and Job Behavior for White and Black Employees," Personnel

Psychology 24 (1972): 449-455.
 



233

Griffin, Gerald R., Roger, L., Dunbar, M., and McGill, Michael E.

"Factors Associated with Job Satisfaction Among Police Personnel,"

Journal of Police Science and Administration 6, no. 1 (1978):

77-85.

Gruenfeld, Leo W. and Foltman, Felician F. "Relationship Among Super-

visors' Integration, Satisfaction and Acceptance of a Technologi-

cal Change,“ Journal of Applied Psychology 51 (February 1967):

74-77.

 

Hackman, J. R. and Lawler, E. E. "Employee Reactions to Job Character-

istics," Journal of Applied Psythology Monpgraph 55 (1971):

259-286.

ianmer, T. H., Katzell, R. A., and Yankelovich, D. "Work,Productivity,

Job Satisfaction: Evaluation of Policy Related Research,"

Industrial Labor Relations 30, no. 2 (1977): 259-60.

 

 

Handyside, John D. "Satisfaction and Aspirations," Occupational Psy-

chology 35 (October 1961): 213-244.

Handyside, John D. and Speak, Mary. “Job Satisfaction: Myths and

Realities," British Journal of Industrial Relations 2 (March 1964):

57-65.

Harris, R. N. The Police Academy: An Inside View. New York: John

Wiley and Sons, Inc., 1973.

 

Hazer, J. 1. "Job Satisfaction: Possible Integration of Two Theories,“

Tra1n1ng Development Journal 30, no. 7 (1976): 12-14.

Heiman, M. F. "Suicide Among Police," American Journal of Psychology

134 (November 1977): 1286-1290.

 

Hemphill, J. K. "Relations Between the Size of the Group and the

Behavior of Superior Leaders," Journal of Social Psychology 32

(1950): 11-22.

Hemphill, J. K. Situational Factors in Leadership. Columbus, Ohio:

Ohio State Un1vers1ty, Bureau of Educational Research, 1949.

Henkin, Janet. "Cops in College: Observations on Teaching Criminology

on Pol1ce." Paper presented at Second Inter-American Congress of

Criminology, 1972.

Henson, R. "Effects of Interviewer Style on Quality of Reporting in a

Survey Interview," Journal oprpychology 93 no. 2 (1976): 221-227.



234

Herzberg, F., Mausner, 8., Peterson, R. 0., and Capwell, D. F.

Job Attitudes: Review of Research and Opinion. Pittsburgh:

PsthologicETService of Pittsburgh, 1957.

Herzberg, Frederick. "The New Industrial Psychology," Industrial Labor

Relations Review 18 (April 1965): 364-375.
 

Herzberg, Frederick. "The Motivation to Work Among Finnish Supervisors,"

Personnel Psycholpgy 18 (Winter 1965): 393-402.

Herzberg, F., Mausner, B. and Snyderman, B. The Motivation to Work.

New York: John Wiley and Sons, 1959.

Hilgendorf, E. L. and Irving, 8. L. "Job Attitude Research: A New Con-

ceptual and Analytical Model Bibl. Human Relations 22 (October

1969): 415-426.

Hilgert, Raymond L. "Satisfaction and Dissatisfaction in a Plant

Setting," Personnel Administration 34 (July-August 1971): 21-27.
 

Hilton, Bernard. "An Empirical Investigation of the Herzberg Methodol-

ogy and Two Factor Theory," anizational Behavior and Human

Performance 3 (August 1968): 86—309.
 

Hollon, C. J., and Chesser, R. J. "Relationship of Personal Inference

Dissonance to Job Tensions, Satisfaction and Involvement.

Academy Management Journal 19, no. 2 (1976): 308-314.

Hooke, J. F. and Krauss, H. H. "Personality Characteristics of Successful

Police Sergeant Candidates," Journal of Criminal Law, Criminology,

and Police Science (1971): 32:33.
 

Hoppok, Robert. "A 27 Year Follow-up on Job Satisfaction of Employed

Agplts," Personnel and Guidance Journal 38 (February 1960): 489-

House, R. J. "A Theory of Leader Effectivensss," Administrative Science

Quarterly 16 (1971): 321-328.

House, R. J., Filley, A. C., and Gujarti, D. N. "Leadership Style,

Hierarchical Influence and the Satisfaction of Subordinate Role

Expectations: A Test of Likert's Influence Proposition," Journal

of Applied Peychology 55 (October 1971): 422-342.

 

House, R. J., Filley, A. C., and Kerr, S. "Relation of Leader Considera-

tion and Initiating Structure to R & D Subordinates' Satisfaction,"

Administrative Science Quarterly 16 (1971): 19-30.



235

House, R. J. "A Path Goal Theory of Leader Effectiveness," Administra-

tive Science Quarterly 16 (1971): 321-338.

 

 

Hudzik, J. K., and Greene, J. R. "Organizational Identity and Goal

Consensus in a Sheriff's Department: An Exploratory Inquiry,"

Journal of Police Science and Administration.3 (1977): 79-88.

Hulin, C. L. "Sources of Variation in Job and Life Satisfaction: The

Role of Community and Job-related Variables," Journal of Applied

Egycholpgy 53 (1969): 279-291.
 

Hulin, C. L. and Smith, P. C. "Sex Differences in Job Satisfaction,"

Journal of Applied Ppychology 48 (1964): 88-92.
 

Hulin, C. L. and Smith, P. C. "A Linear Model of Job Satisfaction,”

Journal of Applied Psycholpgy 49 (June 1965): 209-216.
 

Hulin, C. L. and Smith, P. A. "An Empirical Investigation of Two

Implications of the Two Factor Theory of Job Satisfaction,”

Journal of Applied Epychology 51 (1967): 396-402.
 

Hyman, Herbert H. “The Value Svstems of Different Classes." In Peter

0. Rose (Ed.), The Study of Society, pp. 371-393. New York:

Random House, Inc., 1967.

 

Ivancevich, J. M. "Predicting Job Performance by Use of Ability Tests

and Studying Job Satisfaction as a Moderating Variable," Journal

of Vocational Behavior 9, no. 1 (1976): 87-97.
 

Ivancevich, J. M. and McMahon, J. T. "Group Development Trainer Style

and Carry Over Job Satisfaction and Performance," Academy Manage-

ment Journal 19, no. 3 (1976): 395-412.

 

 

Ivancevich, J. M. and Donnelly, J. H. "Job Satisfaction Research:

A Management Guide for Practitioners,” Personnel Journal 47

(March 1968): 172-177.

 

Jacobs, R. and Solomon, T. "Strategies for Enhancing the Prediction of

Job Performance From Job Satisfaction," Journal of Applied

Psychology 62 (September 1977): 417-421.

 

James, L. R. and Jones, A. P. "Organizational Climate: A Review of

Theory and Research," Ppychological Bulletin 81 (1974): 1096-1112.
 

James, L. R., Coray, K. E., Bruni, J. R. and Jones, A. P. "Psycho-

logical Climate and Job Satisfaction: An Examination of Recipro-

cal Causation," Technical Report #lBR-77-20 (September 1977).



236

Jirak, Milton. "Alienation Among Members of the New York City Police

Department on Staten Island," Journal of Police Science and

Administration 3, no. 2 (June 1975): 149-161.

Jones, Anthony C. and Ridenour, David E. "Job Enrichment: The Effect of

Growth Needs and Social Needs on the Job Characteristics--Job

Satisfaction and Job Characteristics--Perceived Performance

Relationships." Master's thesis

Jones, A. P., James, L. R., Bruni, J. R., Hornick, C. W., and Sells,

S. B. “Psychological Climate: Dimensions and Relationships."

(Institute of Behavioral Research Report No. 75-3). Fort Worth:

Texas Christian University, 1975.

Jones, A. P., James, L. R., Bruni, J. R., and Sells, S. B. "Black-White

Differences in Work Environment Perceptions and Job Satisfaction

and Its Correlates," Personnel Psychology 30, no. 1 (1977): 5-16.
 

Kahn, R. L. "The Meaning of Work: Interpretations and Proposals for

Measurement." In The Human Meaning of Social Change, A. Capwell

and P. E. Converse (EdSTiZ New York: Russell Sage Foundation,

1972.

Kalleber, A. L. "Work Values and Job RewardS--Theory of Job Satisfac-

tion," American Sociolpgical Review 42, no. 1 (1977): 124-143.

Karpik, L. "Expectations and Satisfactions in Work," Human Relations

21 (November 1968): 327-380.

 

Katz, I., et al. "Leadership Stability and Social Change: An Experi-

ment with Small Groups," Sociometry 20 (1957): 37
 

Katz, I. "Some Determinants of Racial Differences in Intellectual

Achievement," International Journal of Psychology 2 (1967): 1-21.

Katz, 1. and Cohen, M. "The Effects of Training Negroes Upon Coopera-

tive Problem Solving in Biracial Teams," Journal of Abnormal and

Social Ppychology 64 (1962): 319-325.

 

 

Katz, I. and Greenbaum, C. "Effects of Anxiety, Threat and Racial

Environment on Task Performance of Negro College Students,"

Journal of Abnormal and Social Ppychology 66 (1963): 557-562.

Katz, I., Roberts, S. 0., and Robinson, J. "Effects of Task Difficulty,

Race of Administrator and Instructions on Digit Symbol Performance

of Negroes," Journal of Personality and Social Psychology_2 (1965):

53-59.



237

Katzell, R. A., Ewen, R. B., and Korman, A. K. "Job Attitudes of Black

and White Workers: Male Blue Collar Workers in Six Companies,"

Journal of Vocational Behavior 4 (1974): 365-376.
 

Katzell, R. A. and Yankelovich, 0. “Work, Productivity and Job Satis-

faction: An Evaluation of Policy Related Research," The Psy-

chology Corp.(1975).
 

Kavanagh, Michael J., MacKinney, Arthur C. and Wolins, Leroy.

"Satisfaction and Morale of Foremen as a Function of Middle

Mana er'S Performance," Journal of Applied Ppyehology 54 (April

1970?” 145-156.

 

Keller, Robert T. and Szilagyi, Andrew D. "A Longitudinal Study of

Leader Reward Behavior, Subordinate Expectancies and Satisfaction,"

Personnel Ppychology 31 (1978): 119-129.
 

Kerr, S. and Schriescheim, C. "Consideration, Initiating Structure, and

Organizational Criteria: An Update of Korman's 1966 Review,"

Personnel PSychology 27 (1974): 555-568.
 

Kerr, S., Schriescheim, C. A., Murphy, C. J., and Stogdill, R. M.

"Toward a Contingency Theory of Leadership Based Upon the Consider-

ation and Initiating Structure Literature," Organizational

Behavior and Human Performance 12 (1974): 62-82.

 

 

Kesselman, G. A., Wood, M. T., and Hagen, E. L. "Relationship Between

Performance and Satisfaction Under Contingent and Non-contingent

Reward Systems," Journal of Applied Psyehology 59 (1974): 374-376.
 

Kilpatrick, J. J. "Occupation, Aspiration, Opportunity, and Barriers."

In Comparative Studies of Whites and Blacks in the United States,

K. A. Miller and DTMT’Dreger (Eds.). New York: Seminar Press,

1973.

 

Kipnis, D., Silverman, A., and Copeland, C. "Effects of Emotional

Arousal on the Use of Supervised Coercion with Black and Union

Employees," Journal oanpplied Psychology 57 (1973): 38-43.

Klein, Stuart M. "Two Systems of Management: A Comparison that Produced

Organizational Change." Proceedings of the 16th Annual Meeting of

Industrial Relations Research Association. Masidon, Wisconsin,

1964. pp. 166-175.

Knebel, Fletcher. "Police in Crisis," Look 32, no. 3 (February 6, 1968).

Kohn, M. L. and Schooler, C. "Occupational Experience and Psychological

Functioning: An Assessment of Reciprocal Effects," American

Sociological Review 38 (1973): 97-118.
 



238

Korlen, David C. "Situational Determinants of Leadership Structure,"

Journal of Conflict Resolution (Sept. 1962): 222-235.

Korman, A. K. “Task Success, Task Popularity and Self-Esteem as Influ-

ences of Task Liking," Journal of Applied Psychology 52 (1968):

484-490.

 

Korman, A. K. Industrial and Organizational Psychology. Englewood

Cliffs, N. J.: Prentice—Hall} 1971.

 

Kroes, W. H. Margolis, B. L. and Hurrell, J. J. Jr. "Job Stress in

Policemen," National Institute for Occupational Safety and

Health. Journal of Police Science and Administration 2, no. 2

(1974): 145-155.

