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i  ABSTRACT
The present research was designed to investigate-the re;etioﬁehip
between pe:soe~environment Fit and job satisfaction among a
sampie of Canadian police men and women. The primary objectives
 of the study mere to replicate and extend research carried out by ¥ ﬁ
Burke1 Desca, and Shearer (1984). The job satlsfactlon of four
.career orientations (i.e. careerlst artisen social activist, .
and self- invester) ‘proposed by Cherniss (1880)3was measured in a
sample of 226 police men and women working in three distinct
assignme%t categeries'(i.e.,,Patregg Investigation, and
Supervisien/ﬂdministratioﬁ)tef a police force in Southwestern
Ontario. The social activist career orientation was deleted due
to insuEficieﬁt numbers. “Heasuree of career orientatian (Persaon)
mere obtained deing descriptive‘paragraphs developed by Burke et
al., and measeres of the werk@gnvirenment CEnvironment) wers i
ebtained using eimilar paragraphs describing an optimal wcrkt
‘setting for each career orientation. The Optimal wprk Setting
Measures were develuped specifically for use in the present
study. ﬁeaseres of;gverall, intrineic, and extrineic Johb
sat}sﬁactinn were obtained using the-ﬂiﬁnesova Satisfaetien
Questionnaire - Short. The First hypothesis, that uﬁficeré\of
different career orientations would be differentially satiéfied -
depending onqggsir-assignment category was not suppcrted ,\\‘
‘The results showed that careerists had the hlghest level of
overall and intrinsic satiefactlen and self-investors had the
lowest. artisans fell in betwean careerlsts and self-investors.

In addition, officers from thé Subervision/ﬁdministtatiDn

i
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and Investigation assignmsﬁt-catagcries reported more overall aﬁd
extrinsic satiéfaction than patrol officers. These Eladingsfars
generally consistent with thgsa of Burke et al. Lack ;E“support
For Athe E‘st hypothesis may havef been due to the sall number of
sglf—investors—ih fhe Investigation and Suparvision/ |
Administration assignment catagories“:Iha sacond hgpathasis,lthat
there would be a negative relationship between lack of PE fit and
Jjob satisfaction: was supported. Regardless of the offlicers’

3 P
career orientationé\pr their assignment categories, thg greater

the psrcéption of a lack'of Fit between themselves and their work

environments, the lower was their job satisfaction.

- Additional analyses }evaaled that the officers were able to

i

differentiate among the three assignment categories using the

®

Optimal Work Setting Measure (OQWSM), thus supporting the value of
this instrument as a measure of subjective envirponment. Evidence
obtaired using the OWSM suggested that the qEFiCars perceptions

of differences among their work environments focused on the’

careerist setting scale.
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'twéhtg-Euur houf basis (Manning, 18978).

‘CHAPTER 1
Introdgction
Over the past several decades policing in North America has
undergone dramatic chahges. In response to rapid urbanz:growth,
accelerated criﬁe rates, and inéraased citizen dissatisfactioﬁ

with the "unprofessional” practicas‘cf the’pclicqf moves to

_professionalizes the delivery of lelCE services uwere initlated

'CBrown, 1881). In tima, pol&re organizations becama hlghlg
d

bureaucratlic and centralize Technology, sclentific principles
of management, a tightening of interﬁél discipline, and fiscal -
restraint and acccuntabilltg became the hallmarks of\ "new" police

agencies CJuliani, Talbat, & Jajeuardene, 1sag\=st’ n, 1984).

7

Modarn police are no longer aqupted simply to maintain order and

protect the local community. They are expected to enforce all

laws impartiéﬁlg and proQide a wide array of soclal services on a

.

Aloné with the push to professionalize policing, police and
pbllce organizatlons have ﬁecome the-tapget of a great deal of
research (Kfoas, 1985; Stratton, 1884%; farrg, 1981). One arsa
which has attracted a lot of research is job satisfaction (Brief,

dldag, & Wallden, 18725 Brief, Aldag, Russsll, & Rude, 1881; Hunt

& McCadden, 1985{ Katz, 1978; Lester, Benkovich, Brady, Deitrich,

& Solis, 1980; Lester & Butler, 1982; Slaovak, 1378; vanMaanen,

'1875). Generally, this research indicatss that U S. patrolmen are

lass satisfied with their j3jabs than the average American murker

‘(Lester et al. 1980). Although there have heen no studies

1 ‘ .
comparing the level of job satisfaction among Canadlan'polibe

personnel with that of other Canadian workers, there have been

& ) . -



some Canadian studibs that ‘focused an othar ‘aspects’ aE police job
satisfaction (Burke /Péaca,.& ShBararl 1384; Cooper, 1382;
Hglton, 1380; Lindan, 19857, . |
The arasent research extends the work of Burka 8t al.
(1984) who studied the ralatiunshlp betwaan caresr orientation
and hurnout in Canadian pUllCB. Burka at al basad thelr study on
_ the Euncspt of career orlentaxion davalopeﬂ bg Charniss (19801,
Accor;:nb\to Charnlss, carser oqienuation refers to the meaning
of wo:k For the individual. He propases that human sarvlca
professionals fall into one of four career oriantaalons: {a)

&£ .
Socialgﬁctivist, (b) Careerist, (c) Artisan, and (d) Self-

Investor. Furthennnra;'Cherniss affirms that human service
professionals who exhibit a Social Activist caraar orientatlon
are more likely to be dissatdsfilad with thair Jobs than workara
characterizag by any of the other caresr oriantaticns. In their.
research, Burke et al. found general support for.tnarniss'
thinkina. In additicn'tc identifying the four career
Drientations, Charniss (1880 devalbped a theory of barnout

in human servica profesionals based on persan-envicronment (PE)
nEiE —He prapnsas that for each career orientation there is an
optimal work sstting. ‘whan there is a poor fit between the
individua} and his/her work setting, strain (burncut and job

‘ dissatiséacticn) result.: Although Burke at'al. (1984) tgok
measures of the person (carearnoriantapion) and maaauraa of the
environment (mzak setting), they did not use thaaa measutasfto

assess. the degree QF'person-anvironmant "Fit"; moreover, Burke-et

g . .
al.’s sample consisted primarily of patrolmen. In light of



evidence indicating-that police joh satisfaction varies -across
assignment oatoéorg'CLaékowitz, 1953 ; Hgltoo, 19803 and the
"evidence supporting the importance of considering the interaction
between person variabias and environment variables, Burke et
gl.’s Findings regarding the association between career
orientation and various symptoms of burnout oag be limited to a
spacific group of police -- patrolmen.

\\Ths oresent research was désignod to reach beyond Burke et
al. (1884) in the invéstigotion of Job satisfaction and career J}
orientation. More specifically, this research addresoed the
question of parson-onvironmaoé Fit left unanswered by Burke et
al. The study involved a comparison oE’Job satisfaction across
the four caresr orientations in three distinct police assignmeift
oategorias: (a) Patrol, (b) Invéstigatioo, and (c) Supervision/
Admlnistration. Furthermore, the preseotlstudg examined the
relotionship botwaoo PE Fit scores and Jjob satisfaction in eaoh
of the three police assignment categories.

In the fFollowing pages, a selective review of two major PE
"fit" theories relevant to this investigation of job safisfaotion
willtbe provided. In addition, the Job satisfaction literature
speoiEio to police populations will be raviewed Special
attention will be paid to studies that ralata police Job
satisfaction to personality attributes, environmental
characteristics, and ths degree of PE “Fit." Finally, the work of
Burke et al, (188%) and Cherniss ClSéO) will be examined and the

thesis underlying this study developed.



Person—-Environment Thearlisas

\
°  Person-environmeéntr theories have thelr rootS'in;tha

persenality theories of (Lewin, lBSi) and (Murray, 1858). Lewln
(1951) conceived of behaviour as a Function of the personality ,j>
and tha environment (i.e., B = FCP,/E1). Murray’s (1338) theory is
noteworthy because it provided a model for the relagionshlp
‘between the individual and his snyironment. In adaition, Murcay
distinguished betuween the "actual" environment (objective) and
the environment as perceived by the individual (subjective).
Moreovar, éccurding to éarviﬁ (1968, Huf%ag argued that the
individual and’tha‘eﬁvironment should be classified or measursd
glong commensuréte dimensions.

=

PE Fit Théogzgs and Job Satisfaction
[}

Person-énvirnnment Fit thegries of Jjob satisfaction are
based on the assumption that employee satisfaction is a Function
of the ongoing and dynamic interacticn between one's
characteristic.vafﬂes, skills, and competencies, and the rewards,
opportunitises, and demands presented by one’s work 6: work
setting. Pervin (1968), in his review of the egtig resagarch In
this area, concluded that,  "occupational éatisfécticn may be
profitably studied as resulting from the interaction hetween
pérsbnalitg and enviranment variahles rather than the fesult of
personality variables or environment variables alone” (p.S58).

Person—-environment theories of job satlsfaction have been
inciuded under the rubric of discreRancy thaorieg (Thierry &

fAEgEETan—Iwema, 1984). In general, discrepancy theorlies visw‘job
satisfaction in téfms of the degree of difference between the

needs, values, and/or expectations of ;ha individual and the

2 ) ) *



Rt 2N

rewards offered by the joh or the Job settin%. "The greater the
discrepancy between pursued rewards, basad on needs, Qalues. and
expectations, and thelsubjective appraisal of rewards obtained,
the higher 1s the level of dissatisfaction (Lecke.‘i8753.

A review of person env1€enment theories reveals two ma jor
theories that bhave attempted te gxplicate the complexities of the
person environment 1nteraction relative to Job satisfaction,
First, the PE fFit theory cE Holland C1873 1985) is a theory of
vocational selection. Holland euggests that all workers can be
classified according to six persaomnality/interest types and thaF
For sach personality type there is an eptimel work setting. ’
Second, French et al. (1837%) have developed a person-environment
"£it" theory OE'adJustmene—mhich has eeen used to conceptualize
causes of eccepatienal sérain {e.g., Job dissatisfactioﬁ) in
terms of percelved Fit endselected work dimensiens. A curserg

v

description of each theory and a brilef examinttion of the

ralavant research g;n?ings For sach theory follouws.

—e e e A e e R e RS e .

According to Holland (13973, 13985J), hehaviours such as the
cholce of vocation, $bcatienal stability, and wocational
satisfactlon are degermined by a dynamic reciprocal interactiun
between personallty and the environment. Holland's theory of
vecetlonal.;election uses six personality types (realistic,
.investlgative, artistic, soc;al, enterprisiﬁ%, and conventional)
and six-corresponding occupational eﬁ@ironments. Hgfiand ‘ergues

that a match between a personality type and an occupational

anvironment constitutes an optimial PE fit. Further, as the

m——
/—._‘___‘J'

" <



degree of PE fit increases, the worker will expsrience a higher
level of jobh sa£isfactlcﬁ.

Holland's -C1973, 1985) theory is based on three assumptlons
regarding the development of parsonaiitg types. First, parants
who express a particular personality type create and maintaln an

environment that provides their offspring with opportunities and
acfivities ccnsistsnt'mifh tha.barenﬁs' own interests and
inconsistent with any other harspnalltg type. Sacond, paranté
qeneticallg_transmit to their offspring certaln physical and
psgchologicaiﬁpotantials. dcecording to Holland, this inherlited
endowment shapes tha iﬁtarest patterns of children. Finally,
Holland posits that to a limited degree chiidran create thelr own
environments by their demands upon paranﬁs. As a chilld makes
damands on the parent, the parent is influenced to respond in a
certainrmanner. Childpsn's demands are assumed to be a Fungtion v
of both-biological predispositions and social learning. Holland
asserts that the more the child is like the parent, the mors
paositive the pareflt-child relatibnsﬁip will be. Har‘ifer, the
tenor of the parent-chiid relationship‘has.a subtle but
distinctivé influence on the deyelopment of the child’s &
personality.

. Based on these assumptions, Holland (18B5) proposes that a

child acquires a cluster of preferences _and av§rsibns through;tha‘
.procsss df socialization. These preferences and ;versions develaﬁ
into fﬁ%erests which %n turn determine éhoﬁa behéblours which are
intrinsically .satisfying te the individual. - Furfﬁarﬁore, Holland

\ -

QEéintains that “the person’s,difEsfsntiation'with age is

N
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} . .
accompanied by a crystallization of correlated values";(p.16).
Although not defined specifically, it appaars_that fFor Holland
values are the preferences acquired by an individual through a
process of socializatiqn: In attempting to obtain valued objects -
or conditions, tﬁe pegééﬁ engages in activities that lead to tﬁe
gevelopmenp of sﬁéCiEic skills and compstancias-"at the axpense
‘of others.. As the person matures, these interests, values, and
competencies integrate to_;arm a personallity type that is
pnéﬁﬁ%busaﬁ to exhibit characteristic behaviours, attitudés; and
persanality trgits. )
Accorqiﬁg to Holland (198S), "an anbironmental model may be
defined as thea situation or’ atmosphere created by the people who
dominate a glven environment", (p. 239). In other wo;ds, Holland
defines the environment in tefﬁs of the dominant personality
;gpss that comprise it. For instance, a Social enviqgnment:wculd
be one that 1s dominated by Sociai fgpas.
| Holland (1885) argues that "people éearch Eor.envifonments
that will let them exércise thelr skills and abilities, express . \
thelir attitudes and valuss, aﬁd take on agreaabie'prnhlemsﬂand |
roles” (p. 4J,. -Thuséﬁﬁeallstfé tgFes search out Realistic.
anvironments, Soclal types search out Scciql'anvironmehts, and so
forth. Holland suggests, that if a person of Dﬁe-personalitg type
secures a job in an snvironment dcminéted by another type, the |
resulting misfit causes job diésétisfadtion. [For example, a.
Reallstic type tends to be dissatiéfiad with a Jcb.in a Sogial
environment.

1

Up to this pa;nt we have diséussad the personality types and

1.

environmental models of Holland's theory and the thearetical

&~
Ly



‘relationships among them. But_how does Holland actually measure
the person and the environment?

Spokane ClSBS), in his comprehsnsive raview of the research
,on Holland's-theurg, surveys the methods that have been used to
measure P and E. He notes three self-report instruments that have
been used to measure the personality tgﬁas: (al) the Vocatlonal
Ereferance Invéntorg {VPI; Holland, 1878)>, <(h) the Self—Directeé
Search (SD0S; Holland, 13973), and (CJ the Strong Vocational
interest Blank (SVIB; Caﬁpbell & Holland, 1S7é). Ressarch on
these instruments SQPms that the scalas which are common to all

, three have reaso;ablg high intercorrelationg and can - probably be
used interchangeably.

With regard to measuring E, research typically has relied oﬁ
one of two meaéures (Spokana, 1985). The Environmental Assessment
Technique (EAT; Astin & Holland, 13861) entails surveying .the

. occupations, training preferences, or vocational‘prafarEngeé of a
population working in a particﬂlar work setting. The occupations
- or preferences are categorized as belonging to one of tha six
-\3“\? Holland environments. This classificatiion results in a six-
. variablse p;ofile.. Thg absolute number of people classified Forq
each tgpa is then converted to a percentage of the total
. population making up the environment undsr:studg (see Walsh, 1873
for a more complete explanation of fhe procedurs). The second
method oE‘categorizing‘E uses Holland's occupatlional codes.
Holland (1985) has classified 500 of the most common occupations
in the Unlted States according ?ﬁlhis six tupes. A three letter

code provides a briaE summary of the given uccupation showing



g

which three occupational types it most closely resembles. For
1n5tahce, police officer has been éoded Social, Realistic, and
Enterprising (SRE). An environment occupied predominantly by

police officers would be classified according to the following

f . .
-

‘three letter code: S, -R, E. ; . -

Calculating the degree of ccngrbence bgtmeen the person and
the ‘environment usudlly Follows‘a tﬁrée-stéb_procadura (Spokane,
18685). Flrst, 'each member of the sémpla group is assigned a.
Holland code or personality pattern using one of thg parsanality
measures. Secﬁnd, environments are classified indeﬁendentlg uéing
ana of. the environm?ntal‘ciéssificaltian tachniqueg. Fiﬁallg,'
'coﬁgruanca is indexed relative to the match between the
personality.and the environment using Holland’s hexagonal chart. ,
Referring to the hexagonal chart (see Fig. 1), sagh,point_of the
hexagon represents one personality type. If a personality type is
in a corresponding enGironmant, then congruence is at its highest
.lBQBl, for example, a Realistic type in a Realistic environment.
Congruence dacraasqs the Farther away a personality type is
from its corresponding enviromment. The mqst extreme degree of
1ncongru§nce é&isis’mhan a personality type (e.g., Realistic) is
in the poaition-oppcsite to its corresponding environment (e.g.,
Social). Holland argues that under cgnditioné of sxtreme
incongrulity Job dissatisfactlion is most proncuncéd,

Revieus by Holland (18973, 1985) and Spokane (1385) DEA
correlational research on Holland's model indicated that job
satisfaction was sigﬁificantlg and positively related to

congruence in the majority of studies. In,addition,

congruence was reported by both authors to account for a greater

? ) [}
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Figure 1 ' ) (
———————— A Hexagonal Model For Defining the Psychological :

Resemblances Among Personality Types and Environments
and Their Interactions. :

&
From "Making Vocatonal Choices: A Theory of Vocatlional
.Personalities and Work Envireonments" by John. L. Holland,
1885, p. 23.° Copyright 1873 by V.L. Holland.

b
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‘ amount of the varlance of job satisfaction than measureas of the
\person and the environment alone. Spokane (1885), however, was
somewhat less enthusiastic than Holland (1985). He argued that
although thg percentage of varlance accounted for in the studieé
was signiEicant; it was not appreciably higher than in those
studlies uslng personality meésures alone. 7 .

