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About the College of Public Affairs and Community Service

The College of Public Affairs and Community Service (CPACS) was created in 1973 to ensure that the
university was responsive to the critical secial needs of our community and state. The College was given the
mission not only to provide educational programs of the highest caliber to prepare students for leadership in
public service, but also to reach out to the community to help solve public problems.

The College has become a national leader amaong similar colleges, with nine programs ranked in the top 25 in
the nation. Our faculty ranks are amaong the finest in their disciplines. Faculty, staff, and students are integral
to the community and state because of our applied research, service learning, and community partnerships.
Wae take our duty seriously to help address social needs and craft solutions to local, state, and national
problems. For more informatien, visit our website: cpaes.unomaha.edu

CPACS Urban Research Awards

Part of the mission of the College of Public Affairs and Community Service (CPACS) is to conduct research,
especially as it relates to concerns of our local and statewide constituencies. CPACS has always had an
urban mission, and one way that mission is served is to perform applied research relevant to urban society in
general, and the Omaha metropolitan area and other Nebraska urban communities in particular. Beginning
in 2014, the CPACS Dean provided funding for projects with high relevance to current urban issues, with the

potential to apply the findings to practice in Mebraska, lowa and beyond.
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Report Highlights

The majority of officars first became interestad in policing as a career between the
ages 19-24 (Figure 1.1).

Both men and women indicated heiping people in the community, excitement of the
work, and fighting crime as important motivations to enter the field (Table 2).

The top entry-related concerns for both males and females were baing able to
prove myself and being able fo do the job effectively (Table 3).

Of the 12 entry-concerns, female participants scored higher than males on all but
one concern (Figure 1.3). Gender differances reached statistical significance on tha
following items: (1) physical nature of the job, (2) being accepted by my fallow
officers, (3) discrimination in the work environment, and (4) being taken serfousiy.
Females were significantly more likely than males to report organizational stress or
stress associated with things like dealing with coworkers, fesling that differant rules
apply to different people, and having to prove themselves (Figure 2.4).

For all officers, environmental fit was strongest at the job-lavel (i.e., perceptions that
capabilities/personality fit the demands of the job), followed by the workgroup-
level, and agency-level (Figure 4.1). Although males and females had similar levels
of fit at the job-level, females reported less perceived fit at the workgroup and
organizational level than males did (Figures 4.4 & 4.8).

Although reports of workplace incivilities were ralativaly low, female officers wera
maore likely to report experiencing incivilities than male officers (Figure 5.1).
Approximately 74% of male participants either somewhat or strongly agreed that
they would still be at their job in 3 years compared to 56% of female participants
(Figure 5.2).

Ovaerall, officers indicate a moderate to high level of job satisfaction. However,

females reported lower levels of job satisfaction than males (Figure 5.4).
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Introduction and Methodology

During the summer of 2018 we conducted a study with two Nebraska police
agencies, including the Lincoln Police Department. The original focus revolved around
exploring gender diferences in the entry motivations and experiences of officers. In
addition to these focus areas, the survey also included measures of officer attitudes and
personalities and perceptions of the occupational and organizational environments.
Finally, we collected information on demographic characteristics such as gender, age,
length of employment, and rank. The Lincoln survey was distributed as an anonymous
survey link via the agency training system. The following presents descriptive
informaticn from the primary survey measures. It should be noted that we will continue
to analyze this data over the coming months and we will share any additional research
publications resulting from this data with the department. If you have questions about
the current report or suggestions for additional analyses, feel free to contact Dr.
Samantha Clinkinbeard at sclinkinbeard@unomaha._edu.

There were approximately 326 swom officers from the Lincoln Police Department
who participated, representing a response rate of 95%:, As shown In Table 1, most of
the sample consisted of patrol officers and they tended to be white, male, married, and

had at least one child. The mean age was about 39 and the average years employed as

a police officer was 14

Table 1: Sample Demographics

Percent Mean Range
White 91.02 - 0-1
Male 80.62 = 0-1
Patrol 80.64 - 0-1
Married 76.57 - -1
Child 68.77 - -1
Age - 38.64 21-69
Length of Employment - 14.16 1-47



Joining the Force - Motivations and Concerns

Age of Interest in Law Enforcement

Officers were asked to indicate when they first became interested in a career in
law enforcement (Figure 1.1). It appears many officers (379:) first became interested in
law enforcement between the ages of 19-24, at the time when they were likely working
their first post-high-school jobs and/or attending ceollege. One quarter of officers
surveyed indicated they became interested between the ages of 14-18 (high school
years) and approximately 19°% of officers developed an interest at age 10 or younger.
These results suggest that it is important to engage potential recruits during the stages
of life {i.e., high school, post high-school, college) when they are exploring future career
options.

Figure 1.1: Age of First Interest in Law Enforcement
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Participants were provided with a list of entry motivations that have been cited in
the literature as commaon among police officers and asked, “How important were each
of the following in YOUR decision to enter policing?” Participants then rated each
ltermn on a 5-point scale from 1 "Not at all impeortant” to 5 "Extremely important”, The top
motivations were similar for males and females as indicated in Table 2. Both men and
women cited helping people in the community, exciternent of the work, and fighting
crime as important entry motivations. Men also rated stop those who would harm others
and ability o work on your own as top 5 reasons, while women rated opporfunities fo
solve problems and have a challenging career as top 5 reasons. Figure 1.2 shows
mean scores on all entry maotivations by gender, Men and women scored relatively
similar on most items though there were a couple of significant differences. Male
officers rated ability fo work on your own and companionship with co-workers as
significantly more important than female officers did (p < .05). Female officers rated the
ltemns, use the job as a stepping stone and show people like me make good police
officers as significantly more important than their male counterparts (p < .05). Generally,
the data indicate that the motivations for entering policing are relatively similar for males
and females. That said, there may also be a few themes that are more important for
females than males, and vice versa. For example, recrultment messages that locus on
the personal growth and challenge aspects of the job may be especially important for

wWormen.