Lahiri, Dilip K. and Srivastva, Suresh. "Determinants of Satisfaction

in Middle Management Personnel," Journal of Applied Psyehology 51

(June 1967): 254-265.

 

Lawler, Edward E. III and Douglas T. Hall. "Relationship of Job Char-

acteristics to Job Involvement, Satisfaction and Intrinsic Motiva-

tion. Journal of Applied Psychology 54 (August 1970): 305-312.

Lawler, E. E. Fay and Organizational Effectiveness: A Ppychological

View. New York: McGraw-Hill,—1971.

 

Lawler, Edward E. III. "Attitude Surveys and Job Performance,"

Personnel Administration 30 (September-October 1967): 3-5, 22-24.
 

Lawler, E. E. and Porter, L. W. "Antecedent Attitudes of Effective

Managerial Performance," Organizational Behavior and Human Per-

formance 2 (May 1967): 122-142.

 

Lee, H. C. "00 Workers Really Want Flexibility on the Job?" Personnel

Ppychology 42 (March-April 1965): 74-77.
 

Lefcourt, H. M., and Ladwig, G. W. "The Effect of Reference Group Upon

Negroes Task Performance in a Biracial Competitive Game," Journal

of Personality and Social Psychology 1 (1965): 668-671.

Lefkowitz, J. "Attitudes of Police Toward Their Job." In The Urban

Policeman in Transition, p. 203, J. Snibbe and H. Snibbe 1Eds.),

Springfield, 111.: Charles C. Thomas, 1973.

Lefkowitz, J. "Psychological Attributes of Policemen: A Review of

Research and Opinion," Journal of Social Issues 31, no. 1 (1975):

3-26.

 



239

Lester, D. "Extraversion in Police Officers." Richard Stockston State

College. Paychological Reports 39, no. 2 (1976): 578.
 

Levin, B. H. and Brown, W. E. "Susceptibility to Boredom of Jailers and

Police Officers," Psyphological Reports 36 (1975): 190+.
 

Levy, Ruth. "Summary of Report on Retrospective Study of 5,000 Peace

Officer Personnel Records,“ Police Yearbook, 1966.
 

Levy, Ruth J. "Predicting Police Failures," Journal of Criminal Law,

Criminology and Police Science 58, no. 2 (196711
 

Locke, Bernard and Smith, A. B. "Police Who Go to College." In

Ambivalent Force: Perspectives on the Police, pp. 144-147,

Ahthhr Niederhoffer ahH'A. S. Blumberg (Eds.). New York:

Ginn and Co, 1970.

 

Locke, Edwin A. "Further Data on the Relationship of Task Success to

Liking and Satisfaction," Epychological Reports 20 (February 1967):

246.

 

Locke, Edwin A. "Job Satisfaction and Job Performance: A Theoretical

Analysis," Organizational Behavior and Human Performance 5

(September 1970): 484-500.

London, M., Crandall, R., Seals, G. W. "Contribution of Job and Leisure

Satisfaction to Quality of Life," Journal of Applied Psychology

62, no. 3 (1977): 328-334.

McNamara, John H. ”Uncertainties in Police Work: The Relevance of

Police Recruits' Backgrounds and Training." In The Police,

David J. Bordua (Ed.). New York: John Wiley and Sons, 1967.

MacDonald, Malcolm R. "Matching Personalities with Position: A Study

of Job Satisfaction," Supervisor Nurse 6, no. 4 (April 1975):

43-45, 47, 50.

 

Magnus, R. E., Witt, J. W., and Gomez, A. “Attitudinal Testing: A Goal

for Effective Law Enforcement Management," Journal of Police

Science and Administration 5, no. 1 (March 1977): 74-78.
 

Maier, N. R. F. Peychology in Industry. Boston: Houghton Mifflin,

1955.

 

March, J. G. and Simon, H. A. Organizations. New York: John Wiley and

Sons, 1958.

 

Maslow, A. H. "A Theory of Human Motivation," Psychological Review 50

(July 1943): 370-396.



240

Maslow, A. The Farther Reaches of Human Nature. New York:

Viking Press, 1971.

 

Meltzer, Leo and Salter, James. "Organizational Structure and the

Performance and Job Satisfaction of Physiologists," American

Sociological Review 27 (June 1962): 351-362.
 

Miller, L. A. and Muthard, J. E. "Job Satisfaction and Counselor Per-

formance in State Rehabilitation Agencies," Journal of Applied

Psychology 49 (August 1965): 280-283.
 

Milutinovich, J. S. "A Comparative Study of Work Attitudes of Black and

White Workers." In Readings in Minority Group Relations, D. L.

Ford (Ed.). San Diego, Calif.: University Associates, 1975.

 

Milutinovich, Jugoslav S. "Black White Differences in Job Satisfaction,

Group Cohesiveness and Leadership Style," Human Relations 30

(November 12, 1977): 1079-1087.

Misshauk, Michael J. "Supervisory Skills and Employee Satisfaction,"

Personnel Administration 34 (July-August 1971): 29-33.
 

Mobley, William H. and Locke, Edwin A. "Relationahip of Value Importance

to Satisfaction," Organizational Behavior and Human Performance 5

(September 1970): 463-483.

Mobley, William H. "Intermediate Linkages in Relationship Between Job

Satisfaction and Employee Turnover," Journal of Applied Psychology

62, no. 2 (1977): 232-240.

Monie, P. M. "Job Satisfaction of Female Employees in the Clothing

Industry: Case Study #3," Personnel Practice Bulletin 23 (March

1967): l6-26.

 

Monlagne, Paul D. Occupations and Society: Toward a Sociologypof the

Labor Market. New York: John Wiley and Sons,*1977.
 

Morse, N. C. Satisfaction in the White Collar Job. Ann Arbor:

University of Michigan Press, 1953. ~

 

Munro, Jim L. Administrative Behavior and Police Organization.

Cincinnati, Ohio: The W. H. Anderson Company, 1974.

 

Newman, Donald J. "Sociologists and the Administration of Criminal

Justice." In Sociology in Action, Arthur B. Shostak (Ed.).

Homewood, 111.: Dorsey Press, 1966.

 

Nicholson, Nigel, Wall, T., and Lischert, J. "Predictability of Absence

and Propensity to Leave from Employees Job Satisfaction and

Attitudes Toward Influence in Decision Making," Human Relations

30, no. 6 (1977): 499-514.



241

Nicholson, Nigel, Brown, Colin A., and Chadwick-Jones, J. K. "Absence

from Work and Job Satisfaction," Journal of Applied Psychology 61,

no. 6 (1976): 728-737.

 

Niederhoffer, Arthur. Behind the Shield, The Police in Urban Society.

Garden City, N. Y.: Doubleday and Company, 1967.

 

0hlin, Floyd. "Major Dilemmas of the Social Worker in Probation and

Parole,” National Probation and Parole Journal 2 (1956): 219.

Olson, B. T. "Police Opinions of Work: An Exploratory Study."

In The Urban Policemen in Transition, J. R. Snibbe and H. M.

Snibbe (Eds.). Springfield, 111.: Charles C. Thomas, 1973.

Opsahl, R. and Dunnette, M. "The Role of Financial Compensation in

Industrial Motivation," Psychological Bulletin 66 (1966): 94-118.
 

O'Reilly, C. A. and Roberts, K. H. "Job Satisfaction Among Whites and

Nonwhites: A Cross-cultural Approach," Journal of Applied

Psychology 57 (1973): 295-299.

 

 

Osborn, R. N., Hunt, J. G., and Bussom, R. S. "Cybernetics and Con-

tingency Theory: A Partial Empirical Linkage. Proceedings of the

19th Annual Conference of the Midwest Division Academy of Manage-

ment, 1976, 19, 239-249.

Paine, F. T., Deutsch, D. R., and Smith, R. A. "Relationship Between

Family Backgrounds and Work Values," Journal of Applied Psychology

51 (1967): 320-3.

 

Patchen, M. “Absence and Employee Feelings About Fair Treatment,”

Personnel Psychology 13 (1960): 349-360.

Pecorrella, P. A. Predictors of Race Discrimination in the Navy

(Institute for Social Research Technical Report). Ann Arbor:

University of Michigan, 1975.

Penzer, W. "Education Level and Satisfaction with Pay: An Attempted

Replication," Personnel Psychology 22 (1969): 185-199.

Peres, S. H. Factors Which Influence Job Satisfaction in General

Electric. New York: Personnel and Industrial Relations Services,

General Electric, 1967.

Peretti, P. 0. "Effects of Community, Family and Home Variables on Job

Satisfaction," Aust. Journal of Sociology 11, no. 3 (1976): 222-

229.

 

Piliavin, I. and Briar, S. "Police Encounters with Juveniles,"

American Journal of Sociology 70 (September 1964).



242

Porter, L. W., Steers, R. M., Mowday, R. T. and Boulian, P. V.

"Organizational Commitment, Job Satisfaction and Turnover Among

Psychiatric Technicians," Journal of Applied Psychology 59 (1974):

603-609.

Porter, L. M. and Steers, R. M. "Organizational Work and Personal

Factors in Employee Turnover and Absenteeism," Psychological

Bulletin 80 (1973): 151-176.

Preiss, Jack J. and Ehrlich, Howard J. An Examination of Role Theory,

The Case of the State Police. Lincoln, Neb.: University of

Nebraska Press, 1966.

 

President's Commission on Law Enforcement and the Administration of

Justice. Task Force Report: The Police. Washington, D.C.:

Government Printing Office, 1968.

 

Price, Barbara and Adelberg, Sheldon. "An Evaluation of Police Super-

visory Training Using a Multivariate Assessment of Attitude

Change," Journal of Police Science and Administration 3 (1977):

69-73.

 

Prien, Eirch P., Barrett, Gerald V., and Svetlik, Byron. "The Predic-

tion of Job Performance," Personnel Administration 30 (March-April

1967): 40-43.

 

Quinn, R. P., Staines, G. L., and McCollough, M. R. Job Satisfaction:

Is There a Trend? Washington, D. C.: U. S. Department of

Labor, 1974.

 

Rachman, 0. J. and Kemp. "Are Buyers Happy in Their Jobs? Journal of

Retailing 40 (Summer 1964): 1-10, 56.

 

Rafky, D. M. "Police Cynicism Reconsidered: An Application of Smallest

Space Analysis," Criminology 13, no. 2 (1975): 168-192.
 

Regoli, Robert M. "An Empirical Assessment of Niederhoffer's Police

Cynicism Scale," Journal of Criminal Justice 4 (1976): 231-241.
 

Regoli, R. M. "Police Cynicism and Professionalism,“ Human Relations

30, no. 2 (1977): 175-186.

 

Regoli, R. M. "The Effects of College Education on the Maintenance of

Police Cynicism," Journal of Police Science and Administration 4,

no. 3 (September 1976): 340-345.

Reiser, M. "Some Organizational Stresses on Policemen," Journal of

Police Science and Administration 2 (June 1974): 156-159.

 

Reiss, A. J., Jr. "Police Brutality--Answers to Key Questions,"

Trans-action 5 (July-August 1968).



243

Reiss, A. J., Jr. The Police and the Public. New Haven: Yale

University Press, 1971.

Reitz, H. J. Managerial Attitudes and Perceived Contingencies Between

Performance and Organizational Response. Proceedings of the

3lst Annual Meeting of the Academy of Management, 1971.

Rhead, C., Abrams, A., Trasman, H., and Margolis, P. "The Psychological

Assessment of Police Candidates," American Journal of Psychiatry

124, no. 11 (1968): 1575-1580.

Richardson, Stephen A., Dohrenwend, Barbara Snell and Klein, David.

Intervieging: Its Forms and Functions. New York: Basic Books,

Inc., 19 5.

Rokeach, M. The Open and Closed Mind. New York: Basic Books, 1960.
 

Rokeach, Milton, Miller, Martin G., and Snyder, John A. "The Value Gap

Between the Police and the Policed," Journal of Social Issues 27

(1971): 155-171.

Ronan, W. W. "Individual and Situational Variables Relating to Job

Satisfaction," Journal of Applied Psychology 54, no. 1 Part 2

(February 1970): 1-31 (monograph).

 

Rotter, J. B. and Stein, 0. K. "Public Attitudes Toward the Trustworthi-

ness, Competence and Altruism of Twenty Selected Occupations,"

Journal of Applied Social Psychology 1 (1971): 334-343.
 