As noted earlier, the praéant study is concerned lwith the
modérating effect of diffareﬁt assignment catsgories’ on the
ralationship between congruence and job satisfaction. Two studies
based on Holland’s approach have shown that engineers (Meir &
Erez, 1381) and nurses (Hener & Meir, 1881) whose personality

 tupes éré cangruent with théir intraocpupatianai environmants‘
(e.g., a Reallstic nurge in a Realistic medical/qprgiﬁal
environment as opposed to a Social psychiatric waré) are more
satisfied with ths;r Jobs than nurses or engineers whose

«persénalitg“tgpes are\ipcongruent with their occupational
subunit., Findings of thié nature suggest that it is }mportant to
match the interests and values of the parsbn to tHe environmental
characteristics of the Spaciéic subspeclalties within a singie
océﬁpatinnal group. —

Thus, Hnllaﬁd (1973, 1985) provides us with one example of
how to view tha Interaction bet@een the person and the
environment. His pafsonalitg-environment theory has bhasen useful
in assisting people to select an appropciaté carger. There is,
hﬁma@gr, another approach to viewing PE .interactibn. French ét

al. (197%) have developed a PE Fit theory of adjustment. The

ollowing section will br&aflg review this theary.

r
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PE Fit and Adjustment: French’s Theory
. 7 ,

PE fit theory, as developed bg'Fraqch Bt al. (18733.
emphaéizeé a causal link bstwean PE Fit and strain- French et
él. hgpq?hesxza that mutivatlcnal forces are created by the
dsprlvatlon aof a need or value They define needs as objactiva
requirameﬁts of human syrvival fe.g., Food, water, and'shalte;J
and.valués as desires lgarné& through a process of soclalization
(e.g., praisé?wmoneg, cars). Frenchst al. suggest that the
direction and intensity of aroused motives depend. on the kind,
strength, and 1mportance of the need or value. Moreover, Franch
et al. argue that axpectations of future deprivation will result
in motive arousal éﬁmilar to that prcducad by actual depriyation.
A Job is stressful, then, to tméjagtent that one perceives that
one’s work environment fails to me his or her nseds ar values.
In other words, there is a poor fit between the person and his or
her environment. This PE misfit is ah indication of lack of
adjustment and is_associatad with strain; the greater.tha‘PE
misfit the greatér. will be the degree of strain.

According to Ersncﬁ et al. (1974%), strain is defined as
daviations from normal responses in the person.- That s, strain
can be defined in tarmé of responsss made by the person to a lapk
of PE fit. Lack of PE fit, és conceived by French et al.,
reférs_tu both the objective and subjective "goodness of Fit"

e .
béﬁwean the parsdn and the environment. Objective PE fit
refers to the degree of fit between the actual demands and

remardé of the snvironment and the actual needs ‘'and abilities of

N w
thg‘peyson.t Subjective PE Fit refers to the degree of fit
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" between the pardaivad demands and rewards of tha.anvironment and
.the perceived needs and abilities of the person. French et al.
malntain.thét Job stress can lead to three types of strain: (al
psychological (e.g., Jjob dissatisfactidn‘and depression), (bl
physiological (gwg.. high blood pressufe and elevated serum
chblestar?l), agd (c) behavioural (e.g., subétance abuse and
smoking). Although French et al. argue that PE Fit may occur . in
both a§ nhjgctivs and a subjective reality, they suggest tha£ it
is the subjective PE fit that is most important relative to
gstraln and aqjuﬁrment. That is to say, strain results ;hen the
‘person percéives a lack of fit between his or her dasiééd work ‘
rewards (Ps) and work rewards (Es) received or anticipated. Thus,
French eﬁ al. argue that even though a lack of Fit may or may not
'axist in-an objective sense; it is the pefson's perception of the
lack of fit that is mosﬁ pregdictive . of stréin.

_ SAccording to Frénch gt al., the potential for strain occurs
on fwo aimahsions: (1) value-reward and (2) ability-demand. The
value-resward dimension refers -to the fit ba;méan what the worker
values and the rewards offered by the job. The ébilitg—damand
dimension refers to the F£it between the skills, abilitlies, and
competencies of the indlvidual and the demands or raquiréments of
the an.. Frgnch et al. éaintain that a PE misfit on sither
dimension can cause strain (e.g., iﬂb dissatisfaction).

The PE fit model of French et'al. assumes that maasuias of
the person and of the environment afévcummansurate, that %s, they
both deal with the same dimension. Subjective fit (Fs) has been

operationalized as the difference between measures of the

subjective person (Ps) (the way one sees oneself) and of the



subjective enﬁironmaqF (Es) (the way dne sees one's environment),
that is, Fs = Es-Ps. 'Heasureg/af Ps typically take the §8rm of |
'\\\;jmnuld-like" questions (e.g., How much mental challenge would you -
ilike-on goué Job?™). These ipamsfraqulre one to make- .
judgmaqts apout the AUdlitg and quantlity of work.val;as one
désireéi Measures of Es take the- form 6E "is now" questidhs
| (e.g., ﬁow muc% mental challenge is there in your Jdb nowTt) .
Items in this group require one to make Judgmepts abnut' -
the quality and quahfitg of work rewards that are currently

provided by one’s job. The Ps and Es are rated on the same

-

dimension using identical Five-point Likert scales ranging fFrom

very little (1) to a gtgé; deal (5)C(French et al., 1874).

In a brief review of the resesarch on tﬁé PE Fit theory of
French et al., Caplan (1383) conciudes that thé Findings afa
sncouraging but weak. PE Fit has besn shown to consistently
double the amount of variancé accounted for by P-ﬁnd E alane.
However, Caplan mainégzhs that PE Fit theory has only accounted
For an additional'1% to 5% of the variance in strain. He
attributes this unaccepéablg poor showing to ‘the possibilitg that -
the parameters of PE theory may not béiggscified igiiy enaugh.

Summary of the Review of PE Theories - . -
‘In_summarg; PE theories have been shown to be usefu®”

iq invastigaping Job satisfaction. Studiss have shoﬁn thét PE fit

scores based on the. two thednies reviewed here-—-Holland's (1373,

1885) and French et ai.'s (1S;%J~ have conslstantig aqcéunted for

more of the varlance of job satisfaction than measures of tﬁe

- person ar the environment alone. Holland’s theory definés the ”
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irteraction batween the person and the Bn%}ronmant in terms aof ‘}ﬂ,_

the fit between personallity type and work éetting. Holland’s
Facus lieé in the match between the interests, values‘and
competenéies of the individual and those -af the otﬁer paoblé
making up the éocial envicronment. French et al.’s theory, ea the,
other hand, calculates a more predisa measure of PE Fit bg taking
subjective measures of the ﬁsrsnn and the-environment on
commensuratéd work dimensions. Rather thaﬁ,global measures of the
. ) :
person and the envlrpnﬁent, as offered bﬁ‘Holland:,Franch &t al.
obtain a direct measure of PE fFit aé percaivedﬁpg the person 1in
the pérticular‘environment. ' -

\

The Following section will review the police literature as
. I

it relates to Job satisfaction. Particular attention will be paid
to-those studies that have employed a’ person, environment, or .
person-environment approach to the study of job policae

satisfaction.

Job Setisfacticon Studies: Police -

Person Varlables

-y

A review of police job satisfaction studies reveals that

person variables typjcally Eéll into two categories: demographic"

v- ]

and parsénalitg.

Demographic variabliss. In the main, the studies reviewed

. o
A

have revealed Few consistent and enduring relationships betwaengﬁ%ﬁ?ﬁ

—

PR

the demugraphlc characteristics of police and job satisfaction.
‘Results from studies considering sex (Linden, 1385), age (Lester,
1578;'L93tar & Genz, 1978; Lefkowitz, 1873; Griffin et al, 13978;

Hylton, ISBO;'Slovak, 1978), marital status (Lester & ﬁeﬁz, 1378;

ra
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Hylton, 13980), Family background (Hylton, 1880Y, and tenure

(Griffin et 8l. 1878; Hylton,1980) are geherallg weak and
inconsistent.

Nevertheless, the results concerning a few demcdfaphic
varia%}es are worth écnsideringﬁ an intarasting study by Griffin
et al. (1378} has shown an association between job satisfaction
and the education of patrolmen. After sampling approximately BOO
patrolmen with aducafinn_levsls ranging from high school and less
| tao four géars of college, Griffin et ai. conclucad that the Job
. satisfaction 6E cfﬁicers with low levels of educatlon is highly
related to their pércaption that their coworkers and supervisocrs
are competent and doing a good job. -Conversely, Gr}ffin et al.
report that offlcers Qith a college degree arg‘more satisfied
with their jobs when they percelive thét it is they who are in
-;;ntfcl of the‘conditiéns and situations that confront them in
their police role.

| Rank, a variable which has often bean'classiéied as

a demographic variable, has also been shown to he related to job
satis?actiqn'in polica. LefFkowitz (1973) reported a posiﬁlve
assoclation between rank and job satisfaction in a sample of
municipal police officers in 0Ohilo.: Slhilarlg, Slaovak ¢1978), in
.his.studg of eight American police departments, reported é
.pusitiva relétionsﬁip between rank and satisfaction with
sala:;es, fringe henefitg, and promotional opportunities. In a-
Canadiah study, Hylton (1880) Found that the iowest and the
‘highest ranks on the Eagina Police Force were satisfied, but the

"middle ranks (i.e., third, second, first class Constables and

ergeants) were relatively dissatisfied with their jobs.
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Personallity variables. Relative to the number of

investigations of demographic variables, few studies have locked
at the relatlonship batweén_parsunalitg variables oflbolice and
Job satisfactlun.' Research by Lester, using a. global measure

of Job satisfaction, showed satisfaction ta b% posit;ve;g
correlated to officers’ beliefs in an internal locus.cf ﬁontrol,
({Lester & Ganz, 18785'anﬁ not related to measures of dogmatism
(Lestar, 1878), In subsequent research, Lester (19793), using the
Job Description Index (JDI ), reported that a belief in internal

locus of control was significantly and positively associated to

measures of satisfFaction for the areas of work, promotions, and

coworkaré¢/” o

Lester (1879) slsc investigated the association between
measures of cynicism énd Job satisfaction. His results indicated
that among experienced municipal poliga officers, cynicism Qas
significantly and negatively related to all £ive of the JOI

scales (i.e., work, pay, promotion, supervision, and cowocrkers).
% ;

LE
- among municipal recruits, cynicism was found to be negatively

related to sétisfaction with the areas of work, supervison, and
coworkers.
Other studies provide evidence suggesting that f%s values
and interests of police recruits change over time. VanMaanen
(1875) used a longitudinal design to sﬁudg tha socializatfon
process in policing. He Enpnd that officer need satisfaction Qas

. é o
enhanced soon after entry:intc the organization if the officer

~

reeligned his expectations for external rewards ta coincide more

with those of his fellow, more senior officers.

N Q_.
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Evidence reviewed to this point has focused on the

1

relationship between job satisfaction and demographic and
personality variables. Demographic evidence suggests that the Jjob
~ satisfaction of highly educated police may be determined by the

degree to which officers have personal caontrol cver tha work A (\\J

environment, whereas the job satisfaction of less well aducatad

poiice of ficers may be influenced more by the degres to which

3

offibers perceivé their %upervisor to be competent. Moreover,

-

evidence suggests that police officers who achieve promotion are

: C”
more satisfied than officers who do not achlevs promotlion. éﬁ%

~

Although few personality variables have heen studied, the
limited evidence availa@}e suggests that police officers who

-
report an internal locus of control are more satisfied than

officers who repart an axtétnal locus of coantreol. Filnally, there
is evidence to show that there is a negative relatianship between

cynicism and police job satisfaction.

Envirgnment

The Eollu@ing paragraphs will provida'a brief review of
. . ,

studies of police job satisfaction that have focused on
characteristics of the environment. Itwshould be noted at the
outset that tha results of the studiss&;ra generally lnconslistent
and contfadictorg, and, as.such,'thbg defy attsmpts at a clear
and succiﬁﬁt summari;atinn.- This lack of consistency is likely _
due in part to the relative absence of commonalitlies shared by
these studies. For example, research on this topic has taken

plaCe'in all regions of the United States and Canada,'in large -

and small police departments, in urban, rural, and state

N,
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(provincial) police departments, and has used a diverse array

of job satisfaction instruments to evaluate the effects of a host
P .

___,,édf varied'work dimensions. In light of such differahcas, the
"following review will only focus on those studies which provide

conslistent fFindings that are relevant to the present research.
) B

A number of studies have invesgigated the level of police
. : .

officer satisfacﬁion with various facets of work. One_of tpe most

consistent findings has to do with opportunjties for promotion.
Sevarai studies report thaf policemen of all ranks and on both
sides of thalfurtu—ninth parallal,'saam to be dissatisfied yith
their oppnrtunitis; for advancement CAcuri, 1876; Hyliton, 1980;
Lefkowitz, 1373; Linden, 1885;gﬂ Slnvak, 18978)>. Furthermore,
séveral studies in the United States have shown that pétrolmsn-
are somewhat dissatisfied with‘theif pay (Lefkowitz, 1973;
Lester, Benkovitch; & Brady, 1380; Slovak, 1378).- Recent
evidence in Canada, hmmavar, suggests that Canadian police
officars are generally satisfied with their pay (Hylton, 1980;
Linden, 188S)., ™Many of the same studies indicate that patrolmen

are ralativelg.satiéfied with their work, coworkers, and

supecrvisors (Lefkowitz, 13973; Lester et al. 1980; Hylton, 19B80).

' AEteristudging a8 group of 75 police officers beluw}%he rank
of Inspector, using the Leader Behavicur Description
Ruestionnalire fLBDG),.épieE et al. (1976) found that there was a
strong positlve correlation between leader behavioufs and job
'satisfaction. More specificéllg, when supervisors were perceived
as structuriﬁg subordinate’s tasks, Job satisfaction increased.

These surprising findings led Brief et al. to suggest that-
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supervision charactari;gﬂ by ths-initiétion of structure may
enhance Job satisfaction by reducing ghe amDQnt DE role ambiguitg'x
experienced by police officers. Moreover, they reported that

under conditions of high role stress (iLa:, conflict and
'ambiguitg)q police officers were mofa satisfied when suﬁérvisnrs
reduced stress by initiatimng structure than bg*lending support ar; L
showing consideration. Structure, ;n this Easa, was inltiated by

3
direct and clear cpmmunications from the supervisor which acted . &i\

~ .
Lo clzélfg subordinate expectations relative to the assighed

ag

task.

Jermier and Berkes (lSZS) reported simiLar_evidence with: §%\
respect tg task variabllitg; ; sk in;ardapendenﬁa; and . &
task/coworker interactions. DEEicars‘wﬁp wefe assigned Lasks
characterized as highly variable, highly interdependent with
other tasks, or highlg*intsractive witH other ﬁnlica paqsonnai
were more satisfled with their Jjobs if their supervisors were
segn to use instrumental and directive rather than supportive
behaviours. ~

More rabantlg, Brief eL al. (1881) reported fFindings that
contradict the findings of their earlier research. By using a
longitudinal design, Brief et al. found only limlted support for
the relationship between leader behaviour and job satisfaction,
Furthefmnra, Brief et al. reported"path.écafficlants which
‘providgﬂlgo.suppnrt for the relationship betwesn skilllvarietg
and job satiéfactiqn found by Jarmiér and Berkes (1379).

Two studies have looked at the relationship betweén Job
satisfaction and police assignment category. Lefkowitz (1873)

comparéd measdtes of globél Job satlisfaction in Five police

- r

e
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assignment categories: (a) Field Operations (i.e., Patrol), (bl
investigatlon, (c) Speclal Dperations, (d) Information Services,

and (2) nanagement/Inspectioq. The results showed that memsers of the
Fie{d Dparaticné'branch were Ehe-laast satisfied wifh their jobs. '

Hylton (1380) sgmpled 298 police officers from the Regina Police

nine factors reflecting various facets of policework.
4

relationshlps werse comparag across six assignment catpgories: (a)d

: 4
Patrol, (b) Crimimal Investigations, (cd Traffic, (d) ort,

(@) Headquarters, and (f) Administration. Job dis#atisfaction was
_ : . K -

higher for Patrol and-Traffic persoﬁnal on_Eacfors refiecting
/ccﬁportuniﬁies for promotion and perceptions of the amount of.
AJV‘ power they had in accamplishing their vocational objectives.
Hem%Frs at Héadqﬁartars and in Patrol reportéd being highlg, -
satigfiad.mith parScnél and aorganizational supports, whereas ﬁ\\
~  Adminis®rative personnel were guite dissatisfied with their
supports. Members at Headquarters and in Admiéisﬁrat;on reporteq
‘being very satisfied with their opportunitias for promotion and
the otderlina;; of the organization. NeverthElsss,‘this same
group uwersa qﬁite dissatisfled with the negatlve effects of

policework on their psrsonal livas: ;
The siudias that have beénlréviawed.generallg indicate thag

,‘ patrolmen appear to bé EissatisfiedAwitﬁ their opportunities for
pfomgpion and in the United States wlth their bau. In addition,

there appears to bhe some evidence to suggest that policé of ficers

¢ ‘
experience less role ambiguity and greater job satisfaction when
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supervised in a dirsctive and instrumental manner. Thers’ls also
s =

evidence indicating that police job satisfaction varles according
to g;:;%mant category. In the following section, research using
' the person envlronment approach in the 1@§Estigation of job

satisfaction with tha police will be raviawad

7/ .
PE Fit and Job Satisfaction i

A carsful Eaviaw of the 11taraturé uncova?ed only two
studies that used a perscn—envi;cnmant Fit approach in the
investigation of Job'satisfactiuﬁ among” the police (Harrlison, .

976; Hunt & McCadden, 1985). f/”

Harrison (197B8) analyzed data collected from tuenty-three
occupational groups, includiné one pplica group. Harrlson’s work
was part‘of a larger study designed to test the PE theory Ff
ad justment de}aloped by French et al. (18743. Respondents @era
asked to rate first tgeir ideal positlion and second their
perceptions of their present job on an array of work dimensions
(e.g., workload, job complexity, responsibility for persons, and
“rola ambiguity). Harrison operationallzed PE Eit‘usiﬁb the
formula, Fs = Es - Ps, as set nut\bg'French et al., (1974%).
Results showed that work overload (Ps<Es) was related to
increased job dissatisfactidn in policemen. However, work
underload (Ps>Es) was Eﬁund not to be related to job )
dissatisfFaction amoné police. In other words, thare was g
somewhat linear rélatipnship between workload and job

satisfaction. Harrison concluded that the findings demonstrated

that measures of PE fit can account for variance in strain (job
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) ‘ |
satisfaction) which cannot be prgdicted by linear relationships

with the E and P componant measures, either singly or together.

In the only other study to use a PE fit approach fc"' .
invsstigate police Job satisfaction, Hunt & HMcCadden (13850
axamiﬁéd thé relationship betwesan person—rcleﬂfit and job
gatlisfactlion. According to Hupt-and_NcCadden,'Job satisfaction is-
an outcome of Interactions among ﬁgmographié Eactoré, individual
personality differences, elements of the environment, and.
perceptiaons of parsbn~rola_€it. "It is the person-role.fit concept
that i4 most réievgnt to this study.