Table 2: Top 5 Entry Motivations by Gender

Halp Peapla in the Community Help Peapla in tha Community
Exciternant of tha Work Excitement of tha Waork

Fighting Crima Opportunites to Solve Problams
Stop Thaosa Wha Woulkd Harm Othars Fighting Crima

Ability 1o Wark an Yaur Qwn Hawva a Challenging Carsar



harve i chuallinging e
GEEaSLUnE G B ik proflarm
hatlp cibeers e betier ke

wlop therke whi wculd hars othiers
SHOW PEOPLE LWE ME GDOD OFFICERS
rode noded for others ke me
educational esperences

specific inberactions with officers
job different evergday

00 AS STEPPING STONE

mEke ol hery proisd

I ikearng dr iem

ihow eflicern ane good people
Friendilrelated G e

salary

ASILITE TO 'WORE ON Ol
prestipe

enfarcing Gws

C0-\WORKER COMPANNCNSHIP
Fighting trime

ecEement

Felp peaple

rareer govancemenl

gty febr amanl

b s unny

Figure 1.2: Entry Motivations by Gender
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Entry Concerns

In addition to being asked about their motivations for entry, participants were also
asked to report on entry-related concerns. Specifically, participants were provided with a
list of iterns and asked 1o report, “Prier to entering policing, to what extent were you
nervous about any of the following?” lems were rated on a scale from, 1 "Mot at all
nervous” to 5 *Very nervous”. Overall, scores were low on these items indicating, either
concerns were minimal and/or officers did not feel comfortable sharing their concermns.
As with entry motivations, the top entry-related fears were similar for males and females
(Table 3). Being able to prove myself, being able to do the job effectively, and the
stressful nature of the job were top concerns for males and females. These types of
concerns may actually be healthy as they indicate that participants care about doing
good work. Although the top five concerns were relatively similar by gender, there were
a few differences. Female officers ranked danger and the physical nature of the job in
their top five concerns before they entered policing whereas males ranked shift work/
hours and how job would fit with relationships in their top 5.

Table 3: Top 5 Entry Concerns by Gender

Baing abla to da the job affectivaly Baing abla to prove mysalf

Baing able to prove mysalf Baing able to do the job sffactivaly
How job wold fit with famibe/ralationships Dangar of the job

Strassiul nature of job Strassful nature of the job

Shift work/hours Physical natura of the job



Of the 13 potential concerns, female participants scored higher than males on all
but the following concemn, how the job would it with relationship or family (Figure 1.3).
Gender differences reached statistical significance on the following items: (1) physical
nature of the job, (2) being accepted by my fellow officers, (3) discrimination in the work
environment, and (4) being taken seriously. Although overall concern scores were
relatively low, this may be an area that is important to recruitment, particularly of
women. These concerns were reported by women that actually went into the field. It is
quite possible that similar concerns are keeping other qualified women from considering
law enforcemeant as an option, It is also important 1o note that the concerms on which
females score significantly higher are those that are either stereotypically expected to
be maore challenging for women (e.qQ., physical nature) or those that relate to concerns
about token status (e.g, being taken seriously, being accepted, discrimination). Pre-
employment mentoring and increased access to female role models may be possible
approaches for mitigating such concerns. In additicn, anything that improves the
environment for current officers, may increase the likelihood that they will encourage or
recruit others to the field.

Figure 1.3: Entry Concerns by Gender
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Psychological Distress

Stressors

McCreary and Thompson (2006) identity two domains of police stressors,
operational and organizational, Operational stressors are those that pertain to field
work (e.g. traumatic events, paperwork, negative comments from the public), and
organizational stressors are those that pertain to the workplace procedures and
culture (e.g. lack of resources, staff shortages, leaders overemphasize the
negative). Paricipants in the study were asked to report the extent to which they
experienced both operational and organizational stressors, on a scale from (1) “no
stress at all” to (7) “a lot of stress” (see Appendix).

The overall score for operational stress indicates that officers have low to
moderate levels of operational stress, as depicted in Figure 2.1. Although females (M =
3.46) reported slightly higher average scores than their male counterparts (M= 3.18) on
the operational stress scale, as indicated in Figure 2.2, this difference was not
statistically significant. Males and females reported similar levels of stress assoclated
with things such as interacting with the public, traumatic events on the job, negative
stories in the media, etc. Findings also indicate that operational stress is positively
correlated with age and time in law enforcement, and these relationships were
statistically significant {p < .05). That is, operational stress appears to increase with age
and years on the job.

Figure 2.1: Perceived Operational Stress Figure 2.2: Operational Stress by Gender
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Similar to operational stress,
officers reported low to moderate levels
of organizational stress (Figure 2.3).
Unlike operational stress, however,
there were significant differences
reported by gender. Females (M =
3.64) reported significantly higher levels
of organizational stress than their male
counterparts (M= 3.04; Figure 2.4),
Females were more likely than males to
report stress associated with things like
dealing with coworkers, feeling that
different rules apply to different people,

Figure 2.3: Perceived Organizational Stress
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feeling they have to prove themselves, etc. In addition, patrol officers (M = 3.32)

reported significantly higher levels of organizational stress compared 1o those of higher

rank (M= 2.89; Figure 2.5),

Figure 2.4: Organizational Stress by Gender
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Anxiety

Due to the various cperational and organizational stressors, officers are at risk
for various physical and mental health concerns, including anxiety (Viclanti, 2014). The
anxiety measure (see Appendix) in the current research contained seven items tapping
general levels of anxiety. Participants reported how often they experienced various
feelings (e.g., | felt worried, | felt anxious) in the seven days preceding the survey using
a scale from (1) “MNever” to (5) "Always". Higher values on this scale indicate a higher
level of anxiety

The majority of officers reported low levels of anxiety. About 45% had an average
anxiety level between 1 and 2 and about 39% had a level between 2 and 3. This is
indicated in Figure 2.6. However, it is important to note that anxiety may sometimes be
underreported due 1o the stigma surrounding mental health Issues in policing (Violante,
2014). Officers’ anxiety levels did not differ significantly according to gender, rank, age,
and length of employment.