Rousseau, D. M. "Technological Differences in Job Characteristics,

Employee Status and Motivation: Synthesis of Job Design Research,

and Sociological Systems-Theory," Organizational Behavior and

Human Performance 19, no. 1 (1977): 18-42.
 

Roustang, Guy. "Why Study Working Conditions via Job Satisfaction?

A Plea for Direct Analysis," International Labour Organization

(1977): 277-291.

Rubenstein, Jonathan. City Police. New York: Farrar, Straus and

Giroux, 1973.

 

Rubin, Jesse. "Police Identity and the Police Role." In Issues in

Police Patrol, p. 129, Thomas Sweeney and William Ellingsworth

(Eds.)

 

Saleh, Shouktry D. and Otis, Jay L. "Age and Level of Job Satisfaction,"

Personnel Psychology 17 (Winter 1964): 425-330.
 



244

Salinas, Ramon Conde 0. P. An Exploratory Study of Job Satisfac-

tion Attitudes Among Non-academic University Personnel. Master's

thesis, New York State School of Industrial and Labor Relations,

Cornell University, 1964.

Sanford, Fillmore H. Authoritarianism and Leadership, Philadelphia:

Institute for Research in Human RElation , 1950, p. 4.

Saunders, Charles B., Jr. Upgrading the American Police: Education and

Training for Better Law Enforcement. Washington Brookings Insti-

tution, 1970.

Savitz, L. "The Dimensions of Policelioyalty," American Behavioral

Scientist (May-June, July-August 1970).

 

Saxe, S. J. and Reiser, M. "Comparison of Three Police Applicant

Groups Using MMPI,” Journal of Police Science 4, no. 4 (1976):

419-425.

 

Schafer, H. "Activities of Police Academy" (Seminar on Police Leader-

ship). Criminalist 3, no. 1 (1977): 19-20.

Schriesheim, C. and Kerr, S. "Psychometric Properties of the Ohio

State Leadership Scales," _sychological Bulletin 81 (1974): 756-

765.

 

Schriescheim, C. A. and Murphy, C. J. "Relationships Between Leader

Behavior and Subordinate Satisfaction and Performance--Test of Some

Situational Moderators," Journal Applied Psychology 61, no. 5

(1976): 634-644.

 

Schrell, J. E. "Organizing Police for the Future: An Update of the

Democratic Model," Criminal Justice Review 1, no. 2 (1976): 35-51.

Schwab, D. P. and Cummings, L. L. "Employee Performance and Satisfac-

tion with Work Roles: A Review and Interpretation of Theory,"

Industrial Relations 9 (1970): 408-430.
 

Schwartz, Milton, Jenusalitis, Edmund, and Stark, Harry. "Motivational

Factors Among Supervisors in the Utility Industry," Personnel

Psychology 16 (Spring 1963): 45-53.
 

Scott, W. E., Jr. and Hamner, W. C. "The Influence of Variations in

Performance Profiles on the Performance Evaluation Process: An

Examination of the Validity of Criterion," Organizational Behavior

and Human Performance 14 (1975): 360-370.



245

Scott, W. E. Jr. "Reactions to Supervision in a Heterogeneous Profes-

sional Organization," Administrative Science Quarterly 10 (1965):

65-81.

 

Seashore, Stanley E. "Defining and Measuring the Quality of Working

Life." Paper submitted to the International Conference on the

Quality of Working Life. New York: Harriman, 1972.

Seybolt, John W. "Work Satisfaction as a Function of the Person-

Environment Interaction," Organizational Behavior and Human

Performance 17 (1976): 66-75.
 

Sheppard, Charles, Bates, Cindy, Fracchia, John and Merlis, Sidney.

"Need Structures of Police Personnel: Toward a Resolution,"

Journal of Police Science and Administration 3, no. 4 (December

1975): 446-499.

Sherman, Lawrence W. "Middle Management and Police Democratization:

A Reply to John E. Angell," Criminology 12, no. 4 (February 1975):

363-378.

 

Sherman, L. W. et a1. Team Policing. Washington, D.C.: The Police

Foundation, 1973.

 

Siegel, J. P. and Bowen, D. "Satisfaction and Performance: Causal

Relationships and Moderating Effects,“ Journal of Vocational

Behavior 1 (1971): 263-269.

 

Skolnick, Jerome. "A Sketch of the Policeman's Working Personality."

In The Ambivalent Force: Perspectives on the Police. Arthur

Niederhoffer and Abraham Blumberg (Eds.). San Francisco:

Rinehart Press, 1973.

Skolnick, Jerome H. Justice Without Trial. New York: John Wiley and

Sons, 1966.

 

Skolnick, Jerome H. The Politics of Protest. New York: Simon and

Schuster, 1969.

Slocum, J. W. "Motivation in Managerial Levels: Relationship of Need

Satisfaction to Job Performance," Journal of Applied Psychology

55 (1971): 312-316.

Slocum, John W. Jr., and Misshauk, Michael J. "Job Satisfaction and

Egoggctivity," Personnel Administration 33 (March-April 1970):

Slocum, J. W. and Strawser, R. H. "Racial Differences in Job Attitudes,"

Journal of Applied Psychology 56 (1972): 28-32.



246

Smith, A. B., Locke, B., and Fenster, Abe. "Authoritarianism in Police-

men Who Are College Graduates and Non-college Police," Journal of

Criminal Law, Criminology and Police Science 61 (1970): 3|3-3I5.

Smith, R. L. The Tarnished Bagge. (1965)
 

Smith, P. C., Kendall, L. M., and Hulin, C. L. The-Measurement of

Satisfaction in Work and Retirement. Chicago, Ill: Rand McNally,

1969.

Smith, P. C., Smith, 0. W. and Rollo, J. "Factor Structure for Blacks

and Whites of the Job Descriptive Index and Its Discrimination of

Job Satisfaction," Journal of Applied Psychology 59 (1974): 99-100.

Srivastva, Suresh, Salipante, Paul F., Jr., Cummings, Thomas G.,

Notz, William W., Byelow, John D., and Waters, James A.

Job Satisfaction and Productivity. An evaluation of policy re-

lated researCh’on productivity, industrial organization and job

satisfaction: Policy development and Implementation. Department

of Organizational Behavior, Case Western University, 1975.

 

Staufenberger, R. A. "Professionalization of Police: Efforts and

Obstacles," Public Administrative Research 37 (November 1977):

678-685.

 

Sterling, J. W. Changgs in Role Concepts of Police Officers.

Gaitherburg,Md.: IACP, 19721

 

Stinchcombe, A. L. "Institutions of Privacy in the Determination of

Police Administrative Practice," American Journal of Sociology 69

(September 1963).

Stogdill, Ralph M. "Personal Factors Associated with Leadership:

A Survey of the Literature," Journal of Psychology 25 (1948): 63.
 

Stogdill, R. M. "Validity of Leader Behavior Desdriptions," Personnel

Psychology 22 (1969): 153-188.
 

:togsill, R. M. The Handbook of Leadership: A Survey of Theory and

Research. New York: Free Press, 1974.

Stone, E. F., Mowday, R. T., and Porter, L. W. "Higher Order Need

Strengths as Moderators of Job Scope and Job Satisfaction

Relationship," Journal of Applied Psychology 62, no. 4 (1977):

466-471.

Sundeen, Richard. "Four Dimensional Perspectives on Police Typologies,"

Criminology 12, no. 3 (1974): 328-337.



247

Svetlik, B., Prien, E., and Barrett, G. "Relationship Between Job

Difficulty, Employees Attitude Toeard His Job, and Supervisory

Ratings of the Employee Effectiveness," Journal of Applied Psy-

chology 48 (October 1964): 320-324.

Taylor, F. W. The Principles of Scientific Management. New York:

Harper, 1947.

Terris, B. J. "The Role of the Police," The Annals 374 (November 1967).

 

 

Thibault, Ed. "The Anomic Cop. Humboldt," Journal of Social Relations

1 (Fall 1973): 36-41.

 

Thompson, Duane E. "Favorable Self-perception, Perceived Supervisory

Style, and Job Satisfaction," Journal ofyApplied Psychology 55

(August 1971): 349-352.

 

Thorpe, Robert P. and Campbell, David P. "Expressed Interests and Worker

Satisfaction," Personnel and Guidance Journal 44 (November 1965):

238-243.

 

Tiffin, J. and McCormick, E. K. Industrial Psychology. London:

Allen and Unwin, 1966.

 

Tifft, Larry L. "Control Systems, Social Bases of Power and Power

Exercise in Police Organizations," Journal of Police Science and

Administration 3, no. 1 (1975): 66-76.

 

Tifft, Larry L. "The 'Cop Personality' Reconsidered," Journal of Police

Science and Administration 2, no. 3 (1971): 266-278.

 

Tosi, H. "A Reexamination of Personality as a Determinant of the

Effects of Participation," Personnel Psychology 23, no. 1 (1970):

91-99.

 

Turner, Arthur N. and Miclette, Amelia L. "Sources of Satisfaction in

Repetitive Work," Occppational Psychology 36 (October 1962):

215-231.

Van Maanen, John. "Police Socialization," Administrative Science

Quarterly (1975): 22+.

 

Van Maanen, John. "Working the Street: A Developmental View of Police

Behavior." In The Potential for Reform of Criminal Justice, pp.

83-130, Herbert Jacob (Ed.). Beverly Hills, CalifT: Sage, 1974.

 

Van Maanen, John. "Observations on the Making of Policemen," Human

Organization 32 (Winter 1973): 507-518.



248

Van Maanen, John. "Police Socialization: A Longitudinal Examination

of Job Attitudes in an Urban Police Department," Administrative

Science Quarterly 20 (June 1975): 207-228.
 

Vinson, E. and Mitchell, 1. R. "Black and White Differences in Motiva-

tion: An Expectancy Approach," Technical Report 73-51.

Seattle: University of Washington, 1973.

 

Vollmer, H. M. and Kinney, J. A. "Age, Education and Job Satisfaction,"

Personnel 32 (1955): 38-43.

Vroom, V. H. and Yetton, P. W. Leadership and Decision-Making.

Pittsburgh: University of PittSBUrgh Press, 1973.

 

Vroom, V. H. "Some Personality Determinants of the Effects of Participa-

tion," Journal of Abnormal and Social Psychology 59 (1959): 322-

327.

 

Vroom, V. H. and Jago, A. G. "Decision Making as a Social Process:

Normative and Descriptive Models of Leader Behavior," Decision

Sciences 5 (1974): 743-769.

Vroom, V. H. Work and Motivation. New York: John Wiley and Sons,

1964.

 

Wall, T. D. and Stephenson, G. M. "Herzberg's Two Factor Theory of Job

Attitudes: A Critical Evaluation and Some Fresh Evidence,"

Industrial Relations Journal 1 (1970): 41-65.
 

Wanous, J. P. "Causal-Correlational Analysis of the Job Satisfaction

and Performance Relationship," Journal of Applied Psychology 59

(1974): 139-144.

Waskow, A. J. "Community Control of the Police,‘I Transaction (December

1969).

 

Waters, L. K. and Darrell Roach. "Relationship Between Job Attitudes

and Two Forms of Withdrawal from the Work Situation," Journal of

Applied Psychology 55 (February 1971): 92-94.

 

 

Watson, Nelson A. "Retention Survey." Unpublished report to IACP, 1968.

Watson, Nelson A. and Sterling, James W. Police and Their Opinions.

IACP, l969.

Weaver, C. H. "Black-White Differences in Attitudes Toward Job

Characteristics," Journal of Applied Psychology 60 (1975): 438-441.



249

Weaver, C. N. "Correlates of Job Satisfaction: Some Evidence from

National Surveys," Academy of Management Journal 17 (1974): 373-

375 a .

 

Weaver, C. N. "Ne ro-White Differences in Job Satisfaction," Business

Horizons 17 (1974): 67-70(b).

Weaver, Charles N. "Relationships Among Pay, Race, Sex, Occupational

Prestige, Supervision, Work Autonomy and Job Satisfaction in a

National Sample," Personnel Psychology 30 (1977): 437-445.
 

Webster, John A. "Police Task and Time Study," Journal of Criminal Law,

Criminology and Police Science 61 (1970): 94-100.
 

Weed, S. E., Mitchell, T. R., and Moffett, W. "L-adership Style Sub—

orginate Personality and Task Type of Predictors of Performance

and Satisfaction with Supervision," Journal of Applied Psychology

61, no. 1 (1976): 58-66.