In an earlier study, Hunt, ﬂcCaddag, and fMorduant (1383)
set out the methodology used in the 1385 research. Hunt'et al.
(1983) classified thelr measure of person-role £it as "a sémi—
objective intraorganizationdl measure of discEeﬁaan between a
respondent;s own image CStéraDtupa) af the pdlice.rqle and -

+

' his/her perception of corresponding sent role expectations®
-~

(p. 4457, More specifically, Hunt et al. asked sach officer to
¢

choose between "a crime fighter" and "an-armed social worKer" as

their "model" of a police officer. This statement constituted.
.an evaluafion of the “person.” - Respondentsg then were asked to
answer the following question: "Do you think lice officers

respect ‘fFellow officers more For (1) arresting a felon or (2)

giving help to & citizen?" The answer to this question reflects
the raspondaﬁt’s pérception of the rewards ﬁfﬁgrad by his/her

coworkers. Congruanée was operationalized by matching "a crime
‘Eightar“ witﬁ "arresting a felon" gnd‘ "an afmed social worker"

with "helping a citizen."

Hunt et al., (1385) report that the conflict measures of
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perﬁon—fole Fit explained a significant amount of the variance in
ﬁaasures of dissatisfaction among policemen. However, the amount
of variance explained was less than that Bxpléinad by each of
saﬁaral othef‘variahlas alone ta.g., age, rank, and tenure).
In gummarg, parscn-énvironmént Fit research investigating
‘Job satisfaction among police is sparse. In addition, the-rasuits
From the'pwn studies reviewed are inconclusive. Harrison's
(19763 fFindings support the use-of a PE épproach to the study of
Job satisFaction over and above approaches which Focus on the P
and the E alone. However, the amount of variance explainéd using
the PE. approach in the Hunt et al. (1885) study was less than
thakparson variables aione. After conéidering the paucity of
'lresearch that has been done in this area and the inconclusive
state of the Einqings, thé PE fit approach to the squdu of polica

Job satisfaction appears to warrant further stuég,

] . g AN
The following section will outline the research of Burke et

rA

- al, (lsé&) who investigated the relatioﬁshiﬁs amond@burnout and
the career orientations oflpolicemen aﬁd women in Canada. It 1s
this study that provide the foundation and point of depqrtufa
for the present résaarch.‘QPrior to examining Buyka et al.'s
study, however, 1t will be necessary to detour briefly in order
to survey the work of Cherniss (1980)., It is from Cherniss that
Burke et al. obtalned the thearetical concept of career {
orientation used ‘i their research.

R

qs Thaorg' ‘

Career Orientation and Burﬁout: Cherniss

.In their study, .Burke et al. (1384) employed the concept of

"n carser orientation as developed by Cherniss (1880). According to
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Cherniss, career ﬁrientatinn refers to the meaning of wq;k for
the employee. That is, 1t defines for the ;Zrker what values are
important, long and short term goals, and'those asa?cts of work
which are mdst satisfying. Using a loﬁgitudinal—design, Cherniss
campared early career development in Eaur different occupational
groups: (a) teachers, (bl lawyers, (c) msntél_heaith counselors,
and (dJkpublic healthrnurses. Through a series of personal
lntervt?ws, Cherniss categorized this gcoup of human service
professionals into four career oriantaticns {a) Social ﬁctivist.
(b) Careerist, (c) Artisan, and (d) Self-Investor.

Cherniss (1580) has identified esach of the féur carear
- orientations as having its own set of personality -

characteristics Social Activists are ldealists and visionaries

who look upon.thair work more as a crusade for social Justice
than simply as'a job. Workers with this orientation value in
their jobh an opportunity to contribute to social and/or .

Ainstitutional changa. Their personal goals and commitments
\\\kgigﬁcand those of the organization. kThag are quita prepared to
wﬁrk long and hard in the Face of austere organizational rewards
ﬁfo&i&ed tha; perceive theiq-aEEorts_ccntributihg to real social
change.

' Careerists value prestigé, respectability, and F}nanaial
seé@fitg in their Jobg. They are hithg caoampetitive, rasembling
‘in many ways a Type “A" personality type (Burke, 198%5). -
C;raérists are highly motivated to achieve the extrinsic rewards
of a Job. As such, they work hard to make a good impression on

others who may. have an influence over their career. ‘Financial

security in and of itself is not as important toc a Careerist as

\
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the prestige and status that typically accompany it.

Artisans value mental challenga, professional skills
development, independence, and autonomy in a job. Rather than
concerning themselveg with external staqqards. which are often
too low, fhég work to' achieve much higher internal standérds.
Artisqns seek the inErinsic rewards offered by a bhallenging and .
interesting task. If a task is roqt;na they become quickly bored.
Opportunitiés for advancement are of lnterest only as a means of

~pbtaining a more challenging assignment.

self-Investors value their off-the—job interests; they are

[
not motivated by or committed to work-related concerns. They are

b

not mativated by social activism, careér”&chiavement. or
challenging tasks; rather, they seek a job which 1s only o
moderatelg_interesting and challenging. Because cé/thslr lack of
Job involvement, Sélf—lnvegtors can tolerats unpleasant working
conditions with Esmar‘nagative psychological or physical
conggquencas. HoMever, their aoverall level of job satisfaction

'ié quite low. Cherniss attributes this low lével of satisfaction.

in part to the fact £hat many Self-Investors feel trapped Ln jaobs

, that they were “forced" td‘take when external factors prevented
them from obtaining th% Job they hust desired. foreover, many

Self-Investors are dissillusloned and reéentfu% due to

unfulfilled career goals and expectations on their current jobs.

*
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A

Cherniss classifies his theory as‘a person—environment
process modal of burnout. He argues that the highest level of
performance and the least amount of Joh‘strain result when there
is a "fit" betwsen the caraarJErientAticn of the person and his
or her work setting. Cherniss’ concsptualization of the person-—
environment interaction reflects in many ways the apﬁroach
adopted by French et al.(197%). Cherniss suggests that
occupational stress is the result of the subjactiﬁe perception oé
various aspects of one's Job relative to certailn expectations and
desires (e.g., prubiam of competence, relationship with clients,
and boredoml). It is assumed that stress through misfit
causes strain. “ i : o f

Cherniss (1880) proposes that an individual’s personality is
rarélg comprised of a single career orientation. According to
him, individuals-tghicallg are a composite of aorientations with one
belng most obviously dominant. When looked at in ﬁhis way,
Cherniss’ career orientationg seem quite similar to Holland’s six
personality types.‘ ‘

Moreover, Cherniss argues that career orientations caﬁ, and
do, change over time. BDue to the influences of the social
gnvironment, a psrson may gfaduallg adapt to the egigencies and
rewards of the work setting. IF*tha person’s dominant career
orientation coincides with the rewafds and demands of the Jab, na
change ;s likely. Hohavar,;should their dominant caréer :
orientation be in conflict with tha.@ork setting, the individual
must changé Jobs, change his or her oriantation; or remain at his

or her present job in a state of ,discomfort. According to

~

‘Cherniss, if a person, who has one of the highly committed career
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orientations (i.e., Careerist, Artisan, and Social Activist),
remains in an environment which Fails|to fulfill his or her bhasic
work values,‘the person should gradually change in the direction
of the Self-Investor arientationT\This change ncLurs, he
maintains, as the worker withdraws From his or her Job_ln an
effort to protect himself orlhars%éf fFrom the pailn ceused by lack
qE_EulEillment. Cherniss (1880) suggests that Social Activists
are the ﬁzst "at risk" for burnout because their careear
orientation is mast disérapanszitﬁ'tﬁe demands and rewards
offered by public human service agencies. Furthgr, he suggests
that Aktisans typlically have the potential to Eiﬁa.a hetter fFlt
than Social Activists, but theg,!toc, are at risk. Finally,-
Cherniss concludes that.Salf—Invastors and Careerists probably
‘experience.ihe least job strass and burnout among human service
proféssionals.

Now thét we have intrndﬁbsd the 1deaé of Cherniss concerning
-the career orientatioh concept, the following section will review
Burk“et.al.’s (1884) research in the use of career orientations
in the stggg/pf'burncpt among.police.

Q_,% . ~

Career Orientations and Burnout in Police: Burke's Study

In a paréia; test of Cherniss’ model, Burke et al.
(1984 catégorized a sample of-policé.officers accaording to their
career orientations. Their sample coésisted of 296 police men and
wdmen who were attending The Ontarlo Police College. The
demographic characteristice of the sample indicate that ths

majority of respondents were male (91%), were between 21 and 35
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usars (71%), had less than five geafs of pUllCB experlenca (55/3
held the rank of Constable (B0%>, and worked shifts (79%).

Respondents were asked to read four paragraphs (see Appendix
BJ that had been written by Burka at al. (1884). FEach paragraph
describes a police officer who possesses the vaiues and éxhihité
the behaviours raﬁlecting one of the four career orientations of
Cherniss (1980). .Respondents then ranked the paragraphs rélative
te how similar tha.dgscriptians were to the way they saw'

themselves when they started policework. In additicn. officers

marked the paragraph that most accurately described the way they

‘'saw themselves in the present.

Burke et al. administered a guestionnaire containing a

8 .

comprehensive list of items designed to assess the of ficers’

perceptions on a host of organizational and personal variables,

including Jjob satisfaction. The results showed that the Artisan
(39%) and the Careerist (38%) orientations were ranked first most
often, followed by the Social Activist (15%) and Self-Investor

(8%) orientations. For reasons not explained by Burke et al.,

‘only 86 officers selected an orientation far the present. Of

b~

~

AN

those, S55% chose the Artisan crientation, 23% the Careerist
orientation, B%X the Social Activist orienfation, and 12% ﬁha
Self-Invegtor orientation.

Burke et al. report that S;cial Activists and Self-Investors

were less satisfied with their jobs than were Careerists.

Furtharmbrs, SalE;Iﬁvestnrs were less satisfied than Artisans and

%

e¥pressed the greatest intention of quitting policework. Overall,

Burke et al. concur with Charﬁiss (1880); they conclude that

workers exhibiting a Social Actiwvist career orientation have a

. .



higher likliheod of “burning out” énd’é&pafiencg the highest
levels of Jjob dissatisfaction. In addition, they conclude that
Self-Investors are zéast'committad to and are relatively
dissatisfied with their Jabs.,

' The feviaw of Burke e# él.’s (1884) study has revealed an -
important limitation of their wark iq‘that they did not test Ehé
nution”of careeflorientafionfmork setting fit as propossad hy
Chernisa (1880). More spacificalig} although police bfflcers
were classified acc@rding’to their career'oéiantations, B80% of
the sample was frbm pafrol. Hence, Burke st ql., in effect, have
looked only at officers in the Patrol assignment category.

Burke et al,'s results ére useful in that they show that both the
cancept. of careef orientation and the method that they developed
can he succéssfullg applied to the s£udg of theﬂdiffarences among
police officers and their régpcnses'to the eﬁvironment} Howeaver,
Burke et al.'swraséarch does not Further ocur understanding of the
personfenvirqn@ent intaraction,'spaéificallu? the interactlion
between ééraétlc}iehtation and the police'environment.

The prasent research rapressnfs-a partial replication énﬁ
an extensionlof'thetstudg ;f Burke et al. As.in that study
police officers ;n the Patrol asslgnﬁént‘catégnrg rated
themselves according to their career orientations, and then the
career orientations wefelcdmparad on measures 6? Job
satisfaction. The présant studg'e%tendsd the research of Burke
and his associdﬁés.bg examinirig’ the career oriantatiun4jﬁb
satisfaction relationship fbsmwé other police assignment

categories: Investigation and Supervision/Administration. In
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addition, measures of PE fit were obtained from officers in the

three assignment categories. Each respondent descriped his or her
work environment according to four complex work dimensions. Each
complex work dimensionfrsflacts,tha va}uas and interests |
expressed by one the four career orientations. The PE fit scores
were then correlated with measures of Job satisfaction. Ihq

following section will examine the rationale and set out the

hypotheses for ﬁhe present study.

S
-

Rationale and Hypotheses

As noted earlier, a limitation of the Burke et al. (1398%) .

.'resaarch was that'thég did not take into account the interaction

between career orientation and the anirunment-as propased by
Cherniss (1980). Cherniss suggests,” based on_the person- !
anv;ronmanﬁ E£t apbroach, that :for €ach career orientation theré
is an optimal work sstting. If a person with a particular career

‘orientation works In an optimal work.sefiing, Cherniss predicts

féhat strain will he loﬁ and job satisfaction High. In their

study, Burke et al. used a person approach. They classified

police officers according to the four career orientations, but

they did so in the Patrol assignment category only.  Burke-et al.
concluded that police officers who demonstréte the ﬁrt%san or
Caresrist’ career orientations are the most s££1sfied mith
poiicamnrk.‘ Naverthalass,‘tgis conclusion may be invalid if it is

applied to officers working in other police assignment

catagorias, such as Investigation or Supervision/Administration.
, _ - . N

That is, if a differént pattern of career orientation Joq\gﬁ’,,_J
satisfaction scores. can be,obtaiﬁediin the -assignment pate ries
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the lowef ranké are concernad with the operations and ths 5
perfarmance of pa%rol_officsrs. Although Sergeants do go out on
patrol, their primary function is suparvision (Grossman, fS?S).
In the higher ranks ﬁile.: Inspector to Chief), - responsibilities
consist primarily of planning and ABcisién—maklng. Typically, it
is the higher management and administrativé ranks wha set pollicyy
and the lower, supervisory ranks who geé that policy is carrled
out (Grossman, 1975)., Finally, another major diffaranéa‘batqaan

the Patrol and the Supervision/Administration categories centres

on the personality characteristics of the members in sach. The

Papfor category 1s the fFirst step in entering a police ~

organization. Patrgpl officers who are contéﬁt to stay in patrol
néed onlg to continue to work. to-standard. However, for officers
interested in ﬁpo%mtion, thé-dbmpetition for the few spots
available is fierce (Stratton, iSB&). Patrol offlcers and
supervisors seeking advancement must be highly competitive and be
prepared to work extra hard to be noticed. In order to-continue
advancing through the ranks, officers must be aware cE'tha
expéctatlons of their superiors and be prepared to bend
themselves accordingly. In éddition, officers seeking
advancement must bé prepared to carry out tasks (disciplining
formér patrol mates) which can be quite stressful in:ofder to
prove that they are d;rthg of the next step in the bureaucracy
(Strattcn,‘lsa%). |

-

%‘In summary, the detective role is characterized by freedom,

- Vi .
autonomy, challenge, specialized training, and the opportunity to

see oneself as a “craftsman.” As noted previously, Artisans value

Ereedom,xéutonc y, an opportunity to work to th;;g}own high
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to the same degree by restrictive rules and regulations because
they do not wear uniforms. Betectives’ work, suggests Pogrebin,
‘conslsts of taking charge of criminal invastigatigns. Some of
thelr responsibilities include interviewing witnesses and
suspects, collecting eC;zzﬁ;L, cultivating a netyork Of.
informants, laging charges, and“prepéring cases for court.
According to Pogrebin, in orger to carry out’ these tasks,
detectives receive a hiéh degree of specialized training.
Moreaover, Paogrebin mﬁintains that detectives have considerable
autonomy aver hbw they carry out their investigations. Ffﬁallg,
Pogrebin, states that."parhaps what keeps an iﬁ&egtigator going
from day to day is his enormous dedication and pride in working a
case’" (p.284). He mskes this statement in light of the
ﬁbsarvation that to-detectives "the real test of their
professional ability and competencetﬂﬂp.aﬂa) canes &hen theg take
a case before the cnurﬁs. Detectives "see themselves as
craftsmen” (p.éBE}/and as such are hiéh;g motivated to complete
'1nvestigations’fg,tha higﬁést standards possible.

Anothaé distinct area of policing is Supervision/
Admihistraticn. Being promoted from the Patrol aésignment
category to a supervisor means an increase in status (both within
and without the departmqnt), prestige, money, power, and
authority. In many cases, it is exactly these rewards that
attracts'polica officers. to seek promdficn,égather than the job
itself (S5tratton, 1884).  Supervisors no longer are expected to
do ﬁhe work thamselveé; it is now theirljob to see that t?e work

gets done. Superviénrs (l.e., Sergeants snd Staff Sergeants) in

)
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other thén Patrol, this wouldfprovide evidence that an interaction
between tha carser oriantati&n (P) of an officer and his/her )
assignment category (E) was .in effect.

~What reasons do we have for expecting that the career :
criehtatiOﬁ—Job satisfaction patterns in o;har police aésignmen;
gategories might-be‘different from those in Patrnl+ Rasaarch:on
Holland's (1973, 1985) thedrg suggests that job satiasfactian ls
higher for those persons experiencing a good fit with their
subspecialty within a single oécupation (Spokane, 13857, fnr
exémple, nurses who express, greater congruence witﬁ their
particular assignments (e.g., critical care and psuchiétrg) aré
more satisfieé with their jobs than nurses who express less
congruenda with their assignmentsi Furthefmore, studies based on
Holland’; model gnd using a combination of HgQlland’s cnd?s have
shown that there are seven dlEEeqent tgpss of accountants, eachh
seeking a different type of cptiméi work sett%pg (Aranya, Barak,
& Amenic, 1S81).

In policing, there appears to be three rather distinct
assignment categories: (a) Patrol, (b Investigatinn; and (c
Sﬁperv1sion/Admin13traticn.(Kellg & Kelly, 1578). Although there
has baan lifﬁlé research attempting to di?ifrentiéﬁs palice
assignment categories, Pugrebin (1976) conducted an obéaévationai
study that Focused on the role and Function of the detective.
According to Pogrebin, "detectives have relative freedom in their
working world as compared to officers in the uniformed division”
(p.278). Pogrebin draws this conclusion based on the observations

that detectives are not tied to any particular g?og;aphic area,

are not supervised as closely as patrolmen, and are not constrained

|



" standards, gnd a challenging job which requlires a high degree of
'}rofessional skill. Based on these similarities, one could expect
that officers exhibiting an Artisan career orientation moqld
engpgance grséter congruence ?nd higher levels of Jjob |
sati%faction when working in the Investigation category than when °
working in the other_ two assignment categories. Similarly,

of ficers who express a Caresrist career érientatién would 1iikely
experience the highest dagéea of fit and Job satisfaction in
Supervisicn/ﬁdmiﬁigtration. Caraqrists seek careef advancement

in the traditional sanse; That is, éieg value the prestige,
status, Financial secufitu, and respect that accompany a -
pramotinn. Carperists mag be sati?Eied for a time in either the
Patrol or Investigation amssignment category, but due to their
competitive natha,thsg will most'likelg continue to seek carser
advancement untlil they see that continuing to QO so is futila.