Figure 2.6: Anxiety - Past 7 Days
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Policing Styles, Values, and Attitudes

Adherence to Traditional Police Culture

There were five items asking about adherence o traditional police culture,
Traditional police culture, is defined as a set of attitudes, values, and norms that officers
naturally establish as a result of strains from their organizational and occupational
environments (Paocline & Gau, 2018, Silver, Roche, Bilach & Bontrager, 2017). These
attitudes, values, and norms include, but are not limited 1o, behavior such as focusing
on senous crime and taking a detached approach over a friendly approach on calls (see
Appendix). Participants’ agreement to each of the five items was coded on a five-point
agreament scale from (1) “Strongly disagree” to (5) “Strongly agree”. Each of these five
iterns were then averaged to get an overall score. Higher scores indicate greater
adherence and support of traditional police attitudes, values, and norms.

Overall, most officers reported low to moderate levels of adherence to traditional
police culture (M = 2.22), depicted in Figure 3.1. When compared 1o officers of other
ranks (M = 1.98), patrol officers (M = 2.35), report a stronger adherence to traditional
police culture (Figure 3.2). Further, age and years in law enforcement are significantly
correlated (p < .05) with support for traditional culture such that support decreases with
age and years on the job, Although males reported slightly stronger support than
females of traditional culture, the difference was not significant.

Figure 3.1: Traditional Police Culture Figure 3.2: Culture by Rank
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Importance of Procedural Justice

Procedural justice is defined as a set of actions where officers use their authority
over citizens in a ways that encourage satisfaction with the results of encounters
(Sunshine & Tyler, 2003), There are four components that make up procedural justice.
These include how respectfully officers treatl the citizen, the magnitude 1o which citizens
are able to participate in the encounter, the neutrality officers use to make decisions,
and the magnitude to which officers indicate their trustworthiness (Tyler, 2004), To
gauge how important it was to officers to use procedural justice, we asked four
guestions.Participants responded to four items on the perceived importance of
procedural justice in policing (see Appendix) on a five-point scale from (1) "Not at all
important” to (5) “Extremely important.” Higher scores on this scale indicate a greater
percelved importance of procedural justice.

Overall, participants indicated that using procedural justice is important. The
mean score was 4.68 (out of a possible 5). There were no significant differences by
gender, but there was by rank. Patrol officers rated the use of procedural justice as
significantly less impaortant than those of higher rank, though both groups rated it fairly
high in importance (Figure 3.3). Further, perceived importance of procedural justice
increased significantly with age and time on the job (g < .05).

Figure 3.3: Importance of Procedural Justice by Rank
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Environmental Fit

Environmental fit concerns the influence of the police environments on workplace
experiences. Understanding an individual’s work environment is an impaortant
determinant of work behavior. Previous research indicates that, both, the physical
elements of an individual's environment, and the psychological response to it, combine
to have an effect on an individual’s behavior (Bretz & Judge, 1994). This is generally
described as a Person Environment (P-E) interaction (Cable & Judge, 1996). P-E fit is
the similarity between an individual's characteristics and their work environment (Kristof-
Brown, Zimmerman, & Johnson, 2005).

In addition to the global definition of P-E fit, more specific subcategories have
also emerged to describe an individual’s interaction between their job (Person-Job fit),
arganization (Person-Organization fit), and work group (Person-Group fit). Previous
research indicates that various types of P-E fit are associated with measures of job
satisfaction, organizational commitment, and stress. Figure 4.1 shows the mean levels
for each of the three types of P-E fit. The highest level of fit is reported at the job-level,
followed by workgroup, and organization or agency.

Figure 4.1: Person-Environment Fit
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Person-Job Fit

Person-Job fit (P-J fit) is the match between the capabilities of an individual
and the demands of the job (Edwards, 1991). In other words to what extent do
individuals perceive that their characteristics, values, and abilities match the specific job
they da? In the current research, there were three items that measured P-J fit (see
Appendix). Paricipants indicated their level of agreement with each of the three items
on a five-point agreement scale from (1) "Strongly disagree” to (5) "Strongly agree.”

Overall, participants reported high levels of P-J fit. The mean score was 4.59 (out
of a possible ). Males reported slightly higher levels of job fit than females, but the
difference was not statistically significant. Patrol officers reported lower levels of job fit
than those at higher ranks, though both groups reported relatively high fit (see Figure
4.2). Further, P-J fit increased significantly with age and time on the job (p < .05).

Figure 4.2: Person-Job Fit by Rank
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Person-Organization Fit

Person-Organization fit (P-0O fit) is the match between an individual's
characteristics and that of the larger organization (Lauver & Kristof-Brown, 2001). In
the current research, there were three items that measured P-O fit (see Appendix).
Participants indicated their level of agreement with each of the three items on a five-
point agreement scale from (1) “Strongly disagree” to (5) “Strongly agree.”

Organization fit was the lowest level of fit among all officers (M = 4.02). Females
(M= 3.72) reported lower levels of P-O fit than males (M = 4.09) and patrol officers (M=
3.84) reported lower levels than officers of higher ranks (M = 4.29). In other words,
females and patrol officers were less likely to report a match between their goals/values
and those of the Lincoln Police Department (see Figures 4.3 and 4.4),

Figure 4.3: Person-Organization Fit by Rank Figure 4.4: Person-Organization Fit by Gender
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Person-Group Fit

P-G fit focuses on the extent to which an individual perceives compatibility
between their characteristics and the members of their workgroup (Kristof-Brown
et al., 2005). Group fit is important to consider because work groups often have differant
values and norms than that of the larger organization to which they belong. Thus,
perceptions of fit may vary at different levels of the organization (Kristof, 1996). In the
current research, there were three items that measured P-G fit. Participants were told to
“...think about your IMMEDIATE WORKGROUP, CREW, OR UNIT (i.e., those pecple
you work most closely with on a regular basis)” and indicated their level of agreement to
each of the three items (see Appendix) on a five-point agreement scale from (1)
“Strongly disagree” to (5) "Strongly agree.”