Weiner, Norman L. "The Effect of Education on Police Attitudes,“

Journal of Criminal Justice 2 (1974): 317-328.
 

Weissenberg, Peter. "Psychological Differentiation and Job Satisfaction."

Ph.D. Dissertation, New York State School of Industrial and Labor

Relations, Cornell, 1967.

Wernimont, Paul F. "What Supervisors and Subordinates Expect of Each

Other," Personnel Journal 50 (March 1971): 204-208.
 

Westley, William A. Violence and the Police: A Sociological Study of

Law, Custom and Morality. Cambridge MIT Press, 1970.

White, B. J. "Criteria for Job Satisfaction: Is Interesting Work Most

Important?" Monthly Laboratory_Review 100, no.5 (1977): 30-35.

White, Sam.E., Mitchell, Terrence R., and Bell, Cecil H. "NTIS Goal,

Evaluation Apprehension and Social Cues as Determinants of Job

Performance and Job Satisfaction," _eport #TR-77-12 (September

1977 : 26

 

Whyte, William F. "Small Groups in Large Organizations." In Social

Psychology at the Crossroads, pp. 303-4 as cited in Tifft, Rohrer

-and Sharif (Eds.)'(1951).

Wickesham, R. T. "The Cost of Crime," In Report Number Twelve, The

United States National Commission on Law Observance and Enforce-

ment. Washington, D.C.: Government Printing Office, 1973.

 



250

Wilson, James 0. Varieties of Police Behavior. Cambridge: Harvard

University Press, 19682

Wolfe, J. 8. Some Psychological Characteristics of American Policemen:

A Critical Review of the Literature. Proceedings of the Annual

Convention of the American Psychological Association, Part I,

1970. PP. 453-464.

Zagona, S. A. and Zurker, I. A. "Participation, Interaction and Role

Behavior in Groups Selected from the Extreme of the Open-Closed

Cognitive Continuum," Journal of Psychology 58 (1964): 255-264.
 



APPENDICES



APPENDIX A

DATA COLLECTION



APPENDIX A

DATA COLLECTION

The sample selection of officers within the Oakland and Detroit

Police Department was undertaken by somewhat different procedures in

order to compensate for different characteristics of the departments.

In Detroit, the process began by obtaining approval from the police

chief, William Hart. At Chief Hart's request, Deputy Police Chief

James Bannon sent a letter to precinct commanders stating that the

research had formal departmental approval and requesting voluntary co-

operation. The researcher then made a random selection of four out of

fifteen precincts, since otherwise, there would be far too many officers

under consideration. A11 precincts that were contacted offered to

cooperate with the research project. Since one of the primary research

objectives was to determine the degree of linkage between sergeants and

job satisfaction of subordinates, it was perceived by the researcher

that it was important to first identify volunteer sergeants and then

give questionnaires to their officers. To obtain volunteer sergeants

the researcher first talked to each of the four precinct commanders and

in every case, obtained his approval of the research. This usually

resulted in the second letter or oral comnunication to the sergeants in

the precinct informing them of the project and of the departmental

approval of the research. The author then made contact with all of the
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sergeants and attempted to obtain their approval to have an interview,

take the Management Style Diagnostic Test and interview their officers.

Because of the desire to limit the number of questionnaires that had to

be distributed to the officers being studied, the author concentrated

primarily on one shift in each precinct. Shifts rotate every twelve

weeks and thus this did not present a special sampling problem. There

were usually five to six sergeants in each precinct on a particular

shift for an approximate total of twenty to twenty-five potential

sergeants. Fifteen of the sergeants ultimately took the Management

Style Diagnostic Test, four offered to, but a suitable time for test

taking and contacting their man could not be arranged. One of the

sergeants, while not directly refusing to take the test, did little to

encourage it and repeatedly objected to available times. The sample of

volunteer sergeants resulted in a relatively high percentage of those

potential respondents actually entering into the study.

The second part of the research effort involved finding patrol

officers willing to cooperate. The fifteen sergeants who were adminis-

tered the Management Style Diagnostic Tests in turn gave talks to their

patrol officers emphasizing the desirability of participating in the

research. Questionnaires were then distributed to all of the officers

under their command. Because there was some concern of the author that

potential respondants might be fearful of retaliation by supervisors,

sealed envelopes were provided to all potential respondents at the time

of distribution of the questionnaire. In addition to the questionnaire

and envelope, a letter requesting their cooperation was sent to all
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potential participants in the form of the facing page. In Oakland,

virtually all present officers responded. In Detroit, response rates

exceeded 50% with all sergeants. Therefore, two sergeants who were

originally interviewed were eliminated when they later advised the

researcher that they could not achieve the cooperation of 50% of the

officers.

Field observations were then conducted for several days where the

author attempted to obtain more in-depth appraisal of the informal

workings of the particular department. As explain in Chapter IV, field

observations were not a primary data source, but rather were utilized

for obtaining a better understanding of the departments. There was

greater difficulty obtaining data in Detroit than Oakland. This may be

due to several reasons. First, the Oakland Police Department has made

a policy to accommodate all researchers with an L.E.A.A. affiliation or

who have received any L.E.A.A. assistance. This attitude has been

communicated through the ranks and acceptance of researchers is rela-

tively automatic. Second, as noted earlier, the Oakland Police Depart-

ment has no unions. The Detroit Police Department has unions both of

the uniformed officers and of police sergeants and lieutenants. When

initially contacted in Detroit, union officials were relatively unre-

sponsive toward this project. As such, command officials were legiti-

mately more wary of unnecessarily exposing officers to outside research.

While command officials of the Detroit Police Department expressed

backing for the project, their official letters had to emphasize the

voluntary nature of participation. Given the tensions within the
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department, it is not surprising that a lower response rate will result

from a voluntary approach.

Collection of data in Oakland required somewhat different steps.

Departmental approval was received through initial calls to the police

department with the assistance of several command officers from the

San Diego Police Department (where the author had conducted a pretest).

The author had extensive conversations with the Deputy Chief and the

Lieutenant in charge of planning and research. As a result, depart-

mental approval was received. The latter officer suggested the follow-

ing format for obtaining a sample. Of the twenty-five patrol sergeants

in the Oakland Police Department, the decision was made to interview

only those officers that worked during two shifts (day and afternoon)

during a two-day period. Of the twenty-five sergeants, eleven fit this

description. Ten of the sergeants agreed to the research, took the

Management Style Diagnostic Test, and requested their officers to

participate. As noted earlier, Oakland is set on the basis of having

one sergeant in charge of eight to twelve officers. Within the Oakland

sample, all present officers responded. In addition to the success of

obtaining responses, the author spent three days riding in various

patrol vehicles to obtain a better understanding of the department and

the city and to have a better appraisal of the informal operation of the

department.
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QUESTIONNAIRE

Please check or circle whichever description is appropriate.

BACKGROUND
 

1. Age: 19 or under ____ 20-24 ____ 25-29 ___ 30-34 ___ 35-39 ____

40-44 __ 45-50 _ over 50 _

2. Race: Black ___, Caucasian ____ Hispanic ____ Other ____

3. Marital Status: Single ___ Currently Married ____ Other ____

4. Religion: Catholic ____ Protestant ____ Jewish ____ Other ___

5. Years in Policing: 0-4 ___ 5-9 ___ 10-14 ____ 15-19 ____

20 or over ___

6. Does your spouse work? No ____ Part-time ____ Full-time ___

7. Would you please state your preservice education (circle last year

completed)

High School: 1 2 3 4

College: 1 2 3 4 5 or more

Major: Sciences or Technical Subjects _____

Social Sciences or Humanities

. Have you attended any schools or colleges since you started police

work?

Yes No ____ If, yes, what area?
 

If a degree was received while working in the department, please

check:

Associates Bachelors Masters or above

. Sex: Male ____ Female ____
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SUBSTANTIVE AREAS
 

1. How satisfied are you with your present salary and benefits?

1 2 3 4 5

Totally inadequate About right

. As compared with other civil service employees, how would you rate

your total compensation?

1 ___ What you deserve

2 ___ Should get 10% more

3 ___ Should get 20% more

4 ____Should get 30% more

5 ___ Should get 40% more

How important do you consider it to be to have a job which provides

a high level of compensation?

It is the most important aspect of any job

It is a fairly important aspect of a job

It is not too important

1

2

3

4 Other things are much more important

. Do other people recognize the value to society of police services?

1 2 3 4 5

Very few do Most people do

. How satisfied are you with the police department's prestige within

city government?

1 2 3 4 5

Very satisfied Very dissatisfied

. How satisfied are you with your status as a police officer in the

community?

1 2 3 4 5

Very dissatisfied Very satisfied

. How important do you consider it to be to have a job that people

outside your police department appreciate?

It is the most important aspect of any job

It is a fairly important aspect of a job

It is not too important

Other things are much more important



10.

ll.

12.

13.

14.

15.
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. How much recognition does your department give you for a job well

done?

1 2 3 4 5

None Great deal

. How satisfied are you with the type of leadership you receive from

your sergeant?

1 2 3 4 5

Very satisfied Very dissatisfied

How satisfied are you with the type of leadership you receive from

your lieutenant?

l 2 3 4 5

Very dissatisfied Very satisfied

How satisfied are you with the quality of leadership in the depart-

ment as a whole?

1 2 3 4 5

Very satisfied Very dissatisfied

To what extent are you allowed to participate in supervisory deci-

sions that affect your job?

1 2 3 4 5

None Great deal

How closely do you feel you are observed in your work by your

supervisors?

1 2 3 4 5

Totally inadequate More than needed

How important do you consider it to be to have a job under a good

supervisor?

l _ It is the most important aspect of any job

2 ___ It is a fairly important aspect of a job

3 ___,It is not too important

4 ____Other things are much more important

Do you feel policing is more or less dangerous than other positions

in the public safety field (firefighters, corrections, probation and

parole officers, etc.)?

1 2 3 4 5

Much more dangerous Much safer
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17.

18.

19.

20.

21.

22.

23.

24.
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Overall, how much variety do you consider your job as a police

officer provides?

1 2 3 4 5

Far too little Far too much

Does your work as a police officer prevent you from expressing your

true feelings and emotions?

l 2 3 4 5

Very rarely Very often

Rate the amount of stress or pressure you feel to meet the work

demanded of your job.

1 2 3 4 5

Very little Very excessive

How important do you consider it to be to have a job which does not

have excessive stress?

1 ___ It is the most important aspect of any job

2 ____It is a fairly important aspect of a job

3 ____It is not too important

4 ___ Other things are much more important

Would you say your relations with your family are:

1 2 3 4 5

Very satisfactory Very unsatisfactory

On balance, how do you think your job as a police officer has

affected your family life?

1 2 3 4 5

Hurt greatly Helped greatly

How much does your spouse or other close relative(s) worry about

your safety while you are on the job?

1 2 3 4 5

Never Always

Would you say that, in practice, your work comes before your family?

1 2 3 4 5

Never Always

To what extent do you believe that being a policeman causes you to

not devote enough time to your family?

1 2 3 4 5

Never Always
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26.

27.

28.

29.

30.

31.

32.
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How important do you consider it to be to have a job which allows

you to spend considerable time with your family?

1 ___ It is the most important aspect of any job

2 ___ It is a fairly important aspect of a job

3 ____It is not too important

4 ____Other things are much more important

If there would be no salary increase, would you want a promotion

within the department?

1 2 3 4 5

Certainly not Definitely

In your daily work, how free are you to make decisions and act on

them?

1 2 3 4 5

Not at all Very free

Overall, how much variety do you consider your job as a police

officer provides?

1 2 3 4 5

Far too little Far too much

00 you receive a feeling of accomplishment from the work you are

doing?

1 2 3 4 5

Definitely Definitely not

To what degree do you see your patrol duties as primarily relying

on departmental rules and regulations

1 2 3 4 5

Very little Very much

To what degree do you see your patrol duties as relying on your own

discretion and judgment?

1 2 3 4 5

Very little Very much

How satisfied are you with your possibilities of being transferred

within the department?

1 2 3 4 5

Very dissatisfied Very satisfied
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34.

35.

36.

37.

39.

40.
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How satisfied are you with the opportunities within the department

to improve your job skills?

1 2 3 4 5

Very satisfied Very dissatisfied

Does your work make use of your particular capabilities?

1 2 3 4 5

Definitely not Definitely

How important do you consider it to be to have a job which gives

YLU a feeling of self-fulfillment?

l ___ It is the most important aspect of any job

2 ___ It is a fairly important aspect of a job

3 ___ It is not too important

4 ___ Other things are much more important

Are people who get promoted in your department likely to be

selected from among those who do the best work?