For this reason, one couid axpeqs'Careerists td gravitate.taward
the Supervision/ﬂdministrg;ion category and to remain satisfied
with the work‘tﬁete as lang as their was hopa of further

advancement. S

- The first objective of the praéent research was to rgpff;ate
that part of the Burke et al.’s (19B84%) study dealing with céreer-
‘orientation and job satisfaction. As in Bu;ka et al.'s study,
police oEELéars in the Patrol assignmentfbategorg were -
classifiadﬂaccording to their career orientation. Then pfficefs
representing different career orientations were compared ’on

measures of Job satisfaction. In addition, following Cherﬁass

(1980) and Holland (1973, 1885), Burke et al.’'s research was
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extended by examining the interaction between career orientation

and pdlica assignment category. The mambers of the other two

assignment categories——Investiéation and Superviglon/
Administration--were classifipd according to their career
orientation and those reflecting the different oriantétians ware
compared on job satisfaction. Keeping in mind-the similarities
between the varioué career orientations and aSsignment A
categories, it was expected that whether a given career %
orientation was more satisfied than one or mére of the other
orisntations yould depend on the particular assignment tategory.
It follows that:

- Hypothesis 1. The pattern of job gsatisfaction results across

the four career orientations wlll differ for the three police

‘assignment categorlies.

The first part of the proposed reséarch looked at PE Eit‘hg
examining the differcences in job satisfaction across career
orientations in different police assignment catsgories:_ Thié
portion of the research 1ls patterned after the personality-
environment‘fit approacﬁ of Holland (1973). Tﬁat is, Just as Holland
proposes that there is an optimal enviroqmant Ebr each of ;is gix
personality types, Cﬁerniss maintains that thers is an nptlmaL

work'settiﬁg for each of his four career oriaqtations.. Thus,

this study draws on Holland’s theory to provide the broad /'

_cdncaptual framework used to test Hypothsesis 1. !

Nevertheless, there is another and perhaps superior way of

investigating PE fit which is based on French et al.'s (19743 s

. theory of adjustment. By using Holland's approach, as noted
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.above, it may be possible to identify which career orientation
will likely be most satisfied in a given assignment category (e.g.
Carearist'ln Suparvision/ﬁdminisﬁratiqnJ. Howevgr, by using
Fremnch et al.'s.theofg, it may be posgibla to get more
information about the PE interaction. For exqmple; it may be
possible to identify which members of a glven career orientation
will be most satisfied in é,particular assignment categorg
(e.g., in Supervision/Administration, Careerists who experiencs
most congruence will bé most satisfiad). |

Thug, following French et al}, the secand objective of the
study was td‘ralate measurés of PE Fit td Job satisfacﬁiun fFor
nFEicars working in each DE the three assignmant categorlas .
Cunsistent with Franch et al.’'s approach, measures of the‘pgrsoﬁ
and the environment were taken on commensurate dimensions. it is
expected that(as perceived misfit between the officers’ career
ofisntatiaﬂs apd their assignment categories increases, job
satisfaction will diminish. Tﬁus, it follows that-

Hgguthesis 2. There will be a negative ralationshlp between
~lack of PE Fit and job satisfaction in all three police

assignment categories, . ¢
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L CHAPTER II - Q)
Method
Subjects *

The present research was the second stage of a two stage ‘
res%pfch‘undertaking carried out in tha‘windsor, Ontario
Police ?Drce. At the outset, the author apﬁroached the
Administration of the Windsor Police Force and mada himself
available to carry out resgarch for them shnuld'the need arliass.
Shortlg thersafter, a request was madas by the Boarq of
~ Commissioners of Police (ths Board) Eorgfha author to investligats
Job satisFaction an the Farce. _

In November, 1886 the author submitted a proposal to the
‘Board outlining two interrslated stages of research. Phase one of
the research was designed to obtaiﬁ data from a rahdum sample.of
the Force members using semi-structured intarviems,’ Phase two of
tﬁa research was dasigneg to collect gata fraom the entire Force |
using a quastionnairetformat. The proposal was approvéd by thea
Board and the Association Executive, and Phase one uwas completed
during the summer of 1387. The present thesis constitutes Phase
two. ‘

The uindsof Police Force is separated functionally into
three Divisions: (a) Patrol, (b) Investigation, and (c)
Administration (see Appendix F For an Organizational Chart). The
Patral Division is ccmprised‘predomiﬁantlu‘of_pnlice officers
whose primary Eunctionfcentrés on the delivery dﬁxgatvica to the

public. Officers in this division typically wear uniforms and.

are actually engaged in patrol activities (e.g., Constables) or

£

i
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in the supervisiqn'(e.g.,.éergeants and Staff Sergeants) or .
management (e.g., Inépectors and Staff Inspectors) of patréT‘é7

activities. Similariu. the‘Investigation'Diwision is ccmposed of
of fFicers whose prime responsibilty is either investigating

H

ﬁriminal activities (e.g., Canstables and Detectives) or in the
SJ;Brvision (e.g., Staff Sergeants and ‘Inspactors) aor management
(e.g., Inspectors and StaEE_inspectors) of criminél
investigations. alhese offiﬁars are tgpicallg dressed in civilian
attire. Finally, the Adminlstration Divisié% is made up of
officers whose primary responsibility is to tend to the business
éspacts of poilcing: . Thelir Ebnctioﬁ; include, among others,
financial planning and ﬁanagémant, éatting priorities and
objectives, mediating betwaan the external demands on and
intarnal.résourcas of the organization, and coordinating efforts
to provide police services. -~ |

The demographic characteristics bf the polica.raspondénts
are summarized in Table 1. Appfoximatelg 280 qusstionnaires wers
distﬁfbutéd to'the sworn members of the Faorce, and of that numﬁar
242 (B6%) were collected and used in the study. As indicated in
Table 1,'tﬁ§:ﬁajoritﬁ of respondents were malse (n=232, 95.9%),
marriesd (grl?B; 72.6%), Constaﬁles (n=153, B2.5%), énd_assignad
tquatrol (60.323. The mean age of tha sampldg was 37.5‘gears, the
mean numbar‘of géérs:bn the Force was 1§l1_gears, and the ‘mean
number of uyears mé;ber? have at their_Erssgnt gssignmant was 5.8
years, '

‘Departmenfal spatistics.indicatéd that the study sample was

generally representative of the Force. Thae strength of

);/;



Table 1 &

Demographic Characteristics of Respondents

—— 4 T — — —— S A D W o . e o . o o . | WAL o B St T R T MR A WR TPV T o o i S D ey T o — ——— — ok ikt {kd o R . o

Male N=242  37.57 9.85
Female
‘Marital Status. Education -
» ' ) ' n (76)
Single 39" (15.9) Less than 12 26  (10.6)
Married 178 (72.6) High School Grad. B3 (33.8)
Separated 17 ¢ 68.9) . Some Call./Univ. 78 (31.8)
Divorced 10 "C 4.,1) , College Graduate 17 ¢ 6.2
Widowcer: / 1 C 0.4%) University Graduate ‘41 (16.7)
Assignment Categary Rank
: n %) n (% <
Patrol 146 (60.32 Constable 153 (62.4)
o P ] _
Invest. 15 (18.6) Sergeant - 18 (- 6.6)
% N . .
Supervision- : :
Admin. 51 (e1.00 Detective _ 25 (10.%)
| ’ \\\Sﬁaff Sergeant 19 ¢ 7.9
. Inspector 10 ¢ 4.1)
, StafFf Inspector 2 -C 0.8)
Organizational Tenure Assignmernt Tenure
M SD an SD
5.80 5.75

e, S T i T T — Tt M — T —f—
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the Force was 346 sworn personnel, not including 27 police cadsts,

and 64 civilians. Police personnel included the Chief, the Deputy

Chief, 3 Staeff Inspectors (1%), 10 Inspectors (3%), 23 Staff

Sergeants (7%), 27 Sergeants (8%), 43 Detectives (fHZ), and

'EBE Constables (S?Z). The mean age of the Force was 33 years and
the maﬁn amount of‘organizétional tenure was 16 years. No
statlistics were available Faor assignment tenure, marital statﬁs,

or educational status. e

L -’ ~

Measures =

The daéign_n? the present study called for the comparisaon of
measures of Job satisfactibn across. four caraér orisntations in
three assignment categories. In addition, a cofralatinnal |
examination of the relationship between PE fit scores and job

satisfaction was réquired.‘ Iﬁ order yn gatisfy these statistical

-reqﬁiraments, the present research included three independent
variables: parsbnh nvitonmaﬁ£, and PE Fit. Fuﬁiheqm?re?/an
organizational varzigke, As?ignmant Catagcrg,'was.usad. in
addition, the study included job satisfaeéion as the

dependent variable. Job satisfaction was separated into
thraa ccﬁthBnts: intrinsic satisfaction, extrinsic satisfaction;

and overall satlisfaction,

Measurament of Person. French st al. (1374%) argue that in

order }o agbupatelg assess the degree of PE fit it is nacaséarg
ﬁo meésura'tﬁe P and the E on commensurate dimensions.
Accorgingly, all of thelir studies used simple and single measurés
on commensurate dimensions., That is, French et al. had

respondents rate their desires (P) on a particular dimension

”~
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(pay), along with their perceptiun of the rewards or outcomes (E)
on thsﬁééhe or, commensurate dimansioh} -

‘Unlike French et al. (157%), the work dimensions employed in
this study are compléx. A complex work dimension refers to a
work dimension that incorporates more than ﬁna concept. For o~
example, ﬁha Artisan work‘diménsion mpst 1ntagrata the concepts
o “'ndependence,'autonbmg, and opportunity for professional

2 <. oo -

skills development in order to reflect the optimal work setting for
an Artisan caresr orientatiaon. In‘tha prasant rgsearch, PE .

Eit‘was assessed on four comhlex work dimensions. They wgge: (&)
™

Social Activist, (b) Careerist, (c) Artisan, énd‘qg).SalE-Investnr.~

[

The‘parsnn Variaﬁle was measured using thawdescrlptive
paragraphs of the Egyr career orientations (see Appendix B)
-~ e .
dedelopad by Burke et al. (1984). Folklowing Chernias (1980),

Burke et al. created Eqﬁf paragraphs that reflect the essentlal
| -

vaiugs of the four carégr arientations: (a) Soclal Activist, C(h)
) 3 , s VLS

N .
Careerist, (c) Artisan, and (d) Self-Investor. Each paragraph

Aidentifies a fictional male police officer by First name and

descrlbes ths‘oﬁﬁi%ﬁr’s~likas, dislikes, values, and goals in

polXxe work. Each respondent was asked to rank the paragraphs

according to hog similar sach description was %2 the way the
officer parcaiv;d himseif or herself. In this way, officérs waré
tlassified into Four types corresponding to the career
orientations. - [}

In an attempt to make the research mcfa sensitive to the

sample popUlatioﬁ*,the format of the Burke et al. paragraphs was

altered. First, although “there were only 12 FemBle polife officers
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on the windsar Policg Fcfce, it was deemed appropriate to create
a version of sach paragraph that used a female first name and.
female pronouns (sse Appendix CJ. Tﬁis version was administered
to all female nEficers who participated in the study. Sscond;
during Phase 1 of the'rasearcﬁ, the author had a number of the
officers rank the career orientation paragraphs in the same
manner as Burke et al. (1884). During thié pilot test, a large
percentage of the officers expressed some difficulty in
diFEBrantiafing betwaen tmo‘or more oE,tha_garest orientations;
they suggested that they shouid be given the opportunity to
demonstrate how closely they fFelt they resembled tha.descriptions
rathgp than simply ranking them. For:this reason a S boint scale,

randing Fram vefg little like me (1) to very much like me (S)
’ ’ A

‘was added EB each paragraph. This scale a}iomed respondents  tao

rate each paragraph abccrding toc the dagrga of similarity batméen
themseives and the descriptlops; A Five point scale was chosen so
that it wouid be'cdnsisﬁent with the 5.point-scala used for the
measurs of Job'satisfaction (see below). Third, after rating

each scale, respondants—EEPe asked to indicate the paragraﬁh
which mogt rasamblad.them. This was necessary -only in the event

that the person had rated two. or more paragraphs as the highast.

Measuremsnt gglEnvirunment. In the present ressearch there
. By

wers Enu; work éettings'ghat‘have been labelled in a manner
conglstent with the career arientations of Cherniss (19807. They
wara; (a) Social Activist'Setting. (b) Careerist Setting,

(c) Artisan Septing; and=td) Self-Investor Setting

'In an effort to obtain commensurate measures on the four

idimansiohs, the Optimal Work Setting Measure was developed. This
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measure consistaed of four péragraphs. each paragraph raflect -g
gn ideal work setting for one of the career orientations (ggzn
Appendi; b). For instance, an aptimal work setting For Self-
Investors was desmed to be one that haﬁa congruent demands on the
officersf time anq ehergies. In otﬁer wogds. an optimal mdrk
setting for Self-Investors was one that did not detract from
their enjoyment of off-the—-job-activities or interests. An ldeal
‘cérqerist setting was defined as one that wauld provida.
Careerists with ah,optimal amount cf prestige, recognition, and
bpportunitias for career advancement. An artisan satting'mnéf
ic{eal for Artisans was deemed tc be ane’ that 'pr‘c\‘i‘ the Aﬁrtisan
with an Optimal amount of-independance, autonamy, and opportunﬁ%u;
for professional skills. developmsnt. finallu, an ideal social
activist setting was def ined aS‘Dne‘that meets Fhe expectations .
of Sqqial Activisté raelative ﬁu availabla_oppurtynitieg to |
cqpt@ibute to change in sdciatg and/or in the organization,

- ) Accomﬁanging each work setting pafggraph was g 5 point

-scale, ranging from very little like my job (1) to very much like

mgnjob (5). Officers werg;aéked to rate their present assignment
. Y . _ N {’

accarding to how similar';ﬁ was to the description offered by

r

£ . :
each paraggggh. N
' / S :
- Measurement of PE Fit..A value for the degree of

person-environment congruence was obtained using the measures of
+ . N .

)

P'and E in the formula, F = E - P. The value of P was subtracted
from the value of E Epf each fespondent on each of the four

carder orientation dimensions. Four PE fFit s;oras_resugteq, onea



45

E£r each of the four dimensionsz.SpeciEicallg; the PE fit s&ore
més derivéd by taki%g the difference between the score on the
_individuél’s highest rated career orientation and f%a
corrsspnnding work sattiné. For example, if the respondent rated
tﬁs Artisan career arlentation the highest (i.e., %), thié.yalué
was subtracted from the score on the Artisan work setting

(e.g., 2) in accordance with the Formula, F = E - P. The
resulting absolute value (i.e., 2) represented the respondents’

PE fFit score- ?

. Measurement of Job Sa;isfactionu The Minnesota Satisfaction
//,,ﬁzﬂ”’muastionnaire-Short Form (MSQ-S) (Weiss, Dawié, Enﬁiéﬁd:-é
Lquuist, 1967) was selected as the criterion measure.. The
de?islon to select this instrument was'prompted in part because
ﬁhg MSQ-S takas very little time for thsfrégpondent toc complete.
This cr;teriu; mas-dsamad important becgﬁ;;i%he research was
carried out in a Fullg functioning police-mlieux.-lt was
necessary to be sensitive to, and attempt to minimi{e,
1ntar€uptioﬁs that wﬁuld disrupt the Bailg'routine. The MSQ-S5 was
considered £6 be the most informative and least disruptive
binstrumant available for the measurement of Job‘satxsféction
under the prevalling conditions.\ | .
The MSA-S Ls s 20-item quast;bqgiire derived from the MSQ-
Long Form C(HMSQ-L). BriaElg,-the MSQ~-L uses a 100-item Forhat
dasigﬁgd to tap respondent satisfaction with reinforcers in the
. ‘
woﬁbhanvircnma;t, The MSR-L consists of 20 scales, each comprised
66 Five items. For a CQmpiete listing and a brief explanation of

the 20 scales see Appendix G. Ths MSQ-S is composed of one item

from each of the 20 scales in tha MSE-L. The items included were

% ‘~
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those which correlated thbﬁhighsst with their respective scalaes
(Weiss st al., 1967). |

Weiss et sl. report that the,resufés of aFactor analgsis
studg df the Hsmrgushcmad two Factors, }str}nsic satlsfsction and
Extrinsic satisfaction. Results.of sther facﬁpr analytical
research have gsnsrallg corrobarated thsga findings (Bledsoe &
Brouwn, 1977; Hauber & Bruininks, 1398B6)J. Is addition, all 20 items
can be scored as one scale measuring overall Qf general jab
-satisfactioﬁ.'Thsrefore: ths MSRA-S can be scored on three scales:.
(a) Intrinsic satisfactié%, {b) Extrinsic satisfaction, and (c)
General satisfactimﬁ. '

Weiss-et al. (1967) have reported Hoyt reliabilities
coefficients for the three gscales. Rellabilities for ths 
Intrinsic satisfact®gn scale range from. .B4Y to .81,.}siiabilitias
fFor the Extrinsic satisfaction scale range Erom .77 to .Be,
and those Eor tﬁs General satisfacticn scale range from .87
-to .se. Nore recently,- similar ng}ig\ilitu ccefficients hava heen
reported by other researchers Tﬁiedsdé\\\Brown, 1877;.Haubar &
Bruininks; 1986).

. mBiss et al. (19677 rsport,intsrcorrelations amang the

a three .M5@-5 scales to be somewhat higher than ‘desired.
Correlations between the Intrinsilc and Extrinsic satisfaction
'scalés rangedlfrom .52 to .68. For the Intrinsic and Genearal
satisfaction scales iﬁtarcorrelations ranged from .80 to .8&,.and'
' onr the Extrlnsic and General satisfaction scales

intercorrelations ranged from .79 to .87. Although\high, Weiss et

al. are content with the intercorrelation between the Intrinsic

-
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and Extrinsic satisfaction scales due ta the high reliabilities
allﬁwing for considerable specific vérianbe in the two scales. A
more recent study, testing 158 government employees, resulted in
an intercorrelation of only .08 Letwaen the Intrinsic and
Extrinsic scales (Chelcha & Farr, 1885)

Welss et al. (1867) uriginallu suggested that, for the most
part, validities for the MSQ-S may be inferred from the
validities for the MSO-L. However, maore recent studies
have shown results from MSQ-S to be similar to other ﬁ@hl
validated measures of job satisfactian (é;g., Job Description
Index; Cheloha & Farr, 188014$”Navarthaless, another recent study
by- Scarpello and Campbell (1983) guestions the va%iditg of usinﬁ
the sum of the 20 items as a measure of overall Job sétisfaction.
Scarpello and Campbell report that they Dbtained low correlations
bstween the sum of the Factor scores on the MS@-S5 and other ‘global
measures of Jjob satisfacgicn They suggest that the low
correlations may be due in part to a fallure by the MS5SE-5 to
measure the full range of varlables that influence jaob satisfaction.