Overall, participants participants reported relatively high levels of P-G fit; the mean
level of fit among all officers was 4.27 (out of a possible 5). Females had significantly
lower levels of P-G fit than males (see Figure 4.5) and patrol officers reported lower

77 levels of P-G it than those of higher rank (see Figure 4.6). Age was not associated with
AN P-G fit though P-G fit appeared to increase slightly with years on the job (p < .05).
Figure 4.5: Person-Group Fit by Rank Figure 4.8: Person-Group Fit by Gender

Mean Pemon-Grmip Fie
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Organizational Characteristics and Satisfaction

Job Satisfaction

Job satisfaction was measured with a single item, “Overall, | am satisfied with my
job” (see Appendix). Participants indicated their level of agreement on a five-point
scale from (1) “Strongly disagree” to (5) "Strongly agree.” Overall, participants indicated
a moderate to high level of job satistaction (M = 3.88). There were significant
differences in job satistaction by gender and rank. Females (M = 3.56) reported lower
levels of satisfaction than males (M = 3.93), and patrol officers (M = 3.67) reported
lower levels of satisfaction than officers of higher rank (M = 4.28). Put another way,

males and officers of higher rank, were significantly more satisfied with their jobs than
female and patrol officers (see Figure 5.3 & Figure 5.4).

e

Figure 5.3: Job Satisfaction by Rank Figure 5.4: Job Satisfaction by Gender 4

Ty

HIGHIR BANK
OFFICIR
P eas ol Satiifasn
Bleas o Sanislaction
* Diffarance statistically significant, p < .05 " Differance statistically significant, p < .03
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Workplace Incivilities

Anderson & Pearson (1993) define workplace incivility as, “deviant behavior with
ambiguous intent to harm the target, in viclation of workplace norms for mutual
respect” (p.457). These behaviors are usually rude and discourtecus (Adams & Buck,
2011). They are important to consider because they are associated with psychological
well being, and job satisfaction (Cortina, Magley, Williams, and Langhout, 2001).

The workplace incivility scale in this research measured the frequency of officers’
experiences of disrespectiul, rude, or condescending behavior throughout their ime as
an officer in their current department (see Appendix). Participants indicated the
frequency to which each item occurs on a five-point scale, from (1) "none of the time”™ to
(5) “most of the time”. Scores were averaged across the six items with higher scores
indicating more frequent experience with workplace incivilities.

Scores were not high for this measure (M = 2.02). That said, any experiences of
incivilities can impact satisfaction and retention and there were group differences in the
extent to which they were experienced. Females reported higher levels of overall
workplace incivilities (M = 2.39) than males (M= 1.91) (Figure 5.1). Further, there were
some gender differences between which types of incivilities were experienced most
often (Table 4). The experience of incivilities also increased with age and time on the
job, but this could be attributed to the fact that senior officers have had more time in
which to experience incivilities and/or having been on the job prior to various cultural
shifts in the agency.
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Table 4: Most to Least Frequently Reported Incivilites by Gender

Paid litts attention te yaur statemsnt or apinian Paid littls attention te your statemsant or apinian

" Mot put wou down or was condescending to you Put you down or was condescending to wou
Made demeaning or dermgatory remarks about you  Doubted your judgment on a mattar, which you had
F 3 respansibility ewer
Doubtad your judamant on a mattar, which you Igrerad or excluded you from professional
had responsiblity over camaradaria
Addrassad you in unprofassional terms elther Made damaaning or derogatory ramarks about you
publicly or privataly
Y
Ignored or excluded you from professicnal Addrassed you in unprofessional terms aithar
Loast  gamaradaria publicly ar privataly
Pipear s

Figure 5.1: Workplace Incivilities by Gender

1.91

L] 1 I 3 & 5

Mean Percieved Frequency Workplace Incivilites

* Difference statistically significant, p = .05
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Turnover Intent

Three items measured turnover intent. These items included In the last & months
I have thought about quitting my job, | will still be al my job 3 years from now, and | will
work in policing beyond the paint at which | become eligible to retire. Participants
indicated their level of agreement on a five-point scale from (1) “strongly disagree” to (5)
“strongly agree” for each of these items.

The item, I will still be at my job 3 years from now, had the highest overall score
of 4.01 out of 5, indicating that most officers plan to remain at the job for at least the
next three years. Males (M = 4.1), however, were more likely than females (M= 3.6) to
report that they expected to be at their job in 3 years (see Figure 5.2). Put a different
way, approximately 74%. of male participants either somewhat or strongly agreed that
they would still be at their job in 3 years compared to 569 of female participants,
Expectations about remaining at the job did not differ by rank, age, or years on the job.
When asked the extent to which they had considered quitting their job in the past 6
months, participants were relatively neutral (M = 2.80). Females (M= 3.1) were
significantly more likely than males (M= 2.7) to report having thought about quitting.
Further, when asked whether they would likely work beyond the point at which they are
eligible to retire, women were significantly less likely than men to report that they would

continue working.

Figure 5.2: Turnover Intent by Gender

I will work in policing beyond the point
at which | become eligible to retire

1 will still be at my job 3 years from
Lpiel )

in the last & months, | have thought
about guitting my job
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Report Highlights

Approximately one-third of officers first became interested in policing as a career
around ages 19-24 (Figure 1.1).

Both men and women cited helping people in the community, to be a role mode!
for others like me, and fighting crime as top entry motivations (Table 2).

Qverall, entry concerns were relatively low among officers though the top two
concerns. being able to prove myself and being able fo do the job effectively.
were shared by both males and females (Table 3).

Although entry concerns were relatively low, several concerns were reported as
significantly higher for females compared to males: (1) physical nature of the job,
(2) danger of the job, (3) being accepted by my fellow officers, (4) stressful nature
of the job, (5) discrimination in the work environment, and (5) being taken
seriously (Figure 1.3) .

Overall scores indicate that officers have low to moderate levels of both
operational stress and organizational stress (Figure 2.1 & Figure 2.3).