1 2 3 4 5

Very unlikely Very likely

How satisfied are you with the sort of work you are doing?

1 2 3 4 5

Very dissatisfied Very satisfied

. Would you advise a friend to join this department?

1 2 3 4 5

Definitely not Definitely

How often have you considered leaving police work?

1 2 3 4 5

Very infrequently Very often

As compared with your feelings when you first started out in the

department, what is your present feeling about your job? (Check one

in each column.)

At First Today

Very enthusiastic 1 Much more enthusiastic

Quite enthusiastic 2 Somewhat more enthusiastic

Fairly enthusiastic 3 About the same

Not particularly enthusiastic4 Somewhat less enthusiastic

Not at all enthusiastic 5 Much less enthusiastic
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42.

43.

44.

45.
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What helped you most in learning and adjusting to your work when

you started out? (Place the number "1" next to the most important;

number "2“ next to the second most important.)

The regular police officers with whom I work

Departmental rules and guidelines

Your sergeant

Your family

The training academy

My previous background and education

t er (please specify)
 

What has hindered you most in learning and adjusting to your work

when you started out? (Place the number "1" next to the most

important; number "2" next to the second most important.)

The regular police officers with whom I work

Departmental rules and guidelines

Your sergeant

Your family

___ The training academy

Your previous background and education

Other (please specify)
 

Are you satisfied with the department as it now stands?

1 2 3 4 5

Very satisfied Very dissatisfied

If benefits were approximately the same, would you prefer to stay

in the department or would you rather join another department of

similar size?

1 2 3 4 5

Prefer to leave Prefer to stay

Of the following items concerning job characteristics, please rank

them in order of importance to you:

____Adequacy of benefits

_ Comnunity prestige

____Quality of supervision

_ Stress of job

Effect on family

Personal fulfillment

Ability for advancement
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48.

49.
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How does your sergeant react when you respond to a domestic

disturbance call?

Communicates departmental policy

_Suggests a method for response

:Orders a method for response

:Ignores such calls

_Responds, but offers no assistance

Responds by telling you to use your own judgment

He suggests a response without being limited to departmental

policies

\
I
O
N
U
'
I
l
l
I
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w
a
d

How does your sergeant react when you supervise traffic and/or

respond to an accident?

Communicates departmental policy

_Suggests a method for response

:Orders a method for response

:Ignores such calls

:Responds but offers no assistance

:Responds by telling you to use your own judgment

:He suggests a response without being limited to departmental

—policies

\
J
m
m
l
l
l
t
h
d

How does your sergeant monitor your preventive or routine patrol?

_Communicates departmental policy

:Suggests a method for response

:Orders a method for response

:Ignores such calls

_Responds but offers no assistance

_Responds by telling you to use your own judgment

:Helsuggests a response without being limited to departmental

po 1c1es

V
G
U
‘
l
l
l
I
l
-
t
h
—
l

How does your sergeant react when you respond to crimes in progress?

Communicates departmental policy

Suggests a method for response

Orders a method for response

Ignores such calls

Responds but offers no assistance

Responds by telling you to use your own judgment

He suggests a response without being limited to departmental

policies

N
O
M
h
M
N
-
fl

THANK YOU VERY MUCH FOR YOUR TIME AND EFFORT. PLEASE PLACE THIS QUES-

TIONNAIRE IN THE ENVELOPE PROVIDED AND RETURN IT TO THE SERGEANT

DISTRIBUTING THIS QUESTIONNAIRE.
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APPENDIX C

QUESTIONNAIRE

(Arranged by Substantive Area)

Please check or circle whichever description is appropriate.

BACKGROUND
 

I.

0
1
-
t
h

Age: 19 or under ____ 20-24 ____ 25-29 ____30-34 ___ 35-39 ___

40-44 ____ 45-50 ____ Over 50 ____

. Race: Black ____ Caucasian ____ Hispanic ___. Other ___

. Marital Status: Single ____ Currently Married ____ Divorced ____

. Religion: Catholic ____ Protestant ____ Jewish ____ Other ____

. Years in Policing: 0-4 ___. 5-9 ____ lO-l4 ____ 15-19 ____

20 or over

. Does your spouse work? No ____ Part-time ____ Full-time ____

. Would you please state your preservice education (last year

completed)?

High School: 1 2 3 4

College: 1 2 3 4 5 or more

Major: Science or Technical Subjects
 

Social Sciences or Humanities
 

. Have you attended any schools or colleges since you started police

work?

Yes No ___ If yes, what area?
 

Is a degree was received, please state
 

. Sex: Male ___, Female ___
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SUBSTANTIVE AREAS

~f/l:)Adequacy of benefits asnie~«9

u

.._.,_...,,-_
, _. A _,

a. How satisfied are you with your present salary and benefits?

1 2 3 4 5

Totally inadequate About right

b. As compared with other civil service employees, how would you

rate your total compensation?

What you deserve

Should get l0% more

Should get 20% more

Should get 30% more

1

2

3

4

5 Should get 40% more

c. How important do you consider it to be to have a job which pro-

vides a high level of compensation?

l ___ It is the most important aspect of any job

2 ____It is a fairly important aspect of a job

3 ___ It is not too important

, 3 ___ Other things are much more important

mv/ C2. Social Value and Prestige

a. Do other people recognize the value of society of police

services?

1 2 3 4 5

Very few do Most people do

b. How satisfied are you with the police department's prestige

within city government?

1 2 3 4 5

Very dissatisfied Very satisfied

‘2. How satisfied are you with your status as a police officer in

*~ the community?

1 2 3 4 5

Very dissatisfied Very satisfied

d. How important do you consider it to be to have a job that people

outside your organization appreciate?

l It is the most important aspect of any job

It is a fairly important aspect of a job

It is not too important

Other things are much more important
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3. Quality of Supervision

a. How much recognition does your department give you for a job well

done?

1 2 3 4 5

None Great deal

. How satisfied are you with the type of leadership you receive

from your immediate supervisor?

l 2 3 4 5

Very dissatisfied Very satisfied

. How satisfied are you with the type of leadership you receive

from your lieutenant?

l 2 3 4 5

Very dissatisfied Very satisfied

. How satisfied are you with the quality of leadership in the

department as a whole?

l 2 3 4 5

Very dissatisfied Very satisfied

. To what extent are you allowed to participate in supervisory

decisions that affect your job?

1 2 3 4 5

None Great deal

. How closely do you feel you are observed in your work by your

supervisors?

l 2 3 4 5

Totally inadequate More than needed

. How important do you consider it to be to have a job under a good

supervisor?

l ___ It is the most important aspect of any job

2 ___ It is a fairly important aspect of a job

3 ___ It is not too important

4 ___ Other things are much more important
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L” 4. Job Stress

a. Rate the amount of pressure you feel in meeting the work

demanded of your job.

l 2 3 4 5

Very little Very excessive

. Do you feel policing is more or less dangerous than other posi-

tions in the public safety field (firefighters, corrections

officers, probation and parole officers, etc.)

l 2 3 4 5

Much more dangerous Much safer

. Overall, how much variety do you consider your job as a police

officer provides?

1 2 3 4 5

Far too little Far too much

. Does your work prevent you from expressing your true feelings

and emotions?

l 2 3 4 5

Very rarely Very often

. How important do you consider it to be to have a job which does

not have excessive stress?

It is the most important aspect of any job

It is a fairly important aspect of a job

It is not too important

l

2

3

4 Other things are much more important

;§/)Family Relations

6. Would you say your relations with your family are:

l 2 3 4 5

Very unsatisfactory Very satisfactory

. On balance, how do you think your job as a police officer has

affected your family life?

1 2 3 4 5

Hurt greatly Helped greatly



267

c. How much does your spouse or other close relative(s) worry about

your safety while you are on the job?

l 2 3 4 5

Never Always

d. Would you say that, in practice, your work comes before your

family?

l 2 3 4 5

Never Always

e. To what extent does your job cause you to neglect your family?

1 2 3 4 5

Never Always

f. How important do you consider it to be to have a job which allows

you to spend considerable time with your family?

It is the most important aspect of any job

It is a fairly important aspect of a job

It is not too important

Other things are much more important

'06. Personal Fulfillment -

a. In your daily work, how free are you to make decisions and act

on them?

1 2 3 4 5

Not at all Very free

b. Do you receive a feeling of accomplishment from the work you are

doing?

l 2 3 4 5

Definitely not Definitely

c. To what degree do you see your patrol duties as relying on your

own discretion and judgment?

l 2 3 4 5

Very little Very much

d. How satisfied are you with the opportunities within the department

to improve your job skills?

l 2 3 4 5

Very dissatisfied Very satisfied
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e. Does your work make use of your particular capabilities?

l 2 3 4 5

Definitely not Definitely

7. Ability for Advancement

a. How satisfied are you with your possibilities of being trans-

ferred within the department?

l 2 3 4 5

Very dissatisfied Very satisfied

b. Are people who get promoted in your organization likely to be

selected from among those who do the brst work?

l 2 3 4 5

Very unlikely Very likely

8. Overall Attitudes Toward Job

a. How satisfied are you with the sort of work you are doing?

1 2 3 4 5

Very dissatisfied Very satisfied

b. Would you advise a friend to join this department?

l 2 3 4 5

Definitely not Very often

c. How often have you considered leaving police work?

1 2 3 4 5

Very infrequently Very often

d. Are you satisfied with the department as it now stands?

l 2 3 4 5

Very dissatisfied Very satisfied

e. If benefits were approximately the same, would you prefer to stay

in this department or would you rather join another department of

similar size?

1 2 3 4 5

Prefer to leave Prefer to stay
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9. Style of Supervisor

a. How does your supervisor back you up in domestic disturbance

calls?

_ Conmunicates departmental policy

____ Suggests a method for response

___ Orders a method for response

___ Ignores such calls

Responds, but offers no assistance

“___ Responds by telling you to use your own judgment

____He suggests a response without being limited to depart-

mental policies

\
l
O
‘
U
T
-
Q
W
N
-
d

. How does your supervisor back you up on traffic supervision and

accident investigation?

Communicates departmental policy

Suggests a method for response

Orders a method for response

Ignores such calls

Responds but offers no assistance

Responds by telling you to use your own judgment

He suggests a response without being limited to depart-

mental policies

\
l
O
S
U
‘
l
-
w
a
-
d

. How does your supervisor monitor your preventive patrol?

l Communicates departmental policy

2 ____Suggests a method for response

‘ ____Orders a method for response

4 ____Ignores such calls

5 Responds but offers no assistance

6____ Responds by telling you to use your own judgment

7 ___ He suggests a response without being limited to depart-

mental policies

. How does your supervisor back you up for crimes in progress?

Communicates departmental policy

Suggests a method for response

Orders a method for response

____Ignores such calls

Responds but offers no assistance

Responds by telling you to use your own judgment

He suggests a response without being limited to depart-

mental policies

m
e
t
h
—
I
‘
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Additional Questions to Be Asked Only of Pretest Respondents.

l. Were there any questions that you did not understand?

If so, what numbers?
 

2. In light of the purpose of the study, did you find any questions

offensive?

If so, what numbers?
 

3. Are there any questions that were not asked that you think would be

helpful in analyzing satisfaction of police officers?

If so, please write these below.
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APPENDIX D

MANAGEMENT STYLE DIAGNOSIS TEST

QUESTIONNAIRE

He overlooks violations of rules if he is sure

that no one else knows of the violations.

When he announces an unpOpular decision.

he may explain to his subordinates that his

own boss has made the decision.

If an employee's work is continually unsatis-

factory, he would wait for an opportunity to

have him transferred rather than dismiss him.

If one of his subordinates is not a part of the

group, he will go out of his way to have the

others befriend him.

When the boss gives an unpopular order. he

thinks it is fair that it should carry the boss's

name, and not his own.

He usually reaches his decisions independent-

ly, and then informs his subordinates of them.

If he is reprimanded by his superiors. he calls

his subordinates together and passes it on to

them.

He always gives the most difficult jobs to his

most experienced workers.

He allows discussions to get off the point

quite frequently.

8 He encourages subordinates to make sugges-

tions. but does not often initiate action from

them.

He sometimes thinks that his own feelings and

attitudes are as important as the job.

8 He allows his subordinates to participate in

decision making, and always abides by the

decision of the majority.

When the quality or quantity of departmental

work is not satisfactory, he explains to his

subordinates that his own boss is not satisfied.

and that they must improve their work.