: _ | | : \

Assignment Catagorias. This research compéred the Jjob
gatisfaction of the officers takiﬁg into consideration their
raspactive'work,anvirohments. An assumption underlying the study
Qas that police officers expressing different career.orientations
experience different levéls of Job'satisfactinn depending on the
asgignment category in which they work. The following paragraphs
define the three ma jor assignmént'catagories. ;

The categorization of officers into assignment categories

was different from the Force’s organizational chart (see Appendix

L™
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F)>. . The Patrol category included only those officers who held
the rank of Constable and whd worked out of Stations #1 and #2 or

cut of the Traffic Branch. There were approximatalu 200 officers

in this group. The Investigation assignment catsgory included
ofFicers whose primary function is the follcm-up'ihvastlggtion of
criminal occurrences and case preparation for court. This group
consisted of Constables and Detectives working in the mang'
1nvé5tigativ§Hbranchas of the Force (e.g., General
Invgstigatiﬂﬁg, Break and Enter, Fraud, Young Offender, Special
Investigafioﬁs, éﬁd Traffic Investigations). There wsre‘
appfoximatelg-?O bfficers;in this assignment category. The
Administration/Supervision assignment category included all

of ficers holding the rank of Sergeant and aﬁove. Officers
included in this category were invlioved in supervising.directly
the work. of others. Thag were bestowed with varying degrees of
bureaucratic power and authority depending on their rank.
However, the commén feature among all of thauofficers'ln this
group rested with the fact that they held positiuﬁé of authority

-

.over a number of subordinates in the organization. There uwere

Wi

éppruximatelg 60 officers in this graup.

Tenure. In an effort to ubtqu a more accurate picture of
the relationship between joh satiéfactlon, éafgen orientation, )
and assignment category, two tenure variables were statistically
cantrolled: (a) nEgénizqtional_tenure‘and'(b)'assignment tenure.
The rationale for controlling these variables is ﬁrasentad in the

Results Chapter. The tenure variables are defined below.

Drgénizational tenure was defined as the length of time an
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" officer had been employed by the Windsor Police Force, including

time spent as a Cadat,.rounded to the nearest year.

Assignment tenure was defined as the amoun; of time an
ofigcer had spent ip his present work assignment. The wDrk'\
assignment‘was'not nsce§sarilg the assignment category. For
example, a person could have heen in the Supervision/Administration
assignment category and}cduld have worked as a training officer,
patrol sergeant, desk‘staff sergeant, and S0 Fnrth..Assignment
tenure then, referred to the amount of time the oEficer had spent
at a particular job within an assignment categorgﬂ 7
Procedure

Arrangements wersg madé-through the Chief of the Windsor
Police Force to distribute the research gquestionnairaes to the
of Ficers In the Patrol assignment category at "line up.f It was
mutually agreed, by the ‘Chief and the author, that line up uas
the most appropriaté time and ﬁlaca to hand out the ) A
questionnaires, keeplng in mind the need to have them filled oup
and réturnad immedlately. This was decided because there was nd”
other time and place whars.thé of ficers were together as a group
in a place c%nducive to coﬁplaﬁing a paper and pencil instrument.

With regard to the .other assignment categories, distribution

of the questionnaire was more on a one to one basis. This

method of distribution was naceééarg because the hembaré of"

thelInvestigaticn_and Supervision/Administration assignment
categories did not éongragate in the same manner as the patrol
officers. Guestionnaires were dropped off at officers’ desks with

arrangements made as to when on that d§g they would be retrieved
. A

by the author. It took approximately six weeks to distribute and
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collect the gquestionnaires.
It is worthg‘of note that the percentage of questionnaires
- returned was very high for this research relative to many other
studies with Police. This may be attributable in part to the
Fact that the investigator had been a poli‘e\PEEicar for
13. years and through that common ground mézagad to establish a
positive rapport with many of the officers."llo éovef, the
guestionnaire ressarch was cézducted after the writar had spant'a )
considerable amount of time in and around the polica buildlngs
intervieuwing lelCE officers ;\\Phasa 1. Throughout this periocod

the writer became'known tc a large number of offlcers who may

. .
- have otheruwise been ldss willing to participate in this project.
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CHAPTER III1
Results

This chapter presents the results obtaihed from fhe
statistical analyses of the data, The findings are pregented in
' three sections. The First section summarizes the results of the
analyses of varidnce and covariance carried out on the mean
'satisfaction scores . These analyses wers used to test ngothegis
1 regarding the pattern og Jjob satisfaption for the career
ofientatiops across the police assignment categories. The second
section presents the results of the correlational analyses
carrled out‘on the céreer grientation-work setting discrepancy
scores and the job satisfaction scpres. This statistical
procéduré gas\USSd to test Hypothesis 2. The third section
presents the results of additional analgsas pecrformed in an
effcrt-tc answarrquestions relsvant to the ratings oE‘the.workv
‘environmentsﬂ |

Before presenting the results for Hypothesis 1, the career
orientation frequencies will be reviewed. As Table E‘fhdicates,
the maJofitg_cE offidars-saw theméalvas as most like the Artisan’
caréef crientétlon (n=119, 49%), whereas the seccnd most
frequently endorsed career nrlantation was Careerist (n=6S, 27%),
_Followad by Salf—Investor (n=46, 19%). The smallest number OEZ:;7
respondents (n=12), cunstitqting only 5% of the sample,'sa@ Eﬂ
themgselves as Sgcial Activists. Due to the very low number of}‘
respondents who selected Sqocial Activist as their career
cfieﬁtatlon, especially in the Investigaticn assigﬁﬁéﬁg category

(n=1), it was deamed appropriate toc delete that career

orientation from the statistical anéigseé. j//J
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Table 2

Frequency of Career Orientations by Assignment Categoriy

) , /
Patrol Investigation Supervision/
. . Administration
Career o g - Total
orientation n (%) n (%) -« n (%) n (%)
__________________________________________________ e
w Artisan 71 (50) . c5 (56) 23 (462 118 49>
(%) (60D (20) . (20) :
- Careerist 3 @2 13 © (2D 18 (3%) BS  (27)
(%) _(SE) ) (203 (28
Self-Investor: 36 = (24%) B (13) 4 ¢ B8) 46 (19>
(%) (78> €133 : (8.7) ’
Social : '
Activist 5 - ¢ 3)° 1 ¢ 2) 6. 12> 12 9
(%) (433> (83 (50)

-

P . .
==.====l:ll:lﬂﬂ1:!“:ﬂ"'ﬂﬂﬂ===ﬂ=====-----ﬂ=ﬂﬂ=ﬂﬂ‘ﬂ-----ﬂ----------------------

Total n=146 " p=45 ' n=51  N=242
(%) (60) (19> c21) o

. ———— — — — S S T ET TER " =y T T WY P W Y P o o oy e o e A P o M S M S S T Y P S TS Y T S W . —— o Ui S PSS o e ot v

Note. Percentage values for Career Qriantations are éa the right

o

of n and percentage values for Assignment Cétagorias areg beneath

n.
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Career Orientation Job Satisfaction Patterns in Police Assignment
. . i

Categories

4

ngotﬁasis 1 states that thj pattern of job satisfaction

results across the four career orientatians will differ for the
I -‘v ‘

three pollce assignment categorigé. In other words, was should

!

expect to fFind police officers Jﬁra particular career aorientation
(e.g., careerist) the most satisfied orientation in one
_ assignmant category (s8.g., Supervision/Administration) and police
officers ofla different caraer’nrientaticn (e.g., artisan) the
most satlsfied corientation in another assignment caiegofg (e.g.,
Investigationl). A S'XuB (Career Orientation X Assignment
Cataﬁorg) Ead%origl design was used fE/test this hgpotthis. if
the-hgpuéhééis‘we;é to be supported, we should axpeét to obtain a
' -

significantfintaraétion between Career Orientation an signment

Category.
In the Method chapter, it was mentioned that the majority

GE'patrol_oEEicers were Just beginning their careers. It was

e
+1

assumed From this that patrol officers, as a group, would be
younger and have lass organizational tenure than officers in the
othan\tmo asslgnment categories. This ineguivalence of samples

suggests the possibility of having to statistically control for

age and organizafignal tenure. The logic suggesting the possible

need to control for assignment tenure is somewhat different.

Although, there are a gréat many young o@ficars in Patrol, there
is also a considerable number oﬁ:poiice officers who have spent
their entire careers in Patrol. That is, thagg?még be some

patrol ofEicers who have spent as many as 25 to.30 years in
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Patrol. By contrast, officers in Suparvisiuhkﬂdminfstrat1on and
Investigation havslhad to transfer many times in the process of
advancing through the ranks. Feor offfég}s who are seeking
advancement, five years is a long time to spand in one
assignment. Fu; these reasons, we would expect members of
Patrol, aon average, to have more assignment tanura‘than mambers
of the ether two assignment categories. : ) v
Because of the above considerations, three separate nne—Lag
. analyses of vafiance were axecuted.on age, organizatianal ténure,
and assignment tenure. Assignment Category was used as the
independent variable, ' Results of these analyses are presented in
Tab;e 3, and the mgaﬁs are shown in Table 4. It is clear from
Tablé\a that all three variables varied with Assigﬁmant Category:
age, F(2, 223> = 56.60, p < .01, organizational tenure,
F(2, 2283) = 71.70, p < .01, and assignment-tenure, F(2, 223) = -
. 10.36, p k ;01. A Iukég’s HSD test was performed in order to
ident;fg'which assignment categories differed significantly from
gach other. As shown in Table 4, a significant (.05 level or
better) difference was found among all of the groups on age and
organizational tenure. That is, patrol officers -were the
youngest Df the three groups and had the least amount of
o;ganizational tenure, whereas officers in the Suparvisipn/ )
Administration catégorg were the oldest and had thé highest
amount of organizétional tenure. with‘respect ta Assignﬁent'
Tenure, Patrol had a higher mean than Investigation ﬁnd
Shper#ision/Admihistration, whereas they did not differ from each
.dther. Thus, as expected, df%ferenées were--found among the

assignment categories with respect to age,'otganizational tenure,

.
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Table 3

Analysis of Variance of Age, Organizational Tenure, and

Assignment Tenure N = 226 J Yoo

Source df s E
age

Assignment category &\di_ﬂr' 56829.08 56.650%*

Error ‘ 223 102.88

Assignment category = 5217.37 -. 71 .70%*

Error 223 72,77

Assignment category e - B7342.53 . 10.36%*

Error o ) 223 B430.74
_________________ U SO
..pi(.ol

'
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S %

y
Tablie 4
-~

Means_For Age., Odrganizational Ténure, and Assigmnment Tenure by

Assignment Category

Assignmént Age Organizational Assignment
categaory Tenure - Tenure
il so .-, n. 8B ] S0
X “ X X "
Patrol 33.28 9.3 11.54 6.5 . 7.8 B.,3 °
(n=139) ' )

, X : X X
Investigation 42.23 6.1 ¥ 19.67 4.9 .57 4.8
(n=4) '

o . X X b3
Sup/Admin. 465.88 6.7 24.67 6.0

(n=43)

| <i 3.20 2.8

Note. Column means with the same letter superscript differ

significantly ;§xp*? .01.
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‘and assignmeé% tenure. These differences among the assignment
categories suggested the value of treating age, organizational ,
tenure, and‘assignmant tenure as covariates in thé analyses of

5Jbb sétisfagtion scores. Furthermore the reader is referred to
Appeﬁdix J which pfasents the.correlatioﬁs among all of the

measured variables, including those bétmeen the;three demégraphic
variables —- age, organizational tenure, éhd aséignment tenure —-—

and the career orientations, mork'setfings;kanding satigﬁagtion.

An inspection of the correlation table revééls tﬁ;t neitheg'age

. nor organizational tenure was significantly related to eitﬁer

overali or extrinsic satisfaction. Age (¢ =-.137, p < .05}, but

not organizational tenure, was significantly related t; intrinsic
satisfaction. Assignmént Tenure was significantly and negatively
related to the MS@-S (¢ = -.393, p < .0001), MSE-1 (c = ~-.344,

p < .0001), and MSQ-E (r = ~.372, p < .0051). Age was pasitively ﬁﬂﬂ\
~associated with both organizational tenure (¢ = .3830, p < .0001)/i' |
and assignment tenure (r = .263, p < .001), and organizational f
tenure was pasifivelg associated with assignment tenure . i
(t -~ .267, p < .0001). To varying degrees, the self-investor,
social activist, careerist, and artisan settings were all
significantly and positively correlated with the HSQ:gtxﬁgﬁ:i,
and MSQ-E. With regard to the career orientations, there were
slénificant negative relationships between the self—investor
career orisntation and gll three of the satisfactfon scales. The
correlations between the social activist and aréisan’career
orientations and the three job satisfaction measures were not

signlficant. Finally, the careerist career orienﬁation was

significantly and positivelg related to the {1SQ-S5, MSR-1 and HSG—E.

b Y
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Subsequent to the above analyses, a3X3 (Career .L
Dr;entatiun X Assignmant‘Categorg) analusis of ‘covariance was
performed on each of the three satisfaction méasuras: Msa-s, MsSQ-
I, and MSQ-E. Age, organizational tenure, and assignment tenure
served as covariates. In addition. an analysis of variance also
més peéfbrmed. The results of the analgsisfof variance and the

- .
gsults for MSA-I and MSG-E are shﬁ@n in Tables 5.2 and 5.3,

.;?algsis of covariance For MSQR-S are shown in Table 5.1. The
rasﬁectivalg. The relevant ﬁaans Ere containgd_in Table 6.  As
shown in Tahle S, the results of the ANUVA differed from the
ANCOVA. ‘For ;nstanca,.the ANQVA indicatéd that.significant main
‘ef Fects of Careér Drientation‘and Assignmant Catégorg wers found
for the MSG-S, MSQ@-1, and MSG-E, whereas results of the ANCOVA
showed significant ﬁain_effects for Career Orientation and
Assignment Category EorlHSQ—S only. Because of the differences
in the ANOVA and ANCDVA‘resultE, dnlg théfresultslpf the ANCOVA
will be emphasized and reported hefa. ‘

h The HNCDQA results for the HSD—S,~ﬁoﬁtained in Table 5.1,
indicated a sigﬁificant main effect of ﬁaraar‘Uriantaticn, F(e,
elt) = &.33; B < .01, and a main effect of Ass;gnmgﬁ£ Category,
F(z, 21%) ='3.95, p < ,05. In addition, the main-effects of Age,
ECl,-21%3'= 4,38, p < .0S, and Assignment Tenure, F(1, 81%) = .
12.69, p < .01, were significant. jhe Caraer_Dr}entaticn by
Assignment Category inta:abtinn.fai;ed to achieve significance.
The ANCOVA results for the NSU—I;‘cbntaiﬁed in Table 5.2, showed

a significant main eéfect of Career Orientation, F(2, 214) =

5.51, p < .01. Also, age, E(1, 214) = 2.46, p ¢ .05, and
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Careser Dgéentation by Assignment Category ANOVA and ANCOVA Ffor

HSA-S with Age, Organizational Tenure and Assignment Tenure as

v TR T et it ot B U W o ot ot o o e o . R Tt o o o o S e o o T o o e e e e e e o s . S e e, S e g e e .

ANOVA Source ANCOVA Source ! df 55 F
Career Drientation‘ - 2 1Bl2.05 9.24*~
Agsignment Category | ? 4257 .42 21.71%*
Car. Océ X Assign Categ. - | 4  415.39 1.06
within Err;r s 218 9567.90
’ Eareer Orientatian ‘ C2- Bl2.05° 4.33%»
Assiénment Category 2 740.91 3.95*
Car. Or. X Assign Cat. IR 352.21 0.94
Age 1 410.72 4.38%
Organizational Tenure‘-f ®1 e38.79 2,53
: AQSignment|Tenure 1 1183.33 12.69%»
Within Error 214 20060:48
sp<.0§ wmp<.or .-
) ;

-l




Table 5.2
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Caresr Orientation by Assignment Category ANOVA and ANCOVA For

MSE-1 with Age, Organizational Ienure. and Assign

Covariates. N=22b
L] ‘ w

A — .y (o . o ot e S T R T o T . . T . s e e A T . o o . T Wl S ok e ey R PP oy P ot o Sy e e W 4 S

) Caréer Drienﬁatipn

. Assignment Category

-Car. Or. X Assign. Categ.

within Error, ,
Career Orientation

. Assignment Category

Car. Or. X Assign. Categ.