Females were significantly more likely than males to report organizational stress
(i.e_, stress associated with things like dealing with co-workers, feeling that
different rules apply to different people, etc.) (Figure 2.4).

Officers’ Anxiety levels differed significantly (p < .05) according to gender and
rank. Higher rank officers and females reported higher levels of anxiety (Figure
2.6 & Figure 2.7)

Overall, participants indicated that using procedural justice is important. The
mean score was 4.40 (out of a possible 5).

Overall, officers indicate a moderate to high level of job satisfaction (M = 3.94)
(Figure 5.1).

Although reports of workplace incivilities were relatively low, females were more
likely to report experiencing incivilities than male officers (Figure 5.4).

Females were significantly more likely than males to report having thought about
quitting in the past 6 months (Figure 5.5).



Introduction and Methodology

During the summer of 2018 we conducted a study with two Nebraska peolice agencies,
including the Omaha Police Department, The original focus revolved around exploring gender
differences in the entry motivations and experiences of officers. In addition o these focus
areas, the survey also included measures of officer attitudes and personalities and
perceptions of the occupational and organizational environments. Finally, we collected
information on demographic characteristics such as gender, age, length of employment, and
rank. The Omaha survey was distributed in person to patrol officers during roll call, and to all
other officers, through an anonymous survey link via email. The following presents
descriptive information from the primary survey measures. It should be noted that we will
continue to analyze this data cver the coming months and we will share any additional
research publications resulting from this data with the department. If you have questions
about the current report or suggestions for additional analyses, feel free to contact Dr.
Samantha Clinkinbeard at sclinkinbeard @unomaha.edu.

There were approximately 506 sworn officers from the Omaha Police Department who
participated, representing a response rate of 64%.. As shown in Table 1, most of the sample
consisted of patrol officers and they tended to be white, male, married, and had at least cne
child. The mean age was about 41 and the average years employed as a pelice officer was
14. Finally, about half of the officers had military experience.

Table 1: Sample Demographics

Percent (%) Mean Range
White 78.43 - 0-1
Male 80.31 - D=1
Patrol B3.77 - 0-1
Married 75.80 - -1
Age - 40.85 23-52
Length of Employment - 14,03 1-37
Military 50.32 - 0-1



Joining the Force - Motivations and Concerns

Age of Interest in Law Enforcement

Officars were asked to indicate when they first became interested in a career in law
enforcement (Figure 1.1). It appears many officers (312%) first became interested in law
enforcement between the ages of 19-24, at the time when they were likely working their first
post-high-school jobs andior attending college. Almost one quarter of officers surveyed
indicated they became interested between the ages of 14-18 (high school years) and almost
one guarter of officers developed an interest at age 10 or younger. The data suggest that it
Is important to engage potential recruits during the stages of life (i.e., high school, post high-
school, college) when they are exploring future career options. Further, although less than
102 of officers started thinking about law enforcement during middle school, this might be
an important time to engage youth.

Figure 1.1: Age of First Interest in Law Enforcement }
3%

& 10 or younger

@ 11-13 (Middle School)
@ 14-18 (High School)
® 19-24

o 25-30

® 31+




Maotivations for Entry

Participants were provided with a list of entry motivations that have been cited in the
literature as common among police officers and asked, "How important were each of the
following in YOUR decision to enter policing?” Participants then rated each item on a 5-point
scale from 1 "Mot at all important” to 5 "Extremely important™. The top motivations were similar
for males and females as indicated in Table 2 below. Both men and women cited helping
peaple in the community, to be a role model for others like me, and fighting crime as important
entry motivations. Men also rated excifement of the work and job securify as top five reasons
while women rated help others live a better life and to show that people like me make good
police officers in the top 5. Figure 1.2 shows mean scores on all entry motivations by gender.
Men and women scored relatively similar on most items though there were a couple of
significant differences. For example, male officers rated companionship with co-workers and
ability to work on your own as significantly more important than did female officers (p < .05).
Female officers rated the items, desire lo stop/apprehend those who would harm others and
help others live a betfer life as significantly more impaortant than their male counterparts (p <.
05). In addition, females reported educational experiences and specific experisnces with police
officers as more influential than did males (p < .05). Generally, then, the data indicate that
motivations for entering policing are relatively similar though their may be special opportunities
for proactive recruitment (e.g., recruiting women on college campuses and providing
opportunities for direct interaction with police officers).

Table 2: Top 5 Entry Motivations by Gender

Males Females

To be a rols madel for othars like me Help peopls in the community

Fighting crima To bae a rode modal for othars like me

Halp paople In the community Fighting crime

Excitament of tha wark Help athers live a battar lifs

Job security ;:_shuw that people like me make a good polica
ICer



JOn sacunty

Friands and relatives that are or wara police officars
Carsar advancement

Halp paopls in tha community

Excitamant of the work

Fighting crime

"Companionship with co-workers

Enforzing the laws of sociaty

Prastiga of profassion

“Ability 1o wark an yaur dwn

Salary

To show that officers are good peopla

Lifelong draam

Maksa othars proud

Lsa this job as a stapping stons

Hawa a job that is diffarant avery day

*Spacific experiencas | had with police officars
*Edlucational expariances | had

To ba a role modael for others like ma

Te shiener that paople like me maks goad palice officars
‘Crasira to stoplappraband thass whio would harm othérs
‘Halp othars liva a batter lifa

Figure 1.2: Entry Motivations by Gender
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indicator bars



Entry Concerns

In addition to being asked about their motivations for entry, participants were also
asked to report on entry-related concerns. Specifically, participants were provided with a list
of items and asked to report, “Prior to entering policing, to what extent were you nervous
about any of the following?" Items were rated on a scale from, 1 “Not at all nervous”to 5
“Very nervous™. Overall, scores were low on these items indicating, either (a) that concerns
wera minimal, (b) officers had concerns but they were different from those listed, andfor (c)
officers did not feel comfortable sharing their concemns. As with entry motivations, the top
entry-related fears were similar for males and females (Table 3). Being able lo prove mysalf
and being able to do the job affectively were top concerns for males and females. These
types of concerns may actually be healthy as they indicate that participants care about doing
good work, Female officers ranked physical nature of the job as lop concerns before they
entered policing whereas males ranked how job would fit with relationships in their top 5.