He reaches his decisions independently. and

then tries to “sell" them to his subord-

inates.

271



272

When he announces an unpopular decision.

he may explain to his subordinates that his

own boss has made the decision.

He may allow his subordinates to participate

in decision making. but he reserves the right

to make the final decision.

He may give difficult jobs to inexperienced

subordinates. but if they get into trouble he

will relieve them of the responsibility.

When the quality or quantity of departmental

work is not satisfactory. he explains to his

subordinates that his own boss is not satisfied.

and that they must improve their work.

He feels it is as important for his subordinates

to like him as it is for them to work hard.

8 He lets other peOple handle jobs by them-

selves. even though they may make many

mistakes.

He shows an interest in his subordinates’ per-

sonal lives because he feels they expect it of

him.

He feels it is not always necessary for sub-

ordinates to understand why they do some-

thing. as long as they do it.

He believes that disciplining subordinates will

not improve the quality or quantity of their

work in the long run.

When confronted with a difficult problem, he

attempts to reach a solution which will be at

least partly acceptable to all concerned.

He thinks that some of his subordinates are

unhappy. and tries to do something about it.

8 He looks after his own work, and feels it is up

to higher management to develop new ideas.

He is in favour of increased fringe benefits for

management and labor.

8 He shows concern for increasing his sub-

ordinates' knowledge of the job and the com-

pany. even though it is not necessary in their

present position.

He lets other peOple handle jobs by them-

selves. even though they make many mistakes.

8 He makes decisions independently. but may

consider reasonable suggestions from his

subordinates to improve them if he asks for

them.
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A If one of his subordinates is not a part of the

group, he will go out of his way to have the

others befriend him.

B When an employee is unable to complete a

task, he helps him to arrive at a solution.

is to set an example for other workers.

He sometimes thinks that his own feelings and

attitudes are as important as the job.

A He disapproves of unnecessary talking among

8

® A He believes that one of the uses of discipline

8

his subordinates while they are working.

He is in favour of increased fringe benefits

for management and labor.

A He is always aware of lateness and absen-

teeism.

8 He believes that unions may try to undermine

the authority of management.

matter of principle.

He feels that grievances are inevitable and

tries to smooth them over as best he can.

@ A He sometimes opposes union grievances as a

B

A It is important to him to get credit for his own

good ideas.

B He voices his own Opinions in public only if he

feels that others will agree with him.

A He believes that unions may try to undermine

the authority of management.

8 He believes that frequent conferences with

individuals are helpful in their development.

A He feels it is not always necessary for sub-

ordinates to understand why they do some-

thing, as long as they do it.

8 He feels that time-clocks reduce tardiness.

A He usually reaches his decision independent-

ly, and then informs his subordinates of them.

B He feels that unions and management are

working towards similar goals.

A He favors the use of individual incentive pay-

ment schemes.

8 He allows discussions to get off the point

quite frequently.
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6 A He takes pride in the fact that he would not

usually ask someone to do a job he would not

do himself.

8 He thinks that some of his subordinates are

unhappy, and tries to do something about it.

A If a job is urgent. he might go ahead and tell

someone to do it. even though additional safe-

ty equipment is needed.

B It is important to him to get credit for his own

good ideas.

A His goal is to get the work done without an-

tagonizing anyone more than he has to.

B He may assign jobs without much regard for

experience or ability but insists on getting

results.

A He may assign jobs without much regard for

experience or ability but insists on getting

results.

B He listens patiently to complaints and griev-

ances, but often does little to rectify them.

A He feels that grievances are inevitable and

tries to smooth them over as best he can.

B He is confident that his subordinates will do

satisfactory work without any pressure from

him.

69 A When confronted with a difficult problem, he

attempts to reach a solution which will be at

least partly acceptable to all concerned.

B He believes that training through on the job

experience is more useful than theoretical

education.

® A He always gives the most difficult jobs to his

most experienced workers.

B He believes in promotion only in accordance

with ability.

® A He feels that problems among his workers

will usually solve themselves without inter-

ference from him.

B If he is reprimanded by his superiors. he calls

his subordinates together and passes it on to

them.

® A He is not concerned with what his employees

do outside of working hours.

B He believes that disciplining subordinates will

not improve the quality or quantity of their

work in the long run.
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A He passes no more information to higher

@A

@A

3

management than they ask for.

He sometimes opposes union grievances as a

matter of principle.

He sometimes hesitates to make a decision

which will be unpopular with his subord-

inates.

His goal is to get the work done without an-

tagonizing anyone more than he has to.

He listens patiently to complaints and griev-

ances, but often does little to rectify them.

He sometimes hesitates to make a decision

which he feels will be unpopular with his

subordinates.

He voices his own Opinions in public only if he

feels that others will agree with him.

Most of his subordinates could carry on their

jobs without him if necessary.

He looks after his own work, and feels it is up

to higher management to develop new ideas.

When he gives orders. he sets a time limit for

them to be carried out.

He encourages subordinates to make sugges-

tions. but does not often initiate action from

them.

He tries to put his workers at ease when talk-

ing to them.

In discussion he presents the facts as he sees

them. and leaves others to draw their own

conclusions.

When the boss gives an unpopular order, he

thinks it is fair that it should carry the boss's

name. and not his own.

When unwanted work has to be done. he asksA

® for volunteers before assigning it.

8 He shows an interest in his subordinates' per-

sonal lives because he feels they expect it of

him.

He is as much interested in keeping his em-

ployees happy as in getting them to do their

work.

He is always aware of lateness and absen-

teeism.

Most of his subordinates could carry on their

Jobs without him if necessary.

B If a job is urgent. he might go ahead and tell

someone to do it. even though additional safe-

ty equipment is needed.
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He is confident that his subordinates will do

satisfactory work without any pressure from

him.

He passes no more information to higher

management than they ask for.

He believes that frequent conferences with

individuals are helpful in their development.

He is as much interested in keeping his em-

ployees happy as in getting them to do their

work.

He shows concern for increasing his sub~

ordinates' knowledge of the job and the com-

pany. even though it is not necessary in their

present position.

He keeps a very close watch on workers who

get behind or do unsatisfactory work.

He allows his subordinates to participate in

decision making. and always abides by the

decision of the majority.

He makes his subordinates work hard, but

tries to make sure that they usually get a fair

deal from higher management.

He feels that all workers on the same job

should receive the same pay.

B If any employee's work is continually unsatis-

factory. he would wait for an opportunity to

have him transferred rather than dismiss him.

He feels that the goals of union and manage-

ment are in opposition but tries not to make

his view obvious.

He feels it is as important for his subordinates

to like him as it is for them to work hard.

He keeps a very close watch on workers who

get behind or do unsatisfactory work.

8 He disapproves of unnecessary talking among

his subordinates while they are working.

A When he gives orders. he sets a time limit for

them to be carried out.

8 He takes pride in the fact that he would not

usually ask someone to do a job he would not

do himself.

A He believes that training through on the job

experience is more useful than theoretical

education.

8 He is not concerned with what his employees

do outside of working hours.

A He feels that time-clocks reduce tardiness.

B He allows his subordinates to participate in

decision making, and always abides by the

decision of the majority.
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A He makes decisions independently. but may

consider reasonable suggestions from his

subordinates to improve them if he asks for

them.

B He feels that the goals of union and manage-

ment are in opposition but tries not to make

his view obvious.

A He reaches his decisions independently, and

then tries to "sell" them to his subordinates.

B When possible he forms work teams out of

peOple who are already good friends.

A He would not hesitate to hire a handicapped

worker if he felt he could learn the job.

B He overlooks violations of rules if he is sure

that no one else knows of the violations.

A When possible he forms work teams out of

peOple who are already good friends.

B He may give difficult jobs to inexperienced

subordinates. but if they get in trouble he will

relieve them of the responsibility.

A He makes his subordinates work hard. but

tries to make sure that they usually get a fair

deal from higher management.

8 He believes that one of the uses of discipline

is to set an example for other workers.

A He tries to put his workers at ease when talk-

ing to them.

B He favors the use of individual incentive pay-

ment schemes.

A He believes in promotion only in accordance

with ability.

B He feels that problems among his workers

will usually solve themselves without inter-

ference from him.

A He feels that unions and management are

working towards similar goals.

B In discussion he presents the facts as he sees

them and leaves others to draw their own

conclusions.

When an employee is unable to complete a

task. he helps him to arrive at a solution.

He feels that all workers on the same job

should receive the same pay.

> He may allow his subordinates to participate

in decision making, but he reserves the right

to make the final decision.

B He would not hesitate to hire a handicapped

worker if he felt he could learn the job.
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APPENDIX E

DISTRIBUTION OF RESPONSES TO QUESTIONNAIRE ITEMS

Table 42. "How satisfied are you with your status as a police officer

in the community?"

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfied 9 9.6 9 ll.8 18 lO.6

l7 l8.l 16 21.1 33 19.4

35 37.2 17 22.4 52 30.6

20 21.3 20 26.3 40 23.5

Very satisfied l3 13.8 l4 18.4 _gz_ l5.9

'94 IO0.0 '76 |O0.0 l70 IO0.0

 

Table 43. "How satisfied are you with the police department's prestige

within city government?"

 

 

 

Detroit Oakland Combined

N 7 N i N %

Very dissatisfied 23 24.5 22 28.9 45 26.5

26 27.7 18 23.7 44 25.9

29 30.9 l8 23.7 47 27.6

10 10.6 14 18.4 24 l4.l

Very satisfied 6 6.4 4 5.3 lO 5.9

94' IO0.0 '76 00.0 T75" iO0.0
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Table 44. "How closely do you feel you are observed in your work by

your supervisors?"

 

 

 

 

Detroit Oakland Combined

Amount of supervision N % N % N %

Totally inadequate 6 6.4 4 5.3 10 5.9

12 12.8 11 14.5 23 13.5

About right 47 50.0 40 52.6 87 51 2

19 20.2 12 15.8 31 18 2

More than needed 10 10.6 9 11.8 19 11.2

94' 00.0 76' 100.0 TTO' 155.5

 

Table 45. "How much recognition does your department give you for a

job well done?"

 

 

 

 

Detroit Oakland Combined

Degree of recognition N % N % N %

None 23 24.5 20 26.3 43 25.3

34 36.2 33 43.4 67 39.4

27 28.7 16 21.1 43 25.3

8 8.5 5 6.6 13 7.6

Great deal _2_ 2.1 _2_ 2.6 4 2.4

94 100.0 7 100.0 TTO' lO0.0

 

Table 46. "To what extent are you allowed to participate in super-

visory decisions that affect your job?"

 

 

 

 

Detroit Oakland Combined

Extent of participation N % N % N %

None 27 28.7 21 27.6 48 28.2

28 29.8 17 22.4 45 26.5

26 27.7 18 23.7 44 25.9

7 7.4 17 22.4 24 14.1

Great deal 6 6.4 “_3 3.9 9 5.3

94' l 0.0 7 lO0.0 T70' iO0.0
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Table 47. “How satisfied are you with the type of leadership you

receive from your immediate supervisor?"

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfied 8 8.5 8 10.5 16 9.4

17 18.1 10 13.2 27 15.9

28 29.8 19 25.0 47 27.6

28 29.8 25 32.9 53 31.2

Very satisfied 13 13 8 14 18 4 27 15 9

Too—217mm:21 3- a:

 

Table 48. "How satisfied are you with the type of leadership you

receive from your lieutenant?”

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfied 14 14.9 9 11.8 23 13.5

19 20.2 21 27.6 40 23.5

23 24.5 24 31.6 47 27.6

17 18.1 15 19.7 32 18.8

Very satisfied 21_ 22.3 7 9.2 28 16.5

94 100.0 76' 100.0 TTO' 00.0

 

Table 49. "How satisfied are you with the quality of leadership in

the department as a whole?"

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfied 24 25.5 15 19.7 19 22.9

26 27.7 28 36.8 54 31.8

25 26.6 16 21.1 41 24.1

13 13.8 15 19.7 28 16.5

Very satisfied 6 6.4 2 2 6 8 4.7

a a. El 3
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Table 50. "How satisfied are you with your present salary and

 

 

 

 

 

 

 

 

 

benefits?"

Detroit Oakland Combined

Level of satisfaction _, N % N % N %

Totally inadequate 7 7.4 9 11.8 16 9.4

12 12.8 12 15.8 24 14.1

38 40.4 22 28.9 60 35.3

23 24.5 26 34.2 49 28.8

About right 14 14.9 _1_ 9.2 21 12.4

94' 100.0 7 00.0 TTO' |O0.0

Table 51. "As compared with other civil service employees, how would

you rate your total compensation?"