Age
E Drganizétional Tenure
Assignment Tenure

Within Error

1

clB

£

nt Tenure as
S5 E
§11.35 B.75%
1527.50 21.85%*
205:71 1.47
810%.17
'&&9.13 B.G1%w
191.81 2.78
217.98 1.5B
172.19 2.46%
B4.92 2.46
367.43 10.65%*
7383.48
o



Table 5.3 e

Career Orientation by Assignment Category ANOVA and ANCOVA for

MSQ-E with Age, Organizational  Tenure, and Assignment Ienure as

Covariates N=226 % )
ANOVA Source ANCOVA Source a¢ ss  E .
Career Orientation ‘ 2  2e83.27 -7.88**
Assignmen; Category l ' 2 504%.47 15.32*;
Car. Or. X .Assign. Categ. | . 4  50.63 0.82
Within Errar _ : 218 3642.54
Career ‘Orientation . 2 48,71 1.56
‘ ’ﬁssignment Category 'gq\\ 93.87 3.00f‘-
? ' Car. Or. X Aésign.'tateg. .1? - 37.78 0.60
K Ade 1 43.38 2.78
Organizational Tenure 1 . ,iB.41 1.i18 _ .
- Assigﬁmént Tenure . 1 168.38 10.55%»
Within Error g 2l 3343.88 |
* p<,05 ** p<.01
: , , i
| (
: i
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Table B : -0

Means for the MSQE-S, MSQ@-1, and MSQA-E of Carser Ocjientation by

Assignment Category

e e ks el ek s o T Tl el b S e e e s i T T ————— —— P — T o Tt i T T T T T W ik o S S S o i e oy v O

Career . rv—?—————u——————---——————————————————4 ———————————————— .
orientation Patrol Investigation ~ Sup/Admin,
Careerist n=3% n=13 n=17 n=64
r SD M =11} ™ s Total
) ' ' - X

MSE-S 67.42 10.51 713 10.200 78.10 11.49 . 72.25

‘ i , . - vz

MSQ-I 43.55 6.144 50.91 4.85°* 50.96 5.58 46 .82

Ms@-E  17.60 4.58 . 20.88 4.74  19.85 gLx.’?? 18.38
Artisan n=653 n=2e5 n=22 n=118

n SO i 5D o sD Tot@),
i e 4
P
MSQ@-S B4 .42 3.97 71.81 8.70 75.86 10.10 668.30
. . z

MS@-1° 42.51 B.16 46.63 5.26 47 .81 6.00 44 .39

MSQ-E 16.37 t.00 18,36 .3.80 20.07 t.12 17 .68
Self-Investor n=36 n=6 g n=4 n=46
- n S0 r 5D n =)0 Total

: : . P
- M5Q-S 62.48 9.22 73.28 8.20 63.8B 21.25 B64.09
: ‘ ‘ ' v
MsQ-1I t1.88 6.12 45.75 5.71 40.88 11.88 4e, 34
‘ \‘\\, - ‘

MSQR-E 1&.53\‘3;88 13.71 3.95 17.08 7.69 15.50
Esmomomoosommm TSmO T X t—2—-F S R _E-F- 23 3 _F 302 R} 2 % § ;3§ -3 - 8-2-%1 R $£ 3 % : B 1+ ¥ ¢ F 3 7 ' ¥ § 3 0 1 N |
Total ' n=139 n=‘4 - n=43 . N=226

. n i} : n Grand It

MSQR-S & B.41 73.786 75'0?,,b>//’r . 69.33 7

ab a
MSQ-1I 42 .54 47.50 \§8747 _ 47 .32
MSE-E 15.80 18.06 18.51 17,10
ab a b
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‘Assignment Tenure, F(1, 21i4) = 10.865, p <'.05, were significant.

The interaction betwsen Career Orientation and Assignment

Category and the main effect of Assignment Catégorg were not
. i ~ v -

significant. The results for the MSU-E are presented in Table

5.3. Tﬁis table shouws a s;gnificant main effect of Assignment
Category, F(2, 21%) = 3.00, p < .05. Also, Assigﬁment Tenure, -

E(l} 8145 = 10.685, p < .01, was signifi@ant. The interaction ////
betweaen éaraef Orientation and Assignment Gategory and the main

effect of Career Orientation were not significant,

The overall means far the MSG-S, MSU-I, and MSQ-E sre listed

In the column at the extreme right of Tabla 8. The means for the

_NSDfS wers significantlgﬁdiffereﬁt from each bt‘ér. That is,

) — _

careerists ™ = 72.2, p < .05) raported significantly higher

lavéls-of évarall satisfaction than artisans (M = 68.3), who in Y,
/’ .

turn reported, significantly higher overall satisfaction that

self-investors M =64%.0, p < .0%). VEUncerning the MSR-1I, - '

caraaristé’(ﬂ = 46.8, p < .OS)‘reportad.significanﬁlg moré

intrinsic satisfaction than artisans (1 = &%:g) and self-

investors (N =« 42.3). Artiséns and self-investars did not Q;FEEFJ

significantly from one another. .
The mean satisfaction Scoras for Assignment Categurg‘aﬁe . v

“presented in the three rows at the bottom of Table 6. Table B

indicates that officers in Patrol repqrted,ﬁhe lowest Overall (M

*

= B4.4) and Extrinsic (1 = 15.2; satisfaction scores. Their

scores were lowsr than officers in Investigation (Overall ¢ =

73.7, p < .05 and Exﬁrinéic M= 19.0, p < .05) and Supervision/
b
Administration (Overall M = 75.0, p< .05 and Extrinsic H = 19.5,

p < .05). &iffaéancas between Invéstigation and Supervision/

- B
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Administration were ;ot.significant.

In sum, careerlsts reported the most overall job
satisfaction and the most intrinsic satisfaction among the fhrea
career orientations. Artisans were not higher’than self-
investors on intrinsic satisfactlon. ?atroi offlcers reported
less oLerall and extrinsic satisfaction than officers in both

. .Investigation and Sﬁpervision/ Admlnistration. The Carasr
| Orientation by Assignment Catsgufg interaction was not
significant For any of the satisfaction scaleé. This means the
present . results,do not raveél“differant péttaphs of job
satisfaction for the career orientations across the three
assignment categories. Hence, the First hypothesis was not
supported.

The following section presents‘the reéults of the analyses
carried out to test Hypothesis 2. |

g

" Person—-Environment Fit Scores and Job Satisfaction
R : :
Hypothesis 2 predicts that there will be a nsgative

relationsﬁip between PE lack of Fit and Job satisfaction in all
thréa pnlics'assignment cafegories. To test this hypothesis
Fearsqn correlation.coafficients were calculated between the PE
fit scores and job satisfaction scores for each cq the three

o

police assignment categories and for the total sample collapsed

across aésignmsnt category. Recall that the PE Fit scores were

obtained by taking- measures of the person using the Cgréqr “

Orientation Measure.(see Appendix B) and taking measures of the
~

environment usiﬁg the Optimal Work Setting Measure (see Appendix D).

"

Vad
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Table 7

Correlations Between Job Satisfaction and PE Fit by

Assignment MSQR-S MSQ-1 . MSQ-E
categorg

Patrol  —.301%= - . 2EE"* —.217%*
n=144 '
Investigation -.327* -.114 — . 355w
D_—l-tl-i -

Supervision/ , :
Administration i 1=k : il = 3 - .360"
n=46

Total = H30* - .35 =, 379%~
N=2 34 \

L
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PE fit was calculated for aach person by taking the score on

the career orientation ratad highest by the person and

subtracting it from the score on the work setting measure that
corresponded with that orientation.

— .
The bottom row of Table 7 shows the correlations betwesn PE

fit and Job satisfaction for the total sample. This-;nw
indicates that for each of the satisfaétion measurés the

- correlation exceéded the .01 éignificance level. The PE éit- <i:j\\
satisfaétion'correlatioﬁs in Patrol and Supsrvisiaon/ N
Adminfstration were significant and négativa For the M5Q-5, MSQ-

": and MSE-E. The correlations in Invagtigatlbn wére signiﬁ;cant

Q;nd negative for the MS@-S and MSA-E but not Far the MSQ-1.

+ In sum, the present results shcow a slgnificant negativa

et /’d

_ association between PE lack of fit and job satisFaction among
pclice officers regardless of assignment' categoﬁg, and among
officers ik each of the three assignment categories. That 15,ito
the extent they see misfit between themselves and their work_
environments, thelrljob satisfaction diminishes. Hence,

Hypothesis 2 was supported.

‘Additional Analuses-

In order to further our understanding of the present r“\)-
_Elndings, including the Eailure to support tha Eirst hypothesis, /
two sets of additional analyses were performad Ths following
sections outline the rationale for the analyses and report the
results. Each section is headed by the question that prompted the
analysis. , |

Do officers in different assignment<éhtagnries perceive a

*

A -
& R - i

- a . [ )
!
f
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difference in their work environments?. The first huypothesis of

Eha study rests on the assumption that there are differences
among the environmesnts of the three police assignment categories.
That is, it was expectéd that the pattern of differences in
satisfaction scores among the various career otfientations would
vary from dﬁe assignmsnt category to another because of
_differences in the work environments of the assignment
categories. If such environmental diffegences exist, they should
be sensitive to a measure that requires the officers to cﬁmpare

" the characteristics of their assignment categories mith
descriptions of work environments that reflect the optimal work
settings for each of the four career orientations. For instance,
one might expect officers in the Supervision/Administration
ésslgnment catagqn% to perceive their work environments as closer
tao the Carearist_sétting than would officers in the Patrol or
Investigation assignment catagnrieé. )

Thus, a 3 X 4 &Assignment Category X Setting Measure)
repeated measures ahalgsis of vqrianca was carried cut an the
~officers’ ratings bwaheir work envirunments,'using Setting
Measure as the repeated dependent measure. In addition, a
.rapaated measugas analysis of cavariance was carried out with
age, organizational tenure, and assignment tenure asrcovariates.
If the conslideratlons above are to be supparted and snvironmental
differences exist, maﬁ"should expect to Ffind a signifﬁ.cant
interaction betpaan Assignment Category and Setting Measure. /

Results of the analysis of variance and covariance are presented

in Table B, and the relevant means are presented in\TabIe=S. As

&3
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Table B

Assignment Category by Setting Measure ANOVA and ANCOVA with

Setting leasure as the Repeated  Measure and Age, Organizational

Tenure, and Assignment Tsnure as Covariates £ g
Y -
ANOVA Source daf Ms F
Assign. Categ. a2 40 .31 16.78%+
Error (Sub. wihin Assign. Categ.) 231 2.40

Setting = 3 14.06 14 .P0%=
Assign Categ. X Setting Measure . B 1.34 1.36

-t

Error : <693 .99
(Set X Sub within Assign. Categ.a‘

-Assign. Categ .

[= 6.81 2.83+
Age 1 0.56 0.23

Oré;;\zation Tenure 1 0.17 0.07

Assignment Tenure 1 B.34% 3,71«

Error - 220 2.4l
. ‘é-;r

Setting Measure 3 2.97 JViL
Assign, Categ. X Set. Measurs B c.21 c.J1i*
Age X Set. Measure 3 1.05 1.0B6
Organ. Tenure X Set. Measure 3 0.73 0.77
Assign. Tenure X Set. Measure 3 0.22 0.a8
s Error 660 - .96

* p<.05 **p< Q1
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Table ' e

o N

Naa tings For Satting Measure by Assignment Categoru
s Setting measure
Assignment Self-Inv. Social Act. Careerist Artisan
category n- 80 il =11 i sD M 50 Total
Sup/Admin, 3.67 1.1 2.83 1.2 3.37 1.2 3.14 1.2 3.25
(n=6) .
= y 4
Investigatidh 3.00 1.2 2.52 1.2 2.66 1.3 3.0 1.2 2.80
(n=t4)
Patrol - .94 1.3 2.24 1.0 2.29 1.1 2.58 1.1 e.51
(n=14%) "
Tatal 3.09 2.40 ) 2.55 2.78
C(N=234) ‘ '
¥
¢ %
-~ /’!
"‘;‘, P
‘ ~
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‘Table B shaws, a signigicant Assignment Category by Setting
feasure interaction ma; revealed by the ANCOVA and not the ANOvA.
Only the results of the ANCOVA will be reported in this saction.

Tge lower portion of Table 8 shows the results of the
analysis of covariance. This table indicates that the main -
ef fectMbe Assignment Category, F(2, €20) = 2.83, p < .0%
and the main effect of Setting Measure, F(3, 660) = 3.11, p < .05
were significant. Moreover, the interaction betuwsen Assignment
Cétegorg and Setting Measure, E(6, 660) = 2.31, p<.05 was
significant, as was thé effect of Assidnmant Tenure, F(1, 220) =
3.71, gﬁ.OS.

Subsequént to the analyses reported above, four one way .
Cﬁssignman£ Category x wofk Setting) analyses of covariance were
performed using age, organizational tenure, and assignment tenure
as cbgariates. -Results of these analyses showed that for the
self-investor, social activist, and'artisan settings the aEFect
aof Assignment Category on the wor5 satting ratihgé was not
significant, whereas tha-effect af Assiénmsnt Category on the‘
careerist setting, F(2, 280) = 5.3%, p < .0l waslsignificant.

The mean ratings for the work settings are presented. in Table S.‘
Examinjiation of this table, reveals that officers in ths

Supervisiaon/Administration assignment'catagorg (M = 3.372 rated

)

the careerist setting hfgher than officers in Investigation (i1 =
2.6868), who i# turn rated the careerist setting higher than patrol
officers (1 = 2.23). Thus, it appears that the significant
ingsraffion found between Assignment Category and Satt;hq Measurs
was due largely to the fact that the only work setting to be
rated significantly different among thé asssignment categories

,) .

3

-

\,
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was the careerist setting.
In sum a significant Aséignment Caategorg by Setting
Measure interaction was found. Separate one wag'analgsas of
variance indicated that ratings on the self-investor, social
actlv{st, and artisan settings were not significantly different,
- - however, ratings were different for the careeriét setting. fhus,
these results suggest thaf, as e#pacted, officers did percei?e
environmental diEfe;ences among the assiénment categories, and
thase dif%erances were particularly discernible on the careerist

setting.

Do officers with different career orientagions raté their

work settings differently. Bésed on earlier findings that
careerists, regardless of assignment category, reported being
more satisfied overall than artisans and self-investors, one
should expect C;;é rists to rate their work envirunments'higher
on ‘the careerist siE%Ing. This expectation is derived out of
thinking that is cons%stent with the PE fit approach to_Jdb _
satlisfaction. Recall that Hclfﬁnd (1873, 18857 and Cherniss (///
(1980) both argue that Job satisfaction is determined to the
extent that the mofk environment matches the rewards valued and
the demands made by ﬁﬁe person. Holland posits six ﬁérsonglitg
types alonb with six corraspondlngﬂmﬁék environments. Aﬁcﬁrdiﬁg
to Holland, job satisfaction peaks when a givén personality type
. ~—Wworks in its corresponding environment. As fhe environment moves
away from the personality, Job satisfaction diminishes. More

\{§lavant to this present study, Cherniss advocates that For each

of his four career orientations there is an optihal work setting.

- .
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<

An optimal work setting is defined as a work setting that

+

reflects the gcals‘and valuas of 1ts‘corrasbonding carear

orientation. In a manner similar to Holland, Charpisé proposes
that job satisfaction is determined to the extent that a psrson
with a given career orientation works in a setting that Eip?_hls-
or her career orientation. Hence, because ths present raéﬁlts
shd@ careerists to be more satisfied fhan the othef‘twa career
orientations, it Eolloms that caraarisfs should peﬁgaiva fhsir
work Enﬁirnnments as closer to their career oriant&tibns. In }\_g
other words, careerists should rate the careerist setting highef
than should the other two:urientations. ' |
Thus, using a 3-X 4 (Career Dri?ntation‘x Setting Measurae)

repeated measures analysis of variaﬁ&e;’the environment ratings
of officers were analyzed. A repeated measures analysis of
‘covariénce'was also perfarmed usiﬁb age, Drganizatinn tenure, and
assignment ténure as covariates. As in the preceding sacﬁibn;’if
our speculations are to be supported, we éhould expect to find a
sibnificantltareé? Driéntation X Sétting Measure interaction.
.Results of these analyses are.presented in Table i0, and the mean
ratings for Career Orientation and Setfing Measure are showq in
Table 11. In order ;o maintain consistehcu.wikh the other

" sections, only the results of the ANCOVA will be emphasized and

reported here.

As shown in Table 10, the analysis revealed a significant

N

main effect of Career Orientation, F(2, 220) = 5.81, p <l.01. and
a significant effect of Setting Measure, E(B;'SEO) - 3.38, p <



Tqble 10

Career Orientation by Setting Measure ANOVA and ANCOVA with

Satting Measure as the Repeated Neasure-and'ﬁae. Ocganizational

Tenure, and Assignmant Ienure as Covariates. N = 234

ANOVA Source df MS F
_____________ N oo
Career Orientation . ' 2 1541 5.30%*
Errar (Sub. within Car. Qr.) 231 2.91
Setting Measure . . ' . 3 56.95 19.84%*
Car. Or. X Setting s C ‘6  30.62 10.57*?
Error (Set. X Sub. within Car. Or.> 578‘ 2.87 |
"""""""""""""""" ANCOVA Source g nms &
. Career Orientation 2 13.65 5.81%%
Age 1 1.79 0,76
'tm Organization Tenure | -1 1.0 2.7
' Aséignment_Tenure o 1 30.01 12.76%*
. Error . 220 eg;s
sétting Measure 3 3.19 3.38*
. Car. Or. X Set. Measure 6 4.31 4, 57w
Age X Set. Measure 3 e2.15 2.29
Org. Ten. X Set.Measure 3 0.62 0.6B
Assign Céteg.x Aséign.Isn. 3 i??d 1.80

Error ' 660 0.84

/ - e ‘————-—‘————_-g'— ———————— S ——————— e e s o
. r

» p<.0S = p<.o1
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Table 11 - :

Means of Career Orientations for Setting {leasure

Setting measure

Self- Social Caresr Artisan
‘ _ Investor Activist
Career :
agrientation M Sb n =11 Mm Sb » M. SD Total
T
R S W
:) 1

‘ f&hreerist 2.37 1.3 2.65 1.1 3.08 _1.% 3.09 1.e .93
}Eiig . .
‘Artisan 3,10 1.2 .41 1.1 2.51 1.1 c.B4 1.2 2.72
n=64 '
Self-Invy. 3.22 1.4 2.17 1.1 1.98 0.9 2.19 0.9 2.38
n=46 .

"

- P ik R 3-F R P 3R % J-% 339 3 L 4§ 9 B8 £ : B 338§ 32 3 B 3 JF %R B R SR L ROQ K N 1

Total /3,04 2.45 © 2,70 2.83 -
n=234%

v

{'}
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Setting Measure, F(&, 660 = 4.57, p < .01, was significant The
effect of Assignment Tenure, F(1l, 220) = 12.76, p < .01, was also
significaqﬁf—\‘ e | 2

A serles of Eqﬁg_one Qag (Assignment Category X wbrk
Setting) analyses of variance were performed tao ascertain if the
mean ratings for each work settings differed significantly among
the caresr orientations} The rasu%ps indicated that the
differences among the ratings for the self-investor setting and
the social activist setting were not significant. The effect of
career orientation on'tha, careerist setting, (fE(2, 220) = 10.80,
p < .01), and the artisan setting F(2, 220) = 6.08, p < .01, was
signIEicanET Referring to the means shown in Table 11,
careerists were higher on.the careerist setting (M = 3.08) than
artisans, and artisans were highér than seif-invastﬁrs. On the
értisan setting, careerists (M = 3.09) again werse the highest,

~. < , .
followed by artisans (N = 2.51) in the middle and éelf—investors

(M = 2.18) the lowest. [

In sum, it appears that the interaction between Career
‘ E falnt . Py
Orientation and Setting Measure is attributable to significant

différencs;\among'the ratings for the careerist and artisan work
settings but diffaranceé among the self-investor and social
activist ratings which were not significént. Thus, these results
indicate that officers did perceive environmental differences

among the career orfgntations, and that -these differgpcas were

with respect to the careerist and artisan éettings.