Table 3: Top 5 Entry Concerns by Gender

Males Females

Baing able to do the job efectivaly Baing abla to do the job effectivaly
Baing able to prove mysalf Baing able to prave mysalf

How the job would fit with famihyralationships Canger of the job

Srrassful natura of tha job Swassful nature af tha jab

Danger of tha job Physical matura of the job



Of the 13 potential concerns, female participants scored higher than males on all but,
how the job would fit with relationship or family (Figure 1.3). Gender differences reached
statistical significance on the following items: (1) physical nature of the job, (2) danger of the
job, (3) being accepted by my fellow officers, (4) stressful nature of the job, (3) discrimination
in the work environment, and (6) being taken seriously, Although overall concern scores were
relatively low, this may be an area that is important to recruitment, particularly of women
These concerns were reported by women that actually went into the field. It is quite possible
that similar concerns are keeping other gualified women from considering law enforcement
as an option. It is also important to note that the concerns on which females score
significantly higher are those that are either stereotypically expected to be more challenging
for women (e.g., physical nature) or those that relate to concerns about token status (e.g,
being taken seriously, being accepted, discrimination). Pre-employment mentoring and
increased access 1o female role models may be possible approaches for mitigating such
concerns. In addition, anything that improves the environment for current officers, may
increase the likelihood that they will encourage or recruit others to the field.

Figure 1.3: Entry Concerns by Gender

Physical natura of the job Famalus significantly mors sy

‘Danger of the job Famales significantly more likaly

"Baing accaptad by my fallow officers Fatnnibe sigpiflcantly monb Skely
Baing accepted by tha community
Baing able to prove mysalf on the job
Baing able to da the job sffectivaly

"Strassful nature of the job Famales significantly more lilksly
How the job would fit with relationships and family
Whathar my co-workers would ba similar to ma
*Diserimination in tha work anviranmant

Shift work'haurs

Famales significantly mons likaly

Daaling with the pubiic
"Baing taken saricusly Mirtbie migridicanthy means ikl
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Psychological Distress

Stressors

McCreary and Thompson (2006) identify two domains of police stressors,
operational and organizational. Operational stressors are those that pertain to field work
(e.g. traumatic events, paperwork, negative comments from the public), and
organizational stressors are those that pertain to the workplace procedures and culture
(e.g. lack of resources, staff shortages, leaders overemphasize the negative).
Participants in the study were asked to report the extent to which they experienced both
operational and organizational stressors, on a scale from (1) "no stress at all” to (7) "a lot
of stiress” (see item 1.1 and 1.2 in Appendix A).

The overall score for operational stress indicates that officers have low to
moderate levels of operational stress (M = 3.37), as depicted in Figure 2.1. Although
females (M = 3.52) reported slightly higher average scores than their male counterparts
(M= 3.24) on the operational stress scale, as indicated in Figure 2.2, this difference was
not statistically significant. In other words, males and females reported similar levels of
stress associated with things such as interacting with the public, traumatic events on the
job, negative stories in the media, etc.

Figure 2.1: Perceived Operational Stress Figure 2.2: Operational Stress by Gender
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Similar 1o operational stress, officers Figure 2.3: Perceived Organizational Stress
reported low to moderate levels of #
organizational stress (M = 2.99) (Figure
2.3). Unlike operational stress, however,
there were significant differences reported =R
by gender. Females (M = 3.37) reported
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significantly higher levels of
organizational stress than their male
counterparts (M = 2.80; Figure 2.4). In

10

other words, females were more likely than
males 1o report stress assoclated with things =
like dealing with co-workers, feeling that

a 4 L]
Maan Lavels Onganizational Stress

*Dashed ling indicates mean (M = 2.99
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feeling they have to prove themselves, etc.

Figure 2.4: Organizational Stress by Gender
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Anxiety Figure 2.5: Anxiety

Due to the stressors officers 24
experience, they are at nsk for various
physical and mental health concerns, including g. mn
anxiety (Violanti, 2014). The anxiety measure
{see item 2.1 in Appendix A) in the current E gl

research contained seven items tapping
general levels of anxiety. Participants reported

how often from, (1) "Never” to (5) "Always", "1

they experienced various feelings (e.g., | felt

worried, | felt anxious) in the seven days . [y,
preceding the survey, Higher values on this "Dashed ine indicates mean (M = 1.94)

scale indicate higher level of anxiaty

The majority of officers reported low levels of anxiety. About 59% had an average anxiety
level between 1 and 2 and about 29% had a level between 2 and 3 (Figure 2.5). It is important
to note that anxiety may be underreported due to the stigma surrounding mental health issues in
policing (Violante, 2014). Officers above the rank of patrol and females scored significantly
higher on the anxiety measure than did their patrol or male counterparts. (Figure 2.6. & Figure
2.7).

Figure 2.6: Anxiety by Rank Figure 2.7: Anxiety by Gender

Higher Rank ' Trmals za7

Officers 158
o 1 2 3 4 5 5 1 5 . .
Bpan Laved of Anaiaty by Rank Mass Lewel of Anzisty by Gender

' . " | H I -
“Difference statistically significant (o < .05) Difference statistically significant (p < .05)
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Adherence to Traditional Police Culture

There were five items asking about adherence to traditional police culture. Traditicnal
police culture, is defined as a set of attitudes, values, and norms that officers naturally
establish as a result of strains from their organizational and occupational environments
(Pacline & Gau, 2018; Silver, Roche, Bilach & Bontrager, 2017). These attitudes, values,
and norms include, but are not limited to, behavior such as focusing on serious crime and
taking a detached approach over a friendly approach on calls (see item 3.1 in Appendix
A). Participants' agreement to each of the five items was coded on a five-point agreement
scale from (1) "Strongly disagree” to (5) "Strongly agree”. Each of these five items were
then averaged to get an overall score. Higher scores indicate greater adherence or
support of traditional police attitudes, values, and norms.