Detroit Oakland Combined

Satisfaction with pay - , N % N % N %

Should get 40% more 18 19.1 16 21.1 34 20.0

Should get 30% more 24 25.5 9 11.8 33 19.4

Should get 20% more 33 35.1 23 30.3 56 32.9

Should get 10% more 13 13.8 19 25.0 32 18.8

What you deserve 6 6.4 9 11 8 15 8 8

9410—60. 73160—20 T70 molt

 

Table 52. "Rate the amount of pressure you feel in meeting the work

demanded of your job."

 

 

 

 

Detroit Oakland Combined

Amount of pressure N % N % N %

Very excessive 24 25.5 13 17.1 37 21.8

24 25.5 26 34.2 50 29.4

30 31.9 23 30.3 53 31.2

12 12.8 8 10.5 20 11.8

Very little 4 4.3 8 7.9 10 5.9

mm 7§TOOTO17010010
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Table 53. "Overall, how much variety do you consider your job as a

police officer provide?"

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfied 11 11.7 7 9 2 18 10.6

Somewhat dissatisfied 29 30.9 29 38 2 58 34.1

About right 54. 57.4 49_ 52 6 _24_ 55.3

94 100.0 76 100 O 170 100.0

 

Table 54. "Does your work prevent you from expressing your true feel-

ings and emotions?"

 

 

 

Detroit Oakland Combined

Times prevented N % N % N %

Very often 27 28.7 23 30.3 50 29.4

21 22.2 21 27.6 42 24.7

20 21.3 16 21.1 36 21.2

15 16.0 11 14.5 26 15.3

Very rarely 11_ 11.7 5 6.6 16 9.4

94 150.0 76' 100.5 175' 106.0

 

Table 55. "Do you feel policing is more or less dangerous than other

positions in the public safety field (firefighters, correc-

tion officers, probation and parole officers, etc.)?"

 

 

 

Detroit Oakland Combined

Relative amount of danger N % N % N %

More dangerous 36 38.3 32 42.1 68 40.0

29 30.9 31 40.8 60 35.3

19 20.2 10 13.2 29 17.1

7 7.4 2 2.6 9 5.3

Much safer 3 3 2 1 l 3 4 2 4

11562—6 T70 T157502£
1 3- a:
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Table 56. "Would you say your relations with your family are":

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfactory 12 12.8 4 5.3 16 9.4

13 13.8 7 9.2 20 11.8

13 13.8 16 2151 29 17.1

17 18.1 16 21.1 33 19.4

Very satisfactory 39_ 41.5 33_ 43.4 _Zg_ 42.4

94 100 0 76 100.0 170 100 O

 

Table 57. ”On balance, how do you think your job as a police officer

has affected your family life?"

 

 

 

Detroit Oakland Combined

Affect on family life N % N % N %

Hurt greatly 12 12.8 9 11.8 21 12 4

17 18.1 20 26.3 37 21 8

42 44.7 32 42.1 74 43 5

17 18.1 12 15.8 29 17 1

Helped greatly 6 6.4 3 3.9 9 5.3

94 100.0 76 100.0 TTO' T0077

 

Table 58. “How much does your spouse or other close relative(s) worry

about your safety while you are on the job?"

 

 

 

Detroit Oakland Combined

Expressed worry N % N % N %

Always 21 22.3 19 25.0 40 23.5

20 21.3 24 31.6 44 25.9

29 30.9 21 27.6 50 29.4

19 20.2 10 13.2 29 17.1

Never 5 5.3 2 2.6 7 4.1

94' 100.0 "'6' 100.0 W0" 100.0
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Table 59. "To what extent does your job cause you to neglect your

family?"

Detroit Oakland Combined

Extent of neglect N % N % N %

Always 7 7.4 8 10.5 15 8.8

24 25.5 28 36.8 52 30.6

34 36.2 24 31.6 58 34.1

17 18.1 13 l7£l 30 17.6

Never 2 _1248_ “_3 3.9 15 8.8

54' 100 0 7 00.0 175' 00.0

Table 60. “Are people who get promoted in your department likely to

be selected from among those who do the best work?"

Detroit Oakland Combined

Likelihood N ° N % N %

Very unlikely 59 62.8 26 34.2 85 50.0

15 16.0 23 30.3 38 22.4

14 14.9 15 19.7 29 17.1

5 5.3 8 10.5 13 7.6

Very likely 1 1.1 _4_ 5.3 __ji 2.9

94' 00.0 76 00 O 170 00.5

 

 

 

 

 

Table 61. "If it is unlikely that people promoted do the best work,

why not?"

Detroit Oakland Combined

Stated factors N % N N ‘%

Affirmative action 41 43.6 14 18.4 55 32.4

Politics 1 1.1 l 1.3 2 1.2

Favortism 12 12.8 9 11.8 21 12.4

Unfair rating 10 10.6 7 9.2 17 10.0

Other 30 31.9 45 59.2 75 44.1

94 105.5 75 150.5 175 105.5
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Table 62. "How satisfied are you with your possibilities of being

transferred within the department?"

 

 

 

 

Detroit Oakland Combined

Level of satisfaction N % N % N %

Very dissatisfied 18 19.1 22 28.9 40 23.5

19 20.2 13 17.1 32 18.8

31 33.0 26 34.2 57 33.5

17 18.1 10 13.2 27 15.9

Very satisfied _2_ 9.6 5 6.6 14 8.2

9 100 O 75' 100.0 T75' 00.0

 

Table 63. "If there would be no salary increase, would you want a pro-

motion within the department?"

 

 

 

 

Detroit Oakland Combined

Attitude N % N % N %

Definitely not 21 22.3 13 17.1 34 20.0

4 4.3 4 5.3 8 4.7

15 16.0 9 11.8 24 14.1

18 19.1 14 18.4 32 18.8

Definitely 36 38.3 36_ 47.4 72 42.4

54' 100.0 76 100.0 175' 100.0

 

Table 64. "Do you receive a feeling of accomplishment from the work

you are doing?"

 

 

 

 

Detroit Oakland Combined

Feeling of accomplishment N % N % N %

Definitely not 7 7.4 5 6.6 12 7.1

13 13.8 12 15.8 25 14.7

29 30.9 21 27.6 50 29.4

23 24.5 20 26.3 43 25.3

Definitely 22 23.4 18 23.7 40 23.5

54' 105.0 75' 105.0 175' 00.0
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Table 65. "Does your work make use of your particular capabilities?"

 

 

 

 

Detroit Oakland Combined

Level of use N % N % N %

Definitely not 16 17.0 10 13.2 26 15.3

20 21.3 10 13.2 30 17.4

32 34.0 25 32.9 58 33.5

20 21.3 24 31.6 44 25.9

Definitely 6 6.4 7 9 2 13 7.6

“’
1

_
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Table 66. "How satisfied are you with the opportunities within the

department to improve your job skills?"

 

 

 

 

 

 

 

 

 

Detroit Oakland Combined

Level of satisfaction N % N % N %

Very dissatisfied 21 22.3 20 26.3 41 24.1

22 23.4 20 26.3 42 24.7

24 25.5 15 19.7 39 22.9

15 16.0 16 21.1 31 18 2

Very satisfied 12' 12.8 _§_ 6.6 17 10.0

94 100 0 7 100.0 170 100 0

Table 67. "In your daily work, how free are you to make decisions and

act on them?"

Detroit Oakland Combined

Number of times N % N % N %

Very frequently 34 36.2 32 42.1 66 38.8

35 37.2 36 47.4 71 41.8

17 18.1 3 3.9 20 11.8

7 7.4 3 3.9 10 5.9

Not at all 1 1.1 2 2.6 3 1.8

W W5 76 150.0 T75 15575
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Table 68. "To what degree do you see your patrol duties as primarily

relying on departmental rules and regulations?"

 

 

 

 

Detroit Oakland Combined

Degree of reliance N % N % N %

Very little 4 4.3 6 7.9 10 5.9

13 13.8 8 10.5 21 12.4

36 38.3 18 23.7 54 31.8

16 17.0 28 36.8 44 25.9

Very much 25 26.6 16 21.1 41 24.1

54' 100.0 75' 00.0 175' 15575'

 

Table 69. "To what degree do you see your patrol duties as relying on

your own discretion and judgment?”

 

 

 

 

Detroit Oakland Combined

Degree of reliance N % N % N %

Very little 4 4.3 6 7.9 10 5.9

7 7.4 2 2.6 9 5.3

19 20.2 11 14.5 30 17.6

32 34.0 31 40.8 63 37.1

Very much 32 34.0 26 34.2 58 34.1

54' 105.0 75' 150.0 T75' T55T5'

 

Table 70. "How satisfied are you with the sort of work you are doing?"

 

 

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

Very dissatisfied 6 6.4 3 3.9 36 21.2

11 11.7 4 5.3 26 15.3

35 37.2 20 26.3 45 26.5

27 28.7 34 44.7 38 22.4

Very satisfied 15_ 16.0 15 19.7 _25_ 14.7

94 100 O 76 100.0 17 105.5
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Table 71. "Are you satisfied with the department as it now stands?"

 

 

Detroit Oakland Combined

Degree of satisfaction N % N % N %

 

 

Very dissatisfied 17 18.1 19 25.0 36 21.2

10 10.6 16 21.1 26 15.3

21 22.3 24 31.6 45 26.5

24 25.5 14 18.4 38 22.4

Very satisfied 22 23.4 3 3.9 25 14.7

94155757615575T75T50'35

 

Table 72. "What was your level of enthusiasm when you first started

 

 

 

 

the job?"

Detroit Oakland Combined

Level of enthusiam N % N % N %

Not at all enthusiastic 2 2.1 0 0.0 2 1.2

Not particularly enthusi-

astic 2 2.1 3 3.9 5 2 9

Fairly enthusiastic 11 11.7 2 2.6 13 7 6

Quite enthusiastic 21 22 3 15 19.7 36 21 2

Very enthusiastic 58 61.7 56_ 73.7 114_ 67 1

94 100 O 76 100.0 170 105 O

 

Table 73. "As compared with your feelings when you first started out

in the department, what is your present feeling about your

 

 

 

 

job?"

Detroit Oakland Combined

Level of enthusiasm N % N % N %

Much less enthusiastic 22 23.4 19 25.0 41 24.1

Somewhat less enthusiastic 44 46.8 15 19.7 59 34.7

About the same 17 18.1 20 26.3 37 21.8

Somewhat more enthusi-

astic 8 8.5 9 11.8 17 10.0

Much more enthusiastic 3 3.2 13 17.1 16 9.4

941557575T557‘517'515575
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Table 74. "Would you advise a friend to join this department?"

 

 

 

 

Detroit Oakland Combined

Advise to join N % N % N %

Definitely not 25 26.6 19 25.0 44 25.9

8 8.5 4 5.3 12 7.1

22 23.4 16 21.1 38 22.4

17 18.1 20 26.3 37 21.8

Definitely 22 23.4 11. 22.4 39 22.9

54' 100 O 76 00.0 175' 100.5

 

Table 75. "How often have you considered leaving police work?“

 

 

 

 

 

Detroit Oakland Combined

Frequency N % N % N %

Very often 14 14.9 12 15.8 26 15.3

14 14.9 12 15.8 26 15.3

16 17.0 10 13.2 26 15.3

10 10.6 13 17.1 23 13.5

Very rarely 39_ 41.5 29 38.2 _68 40.0

93 98.9 75 100.0 169 99 4

Table 76. "If benefits were approximately the same, would you prefer

to stay in the department or would you rather join another

department of similar size?"