™

. ‘\\ | . -

/‘\
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CHAPTER 1V =
Discussion

One of the primary objectives of the pressnt study was_tb
raplicaée Burke et al.’'s (1984) research on the relationship
between satisfaction scores and career orientation among polica.
Recall that.Bufke et al., using a sa@ple largely comprised of
relatively young patral Eonstables, found careerists were more
satisfied than self-investors and social activists. Tgara was no
difference between the satiséaéﬁion levels of careerists and
artisans.

Despite deleting social activigts‘ffom fhe analgses-due to
insufficient numbers, the present Findings geneféllg replicated
Burke et al.'s results. The data showed that, in the Patrol

LN
assignment category, careerigts were more satisfied than self-

investors but not more satiséied than artisans. Moreover,
artisans’ satisfaction scores fell iqpbetmean and were not
significantly different from either careerists or sélfjﬁnvestors.
Thus, Burke et al.’'s finding that among a sample of patrol

cénstables, careerists were most satisfied and gself-investors

least! satisfied was largely supported by the present research.

Py

i

In the following section, results are discussed relative to the .

sascond objective of the study —— extending Burke et al.’'s work to

~ address the quesgloq of PE fFit as developed by Cherniss 1980).

: , <

]
PE Fit and .Job Satisfaction: Hypothesds 1

;Zhe second primary objective of the present study was to
exte Burke et al.’'s research by examining the career

arientation—-environment fit aof police among diffeﬁent police
' \

N

7\\\\\\ y s
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assignment catagoriés. Recéll that although Burke et al.’'s:
rasearch wés based on Cherniss’ (1880) theo;g of burnout, one of
the limitations of their study was that theg did not addrass the
notion of person-environment Fit as deéeloped by Cherniss.
Cherniss posits that for each career orientation there is an
Jopfimal work setting. According to Cherniss, if a person has a
pérticular carger orientation (e.g., caresrist) and works in an
environment that corresponds to the optimal work setting for that
orientation_(a.ﬁ., careerist setting), burnout and Jéb'
dissaﬁisfactinn should be less ;ikelg to occur. In other words,
if there is a lack of Eié between the careef orientation of the
worker and his or her work settiné, burnout and Jcb
dissatisfaction should result.

The pfesent investigation examined the relationship between -
Jaob satisfaCtion!and police career orientations across more than
one assignmant category. Hofe specifically,f the satisfaction
scores (overall, intrinsic} énd extrinsic) ?E police representing
different career orientations (Lareerist, Artisan, and Self-
Investor) were compqred across three police assignment categaories
(Patrol, Invast}gatibn, anqi;upervision/ Admini;tration).' The
results (Iabla'é) showed that(Eg;éiii:i:.reportad the highest
lavel of overall sa}isfactibn and more~intrinsic satisfaction
tgéQ‘artisans*and self-investors. In addition, the results
shouwe ﬁéhat officers in Patrol reported the lowgst overall
satisfaction and lower axtrinsig,sﬁtisfacﬁ%gh than officers in
Investigation and Supervision/Administration.- ﬂpnethgléss, ndg”

significant interaction was Found between Career Orientation and

Assignment Category. Thus, the present results do not support
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Hypothesis 1; the pattern o//;pb satisfaqtion scores for the
three career orientations was ksf:éignlficantlg different across

the three assignment categories. {

~ This finding appears to be inconsistent with Cherniss’
thinking that,K human service professionals with different career
orientations should be differentially satisfied with their jobs - S
dépending on the properties of the environment in which they
work..Howevar, given that a statiétical interattion was
ptedicted. we can take a look at the patterﬁ‘of'maan satlsfaction
scores for the three career orientations in the three assignment
categories. Thé pattern of means (Table B) appears conslistent
w;ih the Eirét hypothesis, and, therefore, Cherniss’' model. For
example, seiféinvastgrs.raported the lowest level‘of overall and
extrinsic satisfacti?n of tha'threa‘career crientations dn the
Patrol and Suﬁarvisicn/Administration assignggg;,cateqorias.
Neverthelass, the averall (M = 73j2) and extrinsic (H = 19.7)
satisfaction scores of self-investors’' in the Investigatign
assignment category were higher than the satisfaction of
artisans’ Msa~-s, M = 71.8; é:g_nsm -E, n= 18. 3) In other
words, despite the lack of statistical significance, self ‘7
investors appeaqﬁd’tc'be more extrinsically satisfied in the
Investigation assignment category than they were in the other twocw
’ ﬂﬂ,ﬁ_ Vi %
a551gnment gategories. The lack of statistical support for this
‘efféét inﬂtha present study ;;;haé\?ttributable in part to the
small number of self-investors in the Invqgt&gftinn (n=5) and

' : . L
Supervision/Administration (n=4) assignment categories. -

There is another plausible reason for the failure to find

., LY

A . ,«\‘
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suphurt for Hypothesis 1. The present research was carried out in
a fully functioning and highly complex police organization. That
is, although theoretical connecti?ns can be logically draun

between the values sought by particular career orientations

Ca.gi, artisan%(and the functions and properties of certain
police assignment categories (e.g., Investigation), in reality
thase connections ﬁag be obfuscated by é’multituda of ¢
uncontrolled and hidden factors. For example, in the
Investigation assignment category of the police force under
study, the satisfaction of artisans relative to careerisfs may bhe
reducsd bd/;%:revailing managerial atmosphefa that better
rafl?cts the values of the carserist Drientaticn ‘than those of
the artisan. That is, artisans may not be given what they Eesl
igs adeguate time to complete investigations ta their high
gtandards. dr, thag may not be satisfied with,;he nature and
amount of training availabla to them. - -

‘As stated abova, one of the primary objectives™of the //)
ﬁresaﬁt inyestigation was to extend the research of Burke et al.
€1984) by Fémparing the satisfactiop levels of thelbareer
oriantatlons“aéross the three police asgignment categories. s

[

Recall, thﬁt Burke and hié cghleaﬁﬁes fFound that, in a'samp;e
cohprisad primarily of‘%étrol officers, careerists and artisans
reported more Jjahb satisfacti&n than social éctlvists' and self-
investors. The present study fpund that} regardless of assignmeﬁt
category, careerists repocted more mvaréll Job satisfactiun than

artisans who in turn rapnrfed more overall job sati¥faction than

self-investors.
’ T

Further, Burke et al. used only a erall measure of job

LY
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satisfaction in their study of burnout ambong police. The present
study extended the research of Burke and his aésociates by
cbtaining measuressf‘ intrinsic and extrinsic job satisFactiun.
Results showed that, ragardless of assignment catagoru,
careerists feported 31gn1Eicantlg more intrinsic satlsféction,
pyt‘not more extrinsic satisfaction, than artisans and self
investors.

. In sum, the Eailureéﬁg find a " statistically significant
Career Orientation by Assigﬁment Cafagurg interactlion resulted in
a lack of supporf for Hypothesis 1. However, the mean E 2
satisfactiun scores did suggest a pattern that was consistent.
with Hypothesis 1: self-investors in the Investigation assignment
cjiegcrg appeard mqrax?atlsfied'than self-investors in the Patrol
and Supervision/Adminigtratign assignment categories. Tﬁ;g\
eFEect may not have achisved statistical éignificancs due to the
small numher of éélf investq\? in Investigation and
Superv151nnlﬁdm1nlstration and the presence of uncnntrollad
error. Future resea ch'wiﬁhxlikalg need to sample a greatar
number of offféers a:;)control same of the extraneous arror in-....‘,_,t
the, work sattings befnrs it can prnv1da an adequate test of the
hgpgtbetical interaction bettueen Carser Drigntatlon and : s
Assignment Cagggorg among pﬁiica.

-~
Gy

L. +
The following section discusses the results as they apply to

thotqﬁsis 2. - “ o — //

PE Fit and Job Satisfaction: Hypothesis 2 . v
The data (Table 7) showed that the relationship betuween PE -
/ N ' N

A -
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orientations across different assldgmant categories.” In the

~ 81

lack of fit (i.e., career orientation score minus work sstting
score) and job satisfaction was significant and negative. In all
three assignment categories, as the perceived misfFit between the
officers’ cafeef orientations and measures of work setting
increased, overall and éxtrinsic satisfaction diminished. In
addition, the relatinnspip betwsen PE lack of fit and intrinsic
satisfaction in the Patrol and Supe}vision/ﬁdministration
assignment categories was also 51gnlflcant and negative; _in
Invastigation, the assocxation was negatlve but not significant.
Thus, théss gata largely supported ngothsszgfe and provided-
confirmation of Cherniss® PE fit theory of burnout.

wngﬁfs it that tﬁa first hgputhésis'mas not supparted and
the second hypothesis was supported, yet both hypotheses were

based on the notion of PE fit? As explained pfeviouslg, a

combination pgf~the relatively small number of selffinvestars and

" the prasence of uncontrolled error may have masked support for

the First hupothesis. Support for the second hypothesis is

consistent with this thinking. Recarllthat it was suggested'in
the‘Introduction that thg;e may be an advantage to using F;anch
et al!'s (13?&) PE fit approach over Holland's (1973, 19855 PE
fit approach in the sﬁudg of Job satisfaction. That is, ohfaining
measures of PE fit oh.commensufata work dimensions and
caorrelating them with measures of Job'satisfactiun may supply us
with more informatiun than waould be possiﬁiéxhg camparing the

satisEactloh seares of officers with different career _
AT

-

.
L

present caSe> although. the satisgactlon of police officers with

different career orientations dld not differ SLQniflcantIQJapross

h&? °



8a

the assignmant-catagories, it is stiil ;ossible to argue that,
regardless of the career orientation-assignment category
combination, as officers perceived increases in the lack of fit
between themselves and their work environments, their job
satisfaction was reduced. Tﬁus, the valus of French et al.’'s

method of studying 1ob satisfaction was supported by this

"research.

-

Additional Analyses

2
Some interesting fFindings resulted cut of the additional-
k]

analgsés. Of particular interest to this studg Is that thg
Optimal Setting Maasure‘was found to be a useful tool in

discriminating among police work settings. In the present case,
descriptive paragraphs were created torraf}act the four optimal
police work settings, each one correspénding to a careasr -

orientation paragraph that was developed by Burke et al. (139864).

-

Unlike French et al’s singile wofk dimensions, each of Eha police

;
%

—

work sétting'méasuras integrated several dimensions into  one
complex dimensiondtha results showaed that officers were able to .

felate to the setting measures in a meaningful and usaful way .

‘ An unexpacted finding is that officers in Supervisian/

‘Administraticn:gandad to rate the self-investor setting higher
- f

than officers iA the Patrol and Investigation gssignment

categories., This fihding along with other considerations leadsk
o . — %
us to question the validity of the Self-Investor Setting Naisure.

wﬁg would officers in the Supsrﬁision/Administration aésignment

category see their work environment as.resembling the  self-

- | T
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5
vaator setting? How can officers in Supervisian/

Administration, who reported relatively high levels of job
satisfaction, also perceédé,their work environment as resembling
an anv{p&nment which is supposed to reflect the charactgristics

of the sslf- invastor career orientation (i.e., little P

ﬁ ."rganlzational commitment and job 1nvolvemant Burke et al.

198427 The answer may lie in; the fact that the self—investpr

setting may. not reflect a work setting that is unigqusly
characteristic .of the self-investor career criqntation.

In retrospect, it appears that the paragraph Qsed in
. the Self-Invester Setting Scale of the Optimal Work Setting

. \
Measure may be qualitatively different From the other setting

-
scales. The work setting scales for the social activist, .
_careerist, and artisan settings each describss an environment

th;t has in 1t certain unique charaeteristics that mirror the
values‘of its:cnrreépunding career o;ientaticn. The social . W
actiyist setting describas an Bhgironment that provides.officers-
with{ sufficient uhpurtunitias to make meéningful contributions to
impgovemants in soclety, the carserist setting destribes a work
énvironmant that includes sufficient opportunities for
racognitian ané promotion, and the artisan setting describes an
environment that provides indeﬁEndance; freedom, challenge, and
gkill development. In contrast, tha‘selfjinvestor setting {\\
dascribaé an environment that is not excessively démanding and
QDas not interfesre with the oEficarSﬂ‘enJogment of aff-the-jaob
activities, Thus, it\seqms abparent that offié;fs couid see their
wdrk eRvironments as ;E% dva;lg demanding or interfering in

| Lo
additior~to resembling any one of the other work settings. Far

-

A‘\w
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instance, one’s work environment can be both high in Eecognitlon
' and-opportunities For promotion (i.g. caraerist charactaristicag___
and allom Eor ampla time to 1nvest in off-the-job activitlies. The
results (Table 113 ind}cating that the self-investor setting
scores of the three cé%eer orientations do not aﬁpaar to differ
'51gn1E1cantlg 15 ccn51stant with this hgpnthasis That 1is,
CaFEE;lStS, aggif?ns 'and self-investors tended ta rate the self-
investpr settinng?hgpproximatalg the same lesvel. - Hence, the
seiE—investDr setting scaia may not be measuring gggg' P
environmental qualities™that are uniqua to tHe salf-investor
career orientation,
- - : )
Another interesting Einding centres on the careerist work
setting. The careerist setting scale was the most successful
scale of the Optimal Work Setfing Measure in_discfiminating among
the catéer.orientations. On the‘carserist setting scale thé‘thfea
career‘orienﬁatiuns appéar to have rated ﬁheir wprk environments
,diffgrentlg. Careerists rated the carearist-setting.higher than
-— - :

artisans and se;E—ihvestmps, and artisans rated their
1 - ~. : . .

environments relatively higher than self-investors. This fFinding
is_significanéymhen viewed against the backdrop of their

satisfaction écores That is, the descending pattern of overall

- satlsfactlon scores -of the career orientations was the same as

the descending pattern of careerist éetting scores by orientation

(i.e., careerist, artisani sslf—invastor).mThié leﬁds one to&

Focus on the extént to_which bolics Jjob satisfaction iq ‘ '
inEluenéed bg the ﬁfficers‘ perceptions of the agtainabilitg of /f/F

formal Drd%nizatiohal rewards (i.e., promotion). Other-studies
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have reported a direct relationship between lack cE‘reccgnificn
and oppcrtunifiee for promotion and job dissatisfaction among
'pclice (Acuri, 1376; Hylton, 1980; Lefkowitz, 1873; Linden, 1985;
Slovak, 1978). Considering the substantial amount of
correlational data thet_pcints to a direct association between
police job satisfacﬁien and opportunities for promotion, more
‘controlled and lcngitudinal research is needed in(ﬁhgs area
before statements concerning causality can be mads.

—_—

In sum, the self-investor setting scale may not be
adequately describing characteristics which are unique to a:selE—
tnvestor work setting, and, as such, it might have. Failed to "
discriminate among the careec orientations end amcng'members in
the various assignmenf categories. The cereerist setting scele,
‘"on the cthec hand, seemed to discriminate among the’careec
arientations and assignhent categories. Scores on this eeescre
Ecllcmed ardescendiﬁg pattern.ti.e. careerists, artisans, end‘
-sle investcrs) that paralleled the descending pattern of
satisfactlion across the caseer orientations. Thls finding, along

‘7;Igh results Ercm-cther studies, suggest an important causal
releticnship between police job dissatlsfacticn and the lack. of

cppcrtunities far prcmcticn Further research is needed to

detecrmine the direction of .this relationship.

Limitations of Study and Future Research Questicns

One cE the more seriaous limltatlcns of the present studg was
its relience an simple zero order correlations to 1nvest1gate the
ralationship betueen PE £fit and job satisfaction. By u51ng'

}chrrelaticnal analgsis, we were not able to distlnguish between

= -
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two rival hypotheses. First, the hypothesis asﬁnused by this
researéh was that Job satisfaction is a function of the: person’s
perceptigp that there is a good Fit betwsen himself or herself
and his or her waork environment. * ﬁnother‘hgﬁgthasis, egqually
tenable, is that the goodness of PE Eit 1s,é Eunctiﬁn pf Job
satisfaction. That is, the more satisfied a persoh is in.é_
-particular Jbb, the more he or she tends to see the mork‘
“enqéronmen?-as matching his or her values, gdals and abilitias.
Future researcﬁ may need to involve path-analysis to test an
sppropriate mndel;,yﬁ % “

Another valuable method in establishing tha direction of  the
relaticnshipihetween variables is lohgitudinéi research. Tﬁé
present research used a’ctoés—sectional research design where
comparisaons were made based'dﬁ.sgmpls déta that were collected on
a single occasion. This type of research ;és‘allumad Us an
appreciation of the assocliation between certain police assignment
categories and'Cherniss’ career orientations. But, it has not
provided us with any insight into tha dgnamics‘of the
interrelationships amang the variﬁgs variables. an example, the
present research, coupled with Burke et al.’s Ein@ings, prnvida a
relatively good pictufe of the static relationships among the
career crientat;oné in the various assignment categpt;es at the
time of the survey; yet, we have no idea of either the stabilitg.
or the causal Eacggrs that undérlia those relationships. In this
. research organizatéFnal and practicél considerations took | |

precedence over the) use of a more elaborate research design.

Hmﬁever, if Future reseach is to produce a greater understanding
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bE th? changtgg:gelationships between career orientatlion and Jug
*satisfaction among police, ‘it will he :Bquirédntu sgétematicallg‘
;ggmpla police officers;over extended perliods of time.
Longitudinal ;esearch,‘although time consuming and costly, cbuld
determine the direction‘and axtent of iﬁdividual caraer
orientation change, idev;}fg reasons for cafeet Driéntaticn
change across an entire police force or wizhin different
assignment'categuries, and‘rnﬁestigate the type and effectiveness
,/ﬂ\\\\;:'quious coping strafegies used by the diffeérent career -
ientations as defenses againsﬁ the étrass that results when
! . —
lack of.PE is—experienced. -

) The lack of generalizability is another limitation éE the
present study. That is, data wefa callected from a single-medium
sized police Force in southwestern Ontario. would—tha'results be
fhe same if we sampled a large metropolitan Force with thousands-
of personnel and a multitude of divisions,and branches? Or, ©
would the results still reflect khe same relationships if a small
force with less than 50 pﬁlica of ficers was sampled?