Overall, most officers reported low to moderate levels of adherence to traditional
police culture (M= 2.41), depicted in Figure 3.1. When compared to officers of other ranks
(M = 2.28), patrol officers (M = 2.48), report a stronger adherence of traditicnal police
culture (Figure 3.2). Further, years in law enforcement is significantly correlated (p < .05)
with support for traditional culture, such that support decreases with years on the job.
Although males reported slightly stronger support than females of traditional culture, the
difference was not significant.

Figure 3.1: Traditional Police Culture Figure 3.2: Traditional Police Culture by Rank

Adherence to Traditional Police Culture by Rank

& 3
Misart Lavals of Adksrarcs B Pobos Culburg
* Dashed line indicates mean (M = 2.41) ‘Difference is statistically significant (p <.08)
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Importance of Procedural Justice

Procedural justice is defined as a set of actions where officers use their authority over
citizens in a way that fosters satisfaction with the result of the encounter (Sunshine & Tyler,
2003). There are four components that make up procedural justice. These include how
respectfully officers treat the citizen, the magnitude to which citizens are able to participate in
the encounter, the neutrality officers use to make decisions, and the magnitude to which officers
indicate their trustworthiness (Tyler, 2004). To gauge how important it was to officers to use
procedural justice, we asked four questions.

Participants answerad these four items on the perceived importance of procedural justice
in policing (see item 4.1 Iin Appendix A) on a five-point scale from (1) *MNot at all important” to
{5) “Extremely important.” ltems were averaged and higher scores indicate a greater perceived
importance of procedural justice. Overall, participants indicated that using procedural justice is
important. The mean score was 4.40 (out of a possible 5). Patrol officers rated the use of
procedural justice as significantly less important than those of higher rank, though both groups
rated it fairly high in importance (Figure 3.3). Similarly, both males and females rate procedural
justice as important, but females (M = 4.51) rated it as significantly more important than males
< (M= 4.37) (Figure 3.4).

Figure 3.3: Importance of Procedural Justice by Rank Figure 3.4: Importance of Procedural Justice by Gendar

LY
.57
(] 1 2 3 L 5
1] 1 2 3 4 5
Maan Procedural lustice
boan Proded ursl Justss
*Difference is statistically significant (p <.0B) *Differance is statistically significant (p <.05)
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Environmental Fit

Environmental fit concerns the influence of the police organizational environment on
workplace experiences. Understanding an individual's work environment is an important
determinant of work behavior. Previous research indicates that, both, the physical elements of
an individual’s environment, and the psychological response to it, combine to have an effect
on an individual's behavior (Bretz & Judge, 1994). This Is generally described as a Person
Environment (P-E) interaction (Cable & Judge, 1996). P-E fit represents the similarities
between an individual's characteristics and their work environment (Kristof-Brown,
Zimmerman, & Johnson, 2005). In addition to the global definition of P-E fit, more specific
subcategories have also emerged to describe an individual's interaction between their job
{Person-Job fit), crganization (Person-Crganization fit), or work group (Person-Group fit).
Previous research indicates that various types of person-environment fit are associated with
measures of job satisfaction, organizational commitment, and stress. Figure 4.1 shows the
mean levels for each of the three types of person-environment fit. The highest level of fit is
reported at the job-level, followed by workgroup, and agency.

Figure 4.1: Person-Environment Fit

Mean Level of Fit
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Person-Job Fit

Person-Job fit (P-J fit) is the match between the capabilities of an individual and the
demands of the job (Edwards, 1991). In other words to what extent do individuals perceive
that their characteristics, values, and abilities match the specific job that they do? In the
current research, there were three items that measured Person-Job fit (see item 5.1 in
Appendix A). Participants indicated their level of agreement with each of the three items on
a five-point agreement scale from (1) “Strongly disagree” to (5) “Strongly agree.” ltems were
averaged and higher scores indicate higher levels of perceived job fit.

Overall, participants reported high levels of job fit. The mean score was 4.60 (out of
a possible 5). Males reported slightly higher levels of job fit than females, but the difference
was not statistically significant. Patrol officers reported lower levels of job-fit than those at
higher ranks (see Figure 4.2). This relationship was statistically significant (P < .05).
Further, perceived job-fit increased with age and time on the job, however, these
relationships were also not statistically significant.

Figure 4.2: Person-Job Fit by Rank

o 1 F 3 4 5

Pean Person Job Fit

*Differance is statistically significant (p .05}
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Person-Organization Fit

Person-Organization fit (P-O fit) is the match between an individual's characteristics and
that of the larger organization (Lauver & Kristof-Brown, 2001). P-O indicates the extent to
which there is a match between an individual and the values and goals of the organization. In
the current research, there were three items that measured Person-Organization fit (see item
5.2 in Appendix A). Participants indicated their level of agreement with each of the three
items on a five-point agreement scale from (1) “Strongly disagree™ to (5) “Strongly agree.”
Itermns were averaged and higher scores indicate higher levels of perceived organization fit.

Organization fit was the lowest level of fit among all officers (M = 3.99). Females (M=
3.99) reported higher levels of P-O fit than males (M = 3.21), but the difference was not
statistically significant. Patrol officers (M = 3.88) reported lower levels than officers of higher
ranks (M = 4.07). This relationship was statistically significant (see Figure 4.3). In other
words, patrol officers were significantly less likely to report a match between their goalsivalues
and those of the Omaha Police Department (see Figures 4.4).