 

 

 

 

Detroit Oakland Combined

Preference N % N % N %

Prefer to leave 25 26.6 15 19.7 40 23.5

12 12.8 8 10.5 20 11.8

13 13.8 13 17.1 26 15 3

19 20.2 12 15.8 31 18 2

Prefer to stay 25 26.6 28_ 36 8
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Table 77. Cross-tabulation of Prestige Index by Age for Detroit

 

 

 

Low Medium High

Age N % N % N %

20-24 2 18.2 4 36.4 5 45.5

25-34 28 40.6 29 42.0 12 17.4

35-50 5 35.7 9 64.3 0 0.0

Chi Square = 9.88 Significance = .04

Kendall's Tau C = -.13 Significance = .03

 

Table 78. Cross-tabulation of Prestige Index by Race for Detroit

 

 

 

Low Medium High

Race N % N % N %

Black 6 18.2 17 51.5 10 30.3

Caucasian 29 49.2 23 39.0 7 11.9

Hispanic 0 0.0 2 100.0 0 0.0

Other

Chi Square = 12.70 Significance = .01

Kendall s Tau C = -.23 Significance = .002
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Table 79. Cross-tabulation of Prestige Index by Race for Oakland

 

 

 

 

Low Medium High

Race N % N % N %

Black 2 11.1 10 55.6 6 33.3

Caucasian 15 32.6 19 41.3 12 26.1

Hispanic 2 33.3 3 50.0 1 16.7

Other 1 16.7 5 83.3 0 0.0

Chi Square = 6.96 Significance = .32

Kendall's Tau C = -.14 Significance = .06

 

Table 80. Cross-tabulation of Prestige Index by Race for Detroit-

 

 

 

Oakland

Low Medium High

Race N % N % N %

Black 8 15.7 27 52.9 16 31.4

Caucasian 44 41.9 42 40.0 19 18.1

Hispanic 2 25.0 5 62.5 1 12.5

Other 1 16.7 5 83.3 0 0.0

Chi Square = 16.06 Significance = .01

Kendall's Tau C = -.16 Significance = .003

 

Table 81. Cross-tabulation of Prestige Index by Years in Policing for

Detroit-Oakland

 

 

 

Low Medium High

Years in Policing N % N % N %

1-4 20 26.7 35 46.7 20 26.7

5-9 25 36.2 33 47.8 11 15.9

10 plus 10 38.5 11 42.3 5 19.2

Chi Square = 3.50 Significance .47

Kendall's Tau C = .10 Significance .04
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Table 82. Cross-tabulation of Prestige Index by Employment of Spouse

for Detroit

 

 

 

Low Medium High

Spouse Employed N % N % N %

No 10 43.5 12 52.2 1 4.3

Part-time 1 14.3 6 85.7 0 0.0

Full-time 13 38.2 12 35.3 9 26.5

Chi Square = 10.11 Significance = .03

Kendall's Tau C = .13 Significance = 11

 

Table 83. Cross-tabulation of Salary and Benefits Index by Age for

Detroit-Oakland

 

 

 

Low Medium High

Age N 50 N % N %

20-24 1 5.9 7 41.2 9 52.9

25-34 31 23.7 42 32.1 58 44.3

35-50 7 31.8 8 36.4 7 31.8

Chi Square = 4.43 Significance = .35

Kendall's Tau C = .09 Significance = .04

 

Table 84. Cross-tabulation of Salary and Benefits Index by Race for

Detroit-Oakland

 

 

 

Low Medium Hi h

Race N % N % N %

Black 15 29.4 18 35.3 18 35.3

Caucasian 18 17.1 36 34.3 51 48.6

Hispanic 3 37.5 0 0.0 5 62.5

Other 3 50.0 3 50.0 0 0.0

Chi Square = 13.03 Significance = .04

Kendall's Tau C = .05 Significance = .20
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Table 85. Cross-tabulation of Salary and Benefits Index by Number of

Years Policing for Oakland

 

 

 

Low Medium High

Number of Years N % N % N %

1-4 3 11.5 6 23.1 17 65.4

5-9 13 35.1 10 27.0 14 37.8

10 plus 5 38.5 2 15.4 6 46.2

Chi Square = 6.70 Significance = .15

Kendall's Tau C = .20 Significance = .02

 

Table 86. Cross-tabulation of Prestige Index by Educational Attainment

for Oakland

 

 

 

Low Medium High

Educational Attainment N % N % N %

High School Grad 5 50.0 9 40.9 6 13.6

Some College 3 30.0 7 31.8 27 61.4

AA or higher 2 20.0 6 27.3 11 25.0

Chi Square = 10.20 Significance = .03

Kendall's Tau C = .18 Significance = .03

 

Table 87. Cross-tabulation of Stress Index by Race for Oakland

 

 

 

Low Medium High

Race N % N % N %

Black 10 55.6 7 38.9 1 5.6

Caucasian 8 17.4 28 60.9 10 21.7

Hispanic 4 66.7 2 33.3 0 0.0

Other 3 50.0 3 50.0 0 0.0

Chi Square = 14.86 Significance = .02

Kendall's Tau C = .04 Significance = .33
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Table 88. Cross-tabulation of Stress Index by Years in Policing for

Oakland

Low Medium High

Years of Policing N % N % N %

1-4 7 26.9 11 42.3 8 30.8

5-9 13 35.1 21 56.8 3 8.1

10 plus 5 38.5 8 61.5 0 0.0

Chi Square = 8.99 Significance = .06

Kendall's Tau C = -.18 Significance = .03

 

 

 

 

Table 89. Cross-tabulation of Stress Index by Pre-service Education

for Detroit

Low Medium High

Pre-service Education N % N % N %

High School Graduate 12 40.0 16 53.3 2 6.7

Some College 11 26.2 23 54.8 8 19.0

AA degree plus 1 4.5 17 77.3 4 18.2

Chi Square = 9.79 Significance = .04

Kendall's Tau C = .23 Significance = .003

 

 

 

 

Table 90. Cross-tabulation of Stress Index by Pre-service Education

for Oakland

Low Medium High

Pre-service Education N % N % N %

High School Grad 6 60.0 4 40.0 0 0.0

Some College 7 31.8 13 59.1 2 9.1

AA degree plus 12 27.3 23 52.3 9 20.5

Chi Square = 6.12 Significance = .19

Kendall's Tau C = .19 Significance
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Table 91. Cross-tabulation of Stress Index by Pre-service Education

for Detroit-Oakland

 

 

 

Low Medium Hi h

Pre-service Education N % N % N %

High School Grad 18 45.0 20 50.0 2 5.0

Some College 18 28.1 36 56.3 10 15.6

AA degree plus 13 19.7 40 60.6 13 19.7

Chi Square = 9.76 Significance = .04

Kendall's Tau C = .19 Significance = .001

 

Table 92. Cross-tabulation of Advancement Index by Age of Respondent

for Detroit

 

 

 

Low Medium High

Age of Respondent N % N % N %

20-24 3 27.3 7 63.6 1 9.1

25-34 37 53.6 24 34.8 8 11.6

35-50 0 71.4 4 28.6 0 0.0

Chi Square = 6.357 Significance = .17

Kendall's Tau C = -.15 Significance = .02

 

Table 93. Cross-tabulation of Advancement Index by Years in Policing

for Detroit

 

 

 

Low Medium High

Years in Policing N % N % N %

1-4 21 42.9 21 42.9 7 14.3

5-9 20 62.5 11 34.1 1 3.1

10 plus 9 69.2 3 23.1 1 7.7

Chi Square = 5.89 Significance = .21

Kendall's Tau C = -.19 Significance .Ol
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Table 94. Cross-tabulation of Advancement Index by Years in Policing

for Oakland

 

 

 

Low Medium High

Years in Policing N % N % N %

1-4 7 26.9 12 46.2 7 26.9

5-9 24 64.9 9 24.3 4 10.8

10 plus 5 38.5 5 38.5 3 23.1

Chi Square = 9.45 Significance = .05

Kendall's Tau C = -.15 Significance - .06

 

Table 95. Cross-tabulation of Advancement Index by Years in Policing

for Detroit-Oakland

 

 

Low Medium High

Years in Policing N % N % N %

1-4 28 37.3 33 44.0 14 18.7

5-9 44 63.8 20 29.0 5 7.2

10 plus 14 53.8 8 30.8 4 15.4

Chi Square = 11.05 Significance = .03

Kendall's Tau C = -.16 Significance = .006

 

Table 96. Cross-tabulation of Advancement Index by Pre-service

Education for Detroit-Oakland

 

 

 

Low Medium Hi h

Pre-service Education N % N % N %

High School Graduate 25 62.5 11 27.5 4 10.0

Some College 32 50.0 24 37.5 8 12.5

College Degree 29 43.9 26 39.4 11 16.7

Chi Square = 3.66 Significance = .45

Kendall's Tau C = .12 Significance = .04
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Table 97. Cross-tabulation of Advancement Index by Sex for Detroit

 

 

 

Low Medium High

Sex N % N % N %

Male 45 61.6 22 30.1 6 8.2

Female 5 23.8 13 61.9 3 14.3

Chi Square = 9.44 Significance = .008

Kendall's Tau C = .26 Significance = .001

 

Table 98. Cross-tabulation of Overall Index by Race for Detroit

 

 

 

Low Medium Hi h

Race N % N % N %

Black 3 9.1 15 45.5 15 45.5

Caucasian 14 23.7 35 59.3 10 16.9

Hispanic 1 50.0 0 0.0 1 50.0

Chi Square = 11.82 Significance = .02

Kendall's Tau C = -.23 Significance = .002

 

Table 99. Cross-tabulation of Overall Index by Race for Detroit-

 

 

 

Oakland

Low Medium High

Race N % N % N %

Black 5 9.8 19 37.3 27 52.9

Caucasian 25 23.8 49 46.7 31 29.5

Hispanic 4 50.0 1 12.5 3 37.5

Other 1 16.7 3 50.0 2 33.3

Chi Square = 14.46 Significance .02

Kendall's Tau C = -.18 Significance .001
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Table 100. Cross-tabulation of Overall Index with Marital Status fbr

Detroit-Oakland

 

 

 

Low Medium Hi h

Marital Status N % N % N %

Single 4 11.4 14 40.0 17 48.6

Married 28 24.3 46 40.0 41 35.7

Divorced 3 15.0 12 60.0 5 25.0

Chi Square = 6.28 Significance = .18

Kendall's Tau C = .10 Significance = .05

 

Table 101. Cross-tabulation of Overall Index with Age for Detroit-

Oakland

 

 

Low Medium Hi h

Age N % N % N %

 

20-24 1 5.9 5 29.4 11 64.7

25-34 28 21.4 56 42.7 47 35.9

35-50 6 27.3 11 50.0 5 22.7

Chi Square = 8.06 Significance = .09

Kendall's Tau C = -.14 Significance = .005

 

Table 102. Cross-tabulation of Overall Index with Years in Policing

for Detroit

 

 

 

Low Medium Hi h

Years Policing N % N % N %

1-4 3 6.1 27 55.1 19 38.8

5-9 11 34.4 15 46.9 6 18.8

10 plus 4 3O 8 8 61.5 1 7.7

Chi Square = 14.56 Significance = .006

Kendall's Tau C = -.30 Significance = .0003
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Table 103. Cross-tabulation of Overall Index with Years in Policing

 

 

 

for Oakland

Low Medium High

Years Policing N % N % N %

1-4 2 7.7 7 26.9 17 65.4

5-9 12 32.4 11 29.7 14 37.8

10 plus 3 23.1 4 30.8 6 46.2

Chi Square = 6.64 Significance = .16

Kendall's Tau C = -.18 Significance = .03

 

Table 104. Cross-tabulation of Overall Index with Years in Policing

for Detroit-Oakland

 

 

 

Low Medium High

Years Policing N % N % N %

1-4 5 6.7 34 45.3 36 48.0

5-9 23 33.3 26 37.7 20 29.0

10 plus 7 26.9 12 46.2 7 26.9

Chi Square = 17.97 Significance = .001

Kendall's Tau C = -.22 Significance = .0003

 

Table 105. Cross-tabulation of Overall Index with Pre-service Educa-

tion for Detroit

 

 

 

Low Medium High

Education N % N % N %

High School Graduate 7 23.3 16 53.3 7 23.3

Some College 8 19.0 23 54.8 11 26.2

College Degree 3 13.6 11 50.0 8 36.4

Chi Square = 1.52 Significance .82

Kendall's Tau C = .10 Significance .12
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Table 106. Cross-tabulation of Overall Index with Pre-service Educa-

tion for Oakland

 

 

 

Low Medium High

Education N % N % N %

High School Graduate 4 40.0 2 20.0 4 40.0

Some College 6 27.3 9 40.9 7 31.8

College Degree 7 15.9 11 25.0 26 59.1

Chi Square = 6.47 Significance = .16

Kendall's Tau C = .20 Significance = .01

 

Table 107. Cross-tabulation of Overall Index with Pre-service Educa-

tion for Detroit-Oakland

 

 

 

Low Medium High

Education N % N % N %

High School Graduate 11 27.5 18 45.0 11 27.5

Some College 14 21.9 32 50.0 18 28.1

College Degree 10 15 2 22 33.3 34 51.5

Chi Square = 10.23 Significance = .04

Kendall's Tau C = .18 Significance = .003
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