ﬁureover the pregsent results may reflect idicégncratic
chésacteristics of the force sampled. For exémple,lsoéial
activists make up a very small proportion (n=l2, 5%) of the
preéant force sampled, so small.in Fact that it was inapprepriata
té includs them in the analyses. Perhépéﬂihé percentage of
Spcial Activists is not €gﬁ$tal Eﬁr police organizations,
.Howevg;, the proportiﬁn of social activists fuund in the present
study Qas consistent with the proportion of'social activists

reported by Burke et al:‘ In their stﬂdg, out of the 2391 officers

who reported their initial career orientations, 44 (15%) were

)

.
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" activitists in policing leads one to questiort whether the police

the other career orientations in an attempt to achieve PE fit.

4 [ .-
-

social activists. In addiéian, OUEQEF the 96 officers who
réported'their career orientationm at the time of the studg, only
B8 (B8.3%) were sacilal activists. Thus, the prdportion of the
careeé orientations found on Windsor Police Force may be
-repre;entative of other folice forqes in Ontaric or Canada.

The Finding that there appears to be relatively Few social
envirﬁnment ptbvides a good fif for.the social activisﬁ-career
grlentation. IE.}f deoes not, tiree hypotheses came to ﬁind. —-
First, social activists may ch.Age their orientatioh to one of

, , | ‘ $
Sacond, social activists might leave policing soon after joining

in an effort to escape the discomfort Ehat is assumed 'to
accompang lack ﬁf PE fit. Third, policing may not be an
attractive ca;ear cholce for social activists, tﬁys few join in
the-first placa.. Tﬁera is some support for-ﬁhe;é hypotheses in
the ldw satisfaction scores of the social activists in Patrol. Of
the 12 éociai-activists in fhe original sample, three were in

Patrol. The,.mean satisfaction scores of these officers wére: MSQ-

S, 1 = 55.3; MSE~I, = 37.0; and MSG-E, M =12.3. Although these

1

i%adras were ndt analgzad} they are substantially lower than the

Mean satisfaction scores of the lowest career orientation in
Patrol, the self-investors TMSG=5 T = 62.4, MSE-I M =41.7, and

. v
MSQ-E Tt = 14.6). Albeit tenuous, this general iidication is _
supported by evidence reported by Cherniss (1980) and Burke et

al. (1984%). That is, social activists uwere the least satisfiéd .

group and reported the highest incidence of symptoms of burnout
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in both-studies. Future research is needed to idaqtlfg what it is
about patrol work, perhaps leiPework in geﬁaral, that is "
dissatisfying to sné}al activists. If policing is truly |
inhospitable to, idealists suchlas cial activists, then perhaps
police forces should Be attempting to identify this.tgpe of
individual prior to hiring. This may permit the force to screen
out this type of applicant or to initiate’ steps fhat will assist -

social activists to reshape their ideals to match the realitlies

‘of policing.

Conclusians'

As a result of the present research, Ghat can be said abaout
the relationship between career iantat;bns among the police and
job sgfisfaction that adds to or supports previous resea;ch?

N .

“i. In a sample of 286 police men and women drawn from threé
polics assignmént categories (i.s.; Patrol, Investigation,
Supervisioﬁ/ﬁdministraticn) that reprqggﬁted approximately 70% of
a single police Force %nd were categorized according to three
career ofientations (i.e.,\ggfaarist;'Artisan, and Self-
Investor), the pattern of jJob satisfaction scores of the career
orientations did not differ amang thgﬁgésignment éategéfias.

. Careserists, regardless of théir agg;gnment categorg,-had the
highest level of overall job satisfaction, followed by arﬁfsans,
-with self-invasﬁors reporting the lowest level, 3. Further,
caréerists, regardless of their assignment categorgy/;eporteq the
highest level of intrinsic Jcﬁhsatisfaction. |

b Oéficers in In@estigation and Supervisidn/ﬁdministration

'

reported more overall and extrinsic satisfaction than officers in
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= the Pa:)bl assignment category. ' . %, .

5. As/pulice officersT\{sgardless of their career
cridntation or assignmsnt categcrg, perceive sn increase in the
lack df PEsEit betwean themsslves and their work environments,
their ovsrall Job satlsfactlon diminishes. r

Based on the present rasul{s ths‘Eollcwing‘hgpothssss can
be made about the relatiénship between job satisfactios and
career orientation in é police work enviroﬁ&eﬁt:

< —_ -

1. Thsre is evidence ta suggest that the Investigatdion

. LA

assignment catsdorg possesses environmental charactsfistics that
act to enhance the satisfaction of sslf—investors warking in that
assignment catsgnbg?relatlve th the satlsfaction of self- N

a&t-_ 4t

lnvsstors in de@mivﬁnd Supsrv1s10n/Adm1nlstratlon assignment
'l

category.

; ~ . . ~r~_ .

2. Based on the finding that the job satisfaction scorss\af
tha leics men and women in this sample paralleled the degree to
which thsg ses their work environment providing tiem with
organ£§btional rewards (e.g., recognition sﬁd promotionl, a

primary determinant DE police job satisfaction might be the

extent to which officers perceive ghat an adsquats amount and

t

appropriate tgpe of organizatinnal rewards are attals;Bls
3. Tﬁsrs is svidsncs to suggest that the police work
envlronmsnt in all assignment categories, may be aversive to

persons having a social activist career orientation.
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’ ‘ A Model of French's Theaory -
. ——
Conlact \ .
with i
. rechly
Objective. Subjective
envirgnmeni environment]
I * I i
l .
| -
Objective e B -
p.E f:: Coping Oefence | Strains Iliness
I - . ' . —
| v
! !
Obsective Subjective
person person
* . i .
-
. - A mode! describing the effects of psychosocial stress in terms

of fit between the person and the environment. Concepts within circles
are discrepancies between the two adjoining coneepts. Solid-tincs-indicate
causal effects. Broken lines indicate contributions to interaction effects

om "Person-Environment Fit and Job Satisfaction" by
R. Van Harrisn. In C.L. Cooper and L. Paayne (Eds.).
Stregs at Work. New York: Wiley. p. 176.
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Pﬁaraer Orientation Measure: Male

The following paragraphs briefly describe four different police
officers. Please read each paragraph. CIRCLE the number on the
scale provided below each paragraph indicating HOW SIMILAR that
description is to the way yot see yourself ngw.

JOHN: John is more interested in his personal life outside his
Jjob than In his career in policework. His main source of pleasure
comes from off-the-jobh interests, such as. family and personal
development. John is not particularly interested in career
development or g demanding job. )

very little like me | very much like me
R g————- Fmmmm = 5 s

BILL: Bill has a|vision of-an ideal socciety. He values the
opportunity to contribute both to improving Canadian society and
to positive changes in his profession through his efforts in —
policing. Persaonal status and jJob security are relatively .
_unimportant to Bill. However,; crusading for justice is important
to him, A
N . S
very littie like me’ .~ wvery much like me
lem——— g-s——=3-———=— Y-———- S -

JACK: Jack is.interaested in recognition and advancement in his
career. Prgstige, respect, and financial security are important
te him., He wants to make a good impression on other who might

control the advancement of his career. . b
very little like me - very much like me

1-—-—= B 3-———- s 5

BOB: Bob values independence and freedom. He prefers jobs that
provide challenges, new experiences, and the development of
professional skills. Performing well according to his own
internal standards is important to Bob. Career anpd financial

success are less important to him,

very little like ms _ very much like me
l-——— 2= B Y= S

the highest, pleass go back and circle the NAME of the paragraph
that MOST resembles you at present. I understand that this may be
difficult to do, but it is important that you identify only one
paragraph as being MOST similar to you at this time.

In the event that you have ratews two or more of the paragraphs as =

~
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Career Orientation Measure: Female

The following paragraphs briefly describe four different.. police
of ficers. Please read each paragraph. CIRCLE the number on the
scale provided below each paragraph indicating HOW SIMILAR that
description is to the way you see yourself now.

JOAN: Joan is more interested in her personal life outside her

Job_than in her career in policework. Her main source of pleasure.

co from off-the-job interests, such"as family and personal
-devElopment. Joan is not particularlg interested in career
development or a demanding job. .
very little like me ‘ very much like me
I e e B B 5

BETH: .Beth has a vision of an ideal society. She values the
opportunity to contribute both to improving Canadian society and
to positive changes in her profession through her efferts in
policing. Personal status and job security are relatively
unimportant to Beth. However, crusading for justice is important.
to her. :

very little like me very much like me
1-———- 2--—-- 3--m—m e 5

JANE: Jane is interested in recognition and advancement in her
career. Prestige, respect, and financial security are important
to her. She wants to make a good impressian on&ether who might
control the advancement of her career.

vary little like me . ' very much like me
1 g K b 5

BARB: Barb values independence and freedom. She prefers jobs thate

provide challenges, new experiences, and the development of
professional skills. Performing well according to her own
internal standsrds ls important to Barb. Career and fFinancial
success are less important to her.

very little like me . . . very much like me
) l-m———g———- 3-——-- b 5

In the event that you have rated two or more of the paragraphs as
‘the highest, please go back and circle the NAME of the paragraph
that MOST resembles you at present. [ understand that this may be
difficult to do, but it is important that you identify only one
paragraph as being MOST similar to you at this time.

K
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Optimal Work Setting teasure

The following paragraphs describe four different work settings.
Please read each paragraph. Circle the number on the, scale
provided below each paragraph indicating HOW SIMILAR }HAI WORK
SETTING IS TO THE ONE YOU WORK IN NOW. ' Py

My present” Job-allows me sufficient time to pursue my personal
interests-of f the job. I find that the demands placed on me by my
job do not detract from my enjoyment of my Family and other off-
the-Jjob activities. I do not feel pressured to. compete for
promotion and I have<llittle trouble leaving my work behind at the
end of the shift. :

very little like my job - very much like my Jjob

i lemmmmBm——— I—— Y————= 5 .

My Job meets my prior expectations and ideals. I am provided with
the oppertunity to make a meaningful contribution to the
improvement of Canadian society and to create positive changes

in my profession through my efforts in policing.

very little like my job very much like my Jjob
I--——- c-——- 33— b 5°
- .

My job provides me with sufficient recognition and apportunities
Foir advancement. I am content with the degree of prestige,
respect, and financial security that accompanies my job. 1 feel
that my work provides we -with the opportunity to make a good
impression on.others who may influence my caregr advancement.
The opportunity for career advancement in my Job is good.

very little like my job very uynuch like my job
g 1-———-— g-——-- 3———-Yf————- 5

My Job provides me with the independence and freedom I value. i
feel challenged by the many new experiences in my work. There are
many opportunities fFor me to develop new professional skills. I
feel that I am given the time and rescurces necessary to enabls
me to do my é?b accornding to my high standards.

very little like my job , ~ very much like my job
- 1-——-- - 3-——m- T 5

A

—
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Minnesota Satisfaction Questionnaire ‘- Short Form R

The purpose'of this quéétionnaire is to give you a chance to tell
HOwW YOU FEEL ABOUT YOUR PRESENT JDB, what things you are
SATISFIED with and what things you are NOT SATISFIED with.

Below you will Find statements about your PRESENT job.

Read each statement carefully. Decide HOW SATISFIED YOU FEEL
ABOUT THE ASPECT OF YOUR JOB described in the statement.
Indicate your response by checking ome of the boxes labelled
“VERY SATISFIED", "SATISFIED", "NEUTRAL", "DISSATISFIED", or
"VERY DISSATISFIED". -

N

Dq this for ALL statements. Please answer EVERY item.

' +
W A O OO A O N N A O 0 L S O N O DU T O 0 N B0 0 R K T 00 E 0 T 0

ON MY PRESENT JOB, Very " Very

THIS IS HOW I FEEL ABOUT... Dissat. Dissat. N. Sat. Sat.
1 Being able to keesp busy all the time....C] Cl [ C1J L3
2. The chance to ggrk alonEe. ... .ciiii i C13 (. C1 Ll L3
3. The éhance Eo do different things from )

time to time. . ... iei i on e £l £3 L1 L1 (|
4. T[he chance to be “somebédg" in the .

commMUMiEY . oo v i i s i e e i £l L3 £l C3 ci1:
S. The way my suparvié&é(é) handles hfé)her

workers., ..... Ch e IEREEEEE R e e e L3 I £l L3l L3

. ) .
. 6. The competence of my supervisor(s) in

making decisions....... v erns D I | £l i C1 (|
7. Being able to do-things that don’'t go :

agains&®my conscience.............. e L3 L3 L1 L] C3
8. The way my Jjob provides for steédg

employment_...... R P - L3 Ll L] L1

’ P

9. The chance to do‘thingsffor other peoplelfl~ T~ C3. C3 1
10. The chance to tell people what to do....[3 C1 £l L3 C3

11. The chance to do something that makes
use of my abilities......... v C1 - L1 L1 L1 CJ

12. The way Forcg policies are put into
practice...... e i et aeans Ces et £a L3 £l L3 L3
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13. My pay and the amount of work I do..... L[] [ T3 €1 (|
4. Ihe'chanpe for advancement on this iob..(1] Ll Ll Ll [
1S. The freedom to use my own judgment...... (i [ [ £1 [
16. The chance to try my own methods of j :

doing the job.........oivhiiiiiiienn, Ll - - C3 L3 CJ Ll

. - T . . .

17. The working conditionS......c.eeeeuenens .C1 T3 i C3 R |
18. The way my co-waorkers get along with 'm\

BECH OERBL . v v vt v sttt e i st a s anns (i €1 C] L3l L3
19. The praise I get for doing a good job...C] | €0 £ L3

. L

20. The feéeling of accomplishment 1 get :

from the jJob...... ... .ot PSP i Ll €3 L1 [ I

~ Note. Minnesota Satisfaction Questionnaire modified For research
purposes and reproduced bg&parmission of Vocational Psychology

Research, University of Minnesota, copyright 1977.

13
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WINDSOR POLICE FORCE
)
ORGANIZATIONAL CHART
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Demographic Variable Form

f -
Windsor Police Force ]
- -

SEX..... Male (1 AGE......... Marital Status...Single £l
Female L[] Married €1
Separatedl]

B, Divorceq/LJ

Widow(eriL]

EDUCATION. .Same High School..t ...... L1 RANK....Cadet....... A
S High-School (i2 or 13)...C1 4th Claas P.C. L]
Some College/University..L[] 3rd Class P.C., L1
Collsege Graduate......... Ci- 2nd Class P.C. (1]
University Graduate......C] : ist Class P.C. (1]
Graduate Degree....... ... B3 . Sergeant.......[Cl]
Detective......E]

Staff Sergeant.C]
. : Inspector......C]
Staff Inspectorl]

- - P

b

The number of years goq;?ave been in policework, including time
1

spent with all other po

\

ce Forces.

The number of years you have sﬁeht with the W.P,F., lncluding

your cadet time

........... ... years
‘I-
Your present assignment:
Patrol....GenBral..... it eis st stsartaarossvenna L1
i N G- )5 T o R e .C1
Investigstion....Criminal ¢Fraud, B & E, etc.J.........[]
, Traffic........... et e oLl
Support Services.Crime Prevention, safety, etc....... +.LT-
Administration.............. i e e s s s s ..L1]

The length of time you have been in your present assignment:

A

....... years.......months,
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10,

11

12

13,
14,
15.

16,

17

18

19,

2C.

Minnesota Satisfaction Questibnnaire - Long Form Scales

Ability Utilizatigﬁf

of my abilities.

LY
N\ R

" 108
Q i

_ 17
The chance to do sometBitng that makes use

¥

Achievement. The feeling of accomplishment I get from the job.

Activity.

‘Being able to keep busy all of the time.

Advancement. The chances For advancement on this jab.

Authority. The chance to tell other people what to do.

Company policies and practices. The way company (departmental)

policies are put. into practice.

Ccmpensatlcn

Co- workers

My pay

L]

and the amount of work [ do.

The way my co-workers ggt along with each aother.

Creativity. The chance to try my own methods of doing the jab,

Independence.

.Moral - values. Bein

The chance. to waork alone on the job.

g able to do the things that don’'t go

against my conscience.

.Recognition.

The pra

ise I get for doing a good Job.

Respepaebilﬁg. The freedom to use my own Judgment.

Securltg H

e way. my

Job provides for steady employment.

Social Servxces The chance to ;E things far other people.

Social status. The

.Supervis

men.

.Supervis

ion

ion

= human

-~

chanck to be "somehody" in the communlity.

il

ralatiéﬁs. The way my boss handles his

- technical. The competence of my supervisor 1In

making decisions,

-

Varletg The chance to do differennt things from time to time.

Working conditions.;

danger,

-

etc.

CONdlt%ijj}in work placs, haat, humidity,
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H3G-1 HSB-E  Age  Oroten  Assten SI§ 5A%

NSG-§ .93383%% .87838x8 101 .041 -.ﬁg}llll JZ02808 L3BOENRE (S6B3NEY (SO48133 -.287030 .009 (280483 004 40000

Had-1 L0h9131L L1378 080 - 344088 203888 3648888 (0104888 4700888 -, 270188 L 044 245488 1P14 EHIER 1]
KSf-t 075020 - 372880t L1481 3200008 L S360ERL A23RNEE - 246308 (019 208838 020 .S26H3e8
fge L3088 263848 (2923088 (0B J3st -073 . 056 L L053 -122 040 L102
Organizational Tenure J2eTHR3Y 2778888 102 J09 -, 062 033 L0830 - 154 -L067 L1598
Assiqnnenf Teﬁure : 032 -3 - 22480 -2T2 JI268880 001 -, 209808-.031 -,215888
19308 .0?3- ;1393 L8 1288 011 .?bSlllt

Self-investor Setting .19848
Social Activist Setting _

—Gareerist Setting

firtisan Setting

Self-lnvestor Orientation

Social Activist Orientation

'Careerlst frientation

"7 Artisan Orientation

\ +
Work Setting Hean

-

JA143838 392088 -078 267848 L 1BB1S .62?*’/.?01tat:
(SO20833-,200888 16088 . 3B608-,076 L TETHITT
S 6981328 L290088 108 L TleNans
071 -.2b1888 050 -, 102
4258 LEB08Y 228318
-, 3588 L Zalstes

b

§ pa05 83 pcl01 EXapCl00D $aaepd 0001

+ Note, HSM = Work Setting Mean (SIS + SAS + CS + AS/4)
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