\
Y

Figure 4.3: Person-Organization Fit by Gender Figure 4.4: Person-Organization Fit by Rank
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N

Person-Group Fit

P-G fit focuses on the extent to which an individual perceives compatibility between their
characteristics and the members of their workgroup (Kristof-Brown et al., 2005). Group fit is
important to consider because work groups often have different values and norms than that of
the larger organization to which they belong. Thus, perceptions of fit may vary at different
levels of the organization {Kristof, 199E8). In the current research, there were three items that
measured Person-Group fit. Participants were told to *...think about your IMMEDIATE
WORKGROUF, CREW, OR UNIT (i.e., those people you work most closely with on a regular
basis)” and indicate their level of agreement on each of the three items (tem 5.3 in Appendix
A) on a five-point agreement scale from (1) “Strongly disagree” to (5) “Strongly agree.” Iltems
were averaged and higher scores indicate higher levels of perceived group fit.

Qverall, participants reported relatively high levels of group fit; the mean level of fit among
all officers was 4.23 (out of a possible 5). When other variables are considered there were
only slight differences. For example, females had slightly lower levels of group fit. than males
(see Figure 4.5) and patrol officers reported slightly lower levels of fit than those of higher
rank (see Figure 4.6). However, these relationships were not statistically significant.

Figure 4.5: Person-Group Fit by Rank Figure 4.4: Person-Group Fit by Gender

o | 1 3 4 5 o 1 1 i 1

bean Perian-Graup Fa Mean Person-Growp Fit
“Difference not statistically significant *Differance not statistically significant
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Organizational Characteristics and Satisfaction

Job Satisfaction

Job satistaction was measured in one item. This item stated "Overall, | am
satisfied with my job" (see item B.1 in

Appendix A). Barticipants indicated their T 9" B.1: Job Satisiaction
level of agreement on a five-point scale 8.
from (1) "Strongly disagree” to (5) -
1 i

"Strongly agree.” Overall, participants
indicate a moderate to high level of
satisfaction (M = 3.94) (see Figure 5.1).
Males (M = 3.93) and females (M = 4.01)
reported similarly high levels of overall job
sattisfaction, as did patrol officers (M =

3.96) and officers of other ranks (M = - T LS N
E.EB} {EE‘E Flgurﬂ 52 4% F]gum 5.3]. * Dashed line indicates mean (M = 3.49) ™ x"'.:
A
Figure 5.2: Job Satisfaction by Gender Figure 5.3: Job Satisfaction by Rank

4.0

1] 1 X i 4 | =] 1 z 3 4 5
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*Difference not statistically significant "Difference not statistically significant
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Woaorkplace Incivilities

Anderson & Pearson (1999) define workplace incivility as, “deviant behavior with
ambiguous intent to harm the target, in violation of workplace norms for mutual respect” (p.
457). These behaviors are usually rude and discourteous [Adams & Buck, 2011). They are
impartant to consider because they are associated with psychological well being, and
decreased job satisfaction (Cortina, Magley, Williams, and Langhout, 2001).

The workplace incivility scale measured the frequency of officers’ experiences of
disrespecttul, rude, or condescending behavior throughout their time as an officer in their
current department (see item 6.1 in Appendix A). Participants indicated the frequency to
which each item occurs on a five-point scale, from (1) "none of the time” to (5) "most of the
time", Scores were averaged across the six items with higher scores indicating more
frequent experlence with workplace incivilities.

Scores were not high for this measure (M = 2.04), which indicates that experiences of
workplace incivilities among officers in the department is low. That said, any experiences of
incivilities can impact satisfaction and retention and there were group differences in the
extent to which they were experienced. For example, females in this sample report higher
levels of workplace incivilities (M = 2.25), compared to their male counterpars (M= 1.99)
(see Figure 5.2), and the level of frequancy reported by males and females differed by the
type of workplace incivility (see Table 4). For example, females reported that they were
frequently ignored or excluded from professional camaraderie. The experience of incivilities
also increased with age and time on the job, but this could be attributed to the fact that
senior officers had more time to experience incivilities and/or have been on the job prior to
various cultural shifts in the agency.
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Table 4: Most to Least Frequently Reported Incivilites by Gender

Males Females

Mast  Paid little attention te yvour statermant ar apinion Paid little attention to yveur statemant ar apinion
Ruponed
Put you down or was condescanding to you Fut you down oF was condescanding to you
F'y

Made demaaning or darogatory remarks about you  Doubted your judgment on & mattes, which you had
respansibility over

Doubted your judgrent on a matter, which you Igromed or excluded you from professional
had msponsibility ower camaradaria
¥ Addressed you in unprofessional terms eithar Made damasaning or derogatory ramarks about you
pubichy or privataly
Lisn
- : Ignomed or excluded you from professional Addressed you in unprofessional terms edthar
PO camaraderie publicly or privately

e,

Mo

Figure 5.4: Workplace Incivilities by Gender

Ty

a 1 1 3 4 5
Mean Perceived Workplace Incivilities

*Difference is statistically significant (p =_05)
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Turnover Intent

Three items measured turnover intent. These items include In the last 6 months |
have thought about quitting my job, | will still be at my job 3 years from now, and | will
work in policing beyond the point at which | become eligible to retire. Participants
indicated their level of agreement on a five-point scale from (1) "strongly disagree” to
(5) “strongly agree” for each of these items (see item 7.1 in the Appendix A).

The item, | will still be at my job 3 years from now, had the highest overall score
of 4.32 out of 5, indicating that most officers plan to remain at the job for at least the
next three years. Expectations about remaining at the job did not differ by gender, rank,
age, or years on the job. When asked the extent to which they had considered quitting
their job in the past 6 months, paricipants were relatively neutral (M = 2.18). Females
(M = 2.68) were more likely than males (M = 2.02) to report having thought about
quitting (see Figure 5.3). This difference was stafistically significant. On the other hand,
female officers were also slightly more likely to report that they would work beyond
ratirement eligibility.

Figure 5.5: Turnover Intent by Gender

1 willl weark in policing beyond the
point at which | become eligible to
retire

1wl still be at my job 3 years from
AW

In the last & months, | have thought
about quitting my job

0 1 2 3 4 5

Mean Turmower Intent
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Item 2.4

| found it hard 1o focus on

anything other than my
anxely

Item 3.1

A detached approach 1o
dealing with citizens is more
effective than a inendly
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Job Satisfaction

Owverall, | am satisfied with
my job